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this course I will focus on the use, validation and quality of different selection
techniques (WATs, interviews, Situational judgment test,

Biodata and CV, personality tests, assessment centers, integrity tests) for different
jobs. The main subjects will be the predictors and criterion - job success, the validity
of the predictors, the reliability of the various selection techniques, utility analysis
process, and job analysis. Each method will be critically examined and discussed.
Delivering this information and content is my primary task. It will be your
responsibility to join, participate, and perform the tasks

Course/Module aims:

Students will acquire an understanding of the process of designing a selection
strateqgy for various organizations and various jobs. Students will be taught the main
stages of designing two selection methods [] Assessment center exercises and
Structures interview.

Learning outcomes - On successful completion of this module, students should be
able to:

[IStudents will be able to make decision on personnel selection methods for
different jobs and organizational situations
OStudents will gain understanding of the importance of reliability and validity on
choices between selection methods
[1Students will be able to design a beginner personnel selection exercise in
assessments center and interview setting
[1Students will understand the essence and nature of various selection methods
[Students will gain critical knowledge regarding the strength and weaknesses of
different selection methods

Attendance requirements(%):
80

Teaching arrangement and method of instruction: Lecture, class discussions,
Practice workshops in writing selection exercises and tests.

Course/Module Content:
1. Introduction to selection
2. Reliability and Validity -Face-to-Face class but it also has asynchronous content
for the benefit of individuals on reserve).
3. Utility Analysis - Asynchronous, no Face-to-Face class.
4. Written ability test
5. The Interview
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6. Assessment Centers

7. Interview simulations exercise design

8. Personality test -FFM COPS - Face-to-Face class Face-to-Face class but it also has
asynchronous content for the benefit of individuals on reserve).

9. Bio-data and CV - workshop

10. Integrity Tests, preparation for writing the the final paper and course summary.
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Grading Scheme:
Essay / Project / Final Assignment / Home Exam / Referat 100 %

Additional information:
The reading list is not final and will be updated during the semester.
The information about the course is not final and also depends on the teaching
method, whether face-to-face or virtual.
In this regard, the tests may not be part of the final score.

** Dear students, please note - This course has a an 80% attendance requirement
and will take place in person on campus. Even if there will be recordings of the
lessons, it will not be possible to participate remotely **
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