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decisions. Panel interviews can be especially appropriate in
organizations that use teamwork. At the other extreme, some
organizations conduct interviews without any interviewers;
they use a computerized interviewing process. The candidate
sits at a computer and enters replies to the questions presented
by the computer. Such a formar eliminates a lot of personal
bias—along with the opportunity to see how eople interact.
Therefore, computer interviews are useful for gathering objec-
tive data, rather than assessing people skills.

Ahien interviewing candidates, it’s valid to ask :
about willingness to travel if that is part of the job. Advan:tage.s and Dlsadvantages of
Interviewers might ask questions about previous lnterV]eW‘ng

business travel experiences and/or how interviewees
handled situations requiring flexibility and self-
motivation (qualities that would be an asset in

The wide use of interviewing is not surprising. People natu-
rally want to see prospective employees firsthand, As we

someone who is traveling alone and solving business ~ noted in Chapter 1, the top qualities that employers seek in

problems on the road).

Panel Interview
Selection interview
in which several
members of the
organization meet
to interview each
candidate.

new hires include communication skills and interpersonal

skills. Talking face to face can provide evidence of these skills.
Interviews can give insights into candidates’ personalities and interpersonal styles.
They are more valid, however, when they focus on job knowledge and skill. Inter-
views also provide a means to check the accuracy of information on the applicant’s
résumé or job application. Asking applicants to elaborate about their experiences
and offer details reduces the likelihood of a candidate being able to invent a work
history.*

Despite these benefits, interviewing is not necessarily the most accurate basis for
making a selection decision. Research has shown that interviews can be unreliable;
low in validity,* and biased against a number of different groups.* Interviews are also
costly. They require that at least one person devore time to interviewing each can-
didate, and the applicants typically have to be brought to one geographic location.
Interviews are also subjective, so they place the organization at greater risk of discrim-
ination complaints by applicants who were not hired, especially if those individuals
were asked questions not entirely related to the job. The Supreme Court has held that
subjective selection methods like interviews must be validated, using methods that
provide criterion-related or content validation.*’

Organizations can avoid some of these pitfalls.* Human resource staff should
keep the interviews narrow, structured, and standardized. The interview should
focus on accomplishing a few goals, so that at the end of the interview, the orga-
nization has ratings on several observable measures, such as ability to express
ideas. The interview should not try to measure abilities and skills—for example,
intelligence—that tests can measure better. As noted earlier, situational interviews
are especially effective for doing this. Organizations can prevent problems related
to subjectivity by training interviewers and using more than one person to con-
duct interviews. Training typically includes focusing on the recording of observable
facts, rather than on making subjective judgments, as well as developing interview-
ers’ awareness of their biases.’ Using a structured system for taking notes is help-
ful for limiting subjectivity and helping the interviewer remember and justify an
evaluation larer.*® Finally, to address costs of interviewing, many organizations vid-
eotape interviews and send the tapes (rather than the applicants) from department
to department. The above “HR How To” box provides more specific guidelines for
successful interviewing.
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