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Recommended Selection Process for an Industrial-Organizational Psychologist and 

Important Warnings Regarding Advertising for Positions Often Missed 

Crafting a compelling job advertisement is the most critical step in recruitment—well 

before selection begins (Ganesan et al., 2018). Ads signal an organization’s benefits and 

reputation (Ganesan et al., 2021) and shape perceptions of employer fit (Elving et al., 2013). To 

ensure accuracy, strategic alignment, compliance, and ad development must involve Executive 

Leadership, HR, and Marketing, not HR alone (Bullinger and Treisch, 2015; Ordanini and 

Silvestri, 2008). Neglecting this step undermines the entire process and alienates a multi-

generational workforce (Gaurav, 2022; Karagianni et al., 2023). Askehave (2010) and Sutherland 

and Wöcke (2011) stress that selection efforts succeed or fail based on this foundational stage of 

employer branding (EB). Elving et al. (2013) observed that “EB enhances organisational 

attractiveness and the possibility of estimating a fit between organisation and potential 

employee” (p. 368), emphasizing that a strong employer brand attracts candidates and aids 

alignment, while weak ads can deter quality applicants. Marketing uses branding and targeting to 

attract top talent, but misaligned recruiters seeking quick placements can create costly 

disconnects (Gatewood et al., 2011; Ordanini and Silvestri, 2008). 

Stages of the Selection Process 

The selection process involves four predictors in a sequential, compensatory model: 

1. Application Screening and Job – Knowledge, Skills, Abilities, Other (KSAO) Mapping: 

Review résumés and cover letters against critical KSAOs (e.g., measurement and 

statistics, consulting and communication) (Gatewood et al., 2011). 
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2. Cognitive and Psychometric Testing: Administer standardized, validated psychological 

assessments to measure reasoning, oral comprehension, and critical thinking using the 

market leader in America of Resource Associates founded by Doctors Gibson and 

Lounsbury (Resource Associates, n.d.). 

3. Work Sample/Simulation Exercises: Require candidates to analyze a sample 

organizational effectiveness dataset and present findings (Gatewood et al., 2019; 

Principles for the Validation and Use of Personnel Selection Procedures, 2018). 

4. Structured Behavioral Interview: Evaluate leadership, persuasion, and social 

perceptiveness. A compensatory model ensures strengths in one predictor can balance 

weaknesses in another, while minimum cut scores maintain baseline standards 

(Gatewood et al., 2019; Principles for the Validation and Use of Personnel Selection 

Procedures, 2018; Levy, 2017). 

Predictors to Use 

Psychological Tests: A cognitive ability assessment for analytical reasoning, 

psychometric exam, plus a personality inventory focused on conscientiousness and adaptability. 

Work Simulations: A case-based analysis replicating tasks like “Analyze data using 

statistical methods to evaluate program effectiveness” and “Advise management on policies” 

(Gatewood et al., 2019; Society for Industrial and Organizational Psychology [SIOP], 2018). 

Interviews with a Structured Panel and Key Questions 

 Thought provoking and deep questions suggested as those shown below are best 

answered in writing and then followed up on in the interview. Selectees would not merely read 

their answers out loud, as those have already been studied and analyzed with summaries through 

AI predictors, but discussed and expounded upon during the talk session and interview using 
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shared generosity as a primary driving technique for cordial and respectful dialogue (Dixit et al., 

2025; Getahun et al., 2025; Nagesh et al., 2025). Interviewers who are dogged, harmful, forceful, 

inappropriate in questioning and unable to control their facial expressions, actions, and behaviors 

greatly harm companies and people while therapeutically hiding behind supposed statements of, 

“Well, that interviewer did produce $29.8 billion in portfolio assets last year so they are our best 

sales person,” or, “They are a type A animalistic wolf that rules Wall Street shredding humans 

for cocktails and that’s why they own a $700 million dollar yacht” (Ababneh and Al-Waqfi, 

2016; Getahun et al., 2025). These are not leaders in the human race and cannot be allowed into 

the selection process or interviews (Barber, 2007). 

1. “Describe a time you implemented an evidence-based change initiative—what predictors 

of success did you identify?” 

2. “How would you counsel us on a performance issue to ensure fairness and compliance?” 

3. “Explain your process for developing an unbiased selection system.” 

4. “When did you use data analytics to improve organizational performance measurement.” 

5. “Describe a time you identified implicit bias within a workplace system or culture—what 

steps did you take to address and reduce it?” 

6. “How would you balance evidence-based recommendations with leadership preferences 

or organizational politics that conflict with best practices?” 

7. “Discuss your approach to designing and validating a performance appraisal tool to 

ensure fairness, reliability, and legal compliance.” 

8. “Share an example of facilitating a difficult organizational change—what strategies did 

you use to gain employee buy-in and reduce resistance?” 

9. “Can you evaluate the ROI of a leadership program and show us measurement value?” 
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10. “What ethical considerations guide you on well-being and organizational goals?” 

Bias Reduction and Diversity Focus 

• Use structured interviews with anchored rating scales to minimize subjectivity. Validate 

predictors using job-related KSAOs only (Gatewood et al., 2019; SIOP, 2018). 

• Provide interviewer training on unconscious bias and full diversity awareness (Swider et 

al., 2015; SIOP, 2018). Ensure the selection team represents a massive diverse population 

that shocks selectees with the broad scope of world human beings and backgrounds. 

• Monitor selection outcomes for adverse impact and adjust processes when disparities 

emerge.   Comply with EEOC, Title VII of the Civil Rights Act of 1964 and APA Ethics 

(APA, 2017; Gatewood et al., 2019). 

KSAO Mapping and Diversity Focus with Table of Tasks 

Table 1 

Industrial/Organizational psychologist – job analysis table 

KSAO Predictor 

Measurement and statistics Cognitive ability test; Work sample 

Critical thinking, analytical 

reasoning 
Cognitive ability test; Interview 

Oral and written expression Work sample presentation; Interview 

Social perceptiveness, persuasion Structured interview; Behavioral Qs 

Flexibility and adaptability to 

coaching 
Personality inventory; Behavioral Qs 

Consulting and communication 

skills 

Work sample; 

Interview 
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Note. Job Analysis Table condensed and adapted by Martin CJ Mongiello with specific focus on the hospitality, resort, 
museum, and attractions marketplace. Licensed content from ONET (National Center for ONET Development, n.d.). 
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This mapping ensures content validity, linking each predictor directly to job requirements from 

analysis. Here, it is important to remind and note that no candidate is ever going to match 100%. 

Pousa and Mathieu (2014) note that coaching success from inspirational leadership at the top 

brings B candidates into A status. The profound requirement of executive suite excellence in 

motivating, persuading, and encouraging B workers into award-winning teams cannot be pushed 

off into selection (including social media review) only (Ogunleye, 2024; Setiatmoko et al., 2025, 

Van Iddekinge et al., 2016). There is no escape mechanism for leaders that lack stimulating, 

generosity-based, magnetic leadership that galvanizes and energizes workers into more than they 

knew they could ever become to create career satisfaction (Lounsbury et al., 2003). 

Conclusion with Ethical and Legal Reflection 

 Creating a transparent mapping between KSAOs and predictors is ethically essential—

selection tools must be demonstrably job-related to avoid discrimination claims under Title VII 

of the Civil Rights Act and to meet APA’s (2017) Ethical Principles. By using validated 

measures, monitoring for adverse impact, and maintaining documentation of predictor-KSAO 

links, the process protects both candidates and the organization (Heighway, 2010; Mandelke et 

al., 2016; “Principles for the Validation and Use of Personnel Selection Procedures,” 2018). A 

compensatory approach balances fairness and rigor, while structured tools uphold diversity and 

inclusion values. A research-driven selection process shapes an organization’s future by aligning 

predictors with defined KSAOs, employing validated tools, and applying compensatory scoring 

to ensure fairness and rigor, while recognizing, per Funder (2017), that I/O and personality 

psychology have limits and should not be treated as all-encompassing. Ethical mapping of 

KSAOs to predictors, adherence to diversity principles, and ongoing evaluation ensure that every 
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hiring decision strengthens both performance and culture. In short, thoughtful selection is not a 

bureaucratic hurdle but a strategic investment in talent and organizational excellence.  
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