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and social impacts of substantive assessment procedures are not well understood, an m_u_u:omi for a nursing position pos

Many initial assessment methods are widely used, whereas most substantive assess- hasb =77 ©milarlv a defense co
ment methods have moderate or low degrees of use. Thus, many organizations rely checl
on initial assessment methods to make substantive assessment decisions. This iy : exha
unfortunate, because, with the exception of biographical data, the validity of sub- ; depe
stantive assessment methods is higher. This is especially true of the initial interview testis
relative to the structured interview. At a minimum, organizations need to supple- | mett
ment the initial interview with structured interviews. Better yet, organizations cons
should strongly consider using ability, performance, personality, and work sample 4
tests along with either interview. Drug Testing
Mo
DISCRETIONARY ASSESSMENT METHODS ide:
Discretionary assessment methods are used to separate those who receive job § H%M
offers from the list of finalists. Sometimes discretionary methods are not used, { ag
because all finalists may receive job offers, When used, discretionary assessment | cla
methods are typically highly subjective and rely heavily on the intuition of the siy
decision maker. Thus, factors other than KSAOs may be assessed. Organizations ] we
intent on maintaining strong cultures may wish to consider assessing the person/ 1 e
organization match at this stage of the selection process. $:
Another interesting method of discretionary assessment that focuses on person/ k&
organization match is the selection of people based on their likely organizational]
citizenship behavior.!” With this approach, finalists not only must fulfill all the | d
requirements of the job but also are expected to fulfill some roles outside the ] b
requirements of the job, called organizational citizenship behaviors. These behave e
iors include things like doing extra work, helping others at work, covering for a4 ¢
sick coworker, and being courteous. .
Discretionary assessments should involve use of the organization’s staffing phi- ¢
losophy regarding equal employment opportunity and affirmative action (EEO/AA) 1 _
commitments. Here, the commitment may be to enhance the representation of §
minorities and women in the organization’s workforce, either voluntarily or as part §
of an organization’s affirmative action plans and programs (AAPs). At this point

in the selection process, the demographic characteristics of the finalists may bej
given weight in determining which applicant will receive the job offer. Regardlessj
of how the organization chooses to make its discretionary assessments, they should]
never be used without being preceded by initial and substantive methods.

CONTINGENT ASSESSMENT METHODS

As was shown in Exhibit 8.3, contingent methods are not always used, depen
ing on the nature of the job and legal mandates. Virtually any selection metho
can be used as a contingent method. For example, a health clinic may verify th




