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role of, 110; criteria versus, 88—90;
described, 87; validity case study and
role of, 102, 104107t

Fairness issue: “A Brief History of Staffing
Assessments,” 158—159; as criticism of
assessments, 158, 160; “The Cult of
Personality and the Realities of
Staffing,” 157-158

Faking. See Applicant faking

Feedback (post-hire on-boarding), 231

FEMA (U.S. Federal Emergency
Management Association), 1-3

4/5ths (or 80 percent) guideline, 153

G

Galton, Sir E,, 158, 159

Gender discrimination, 153, 192

“The Genetic Components of Job
Performance,” 22-24, 26

Graphology, 143

H

Handwriting analysis, 143

HAV (Human Value Added), 34-36
High-fidelity job simulations, 49+-50¢, 70
“High-impact” questions, 60

Index

273



274

Hiring decisions: assessments for reducing
mistakes in, 237—239; Hurricane
Katrina example of poor, 1-3; impor-
tance of, 3—4; increasing assessment
validity to maximize accuracy of, 175,
176-180; responsibilities for, 213. See
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variable, 93-94; differences between

reliability and, 85-86; measurement

ranges and meanings of, 28
Verification, 231

280 Index

w

“When to Use Drug Screens,” 185

“Why Assessments Are More Accurate
Than People,” 144-146

Work interests data, 221-222

Work samples, 49t-50t, 70, 222

Work styles, 222



