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Origin of project

Develop a selection procedure
> To measure interpersonal skills.

> To create a better image of the organization.
> For large groups.

» TO « select out » candidates.



Torrenes ot

T - T T T T TR T TR T T
1900 Vel T8, N B BTRAT

B2 1 =0 /50 W TR
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From eritical-i nerdernt analysis and judgments by subject-matter experts, o low- fdelity simclation
Was dm'ﬂpk‘ﬂ for sceCiing et ry-levcl managers | e pelecom mu nications indusery. The sirmula-
tion presents applicans with descriptions of work sitwations and five alternative respomses foreach
sipuation. It asks therm 1o select ones responce they wounld most kel make and ane they wanld least
likely make in each sptustion. 1 no somple of spprosionotely 120 manogement incumbents, simula
Limpnn movmes won tehatod frome 28 (p o< 00 e 37 (= 000 ) sl sampren vy Bso y radi nggs ol prer o imanee,
I"hese resulis show that samples of even hypothencal work behavior can predict periormance,
without the props. equipment. or robe players often required by hegh-fidelity simulations. such ns

wark-sample tests or a:s ecpmant centers.

Simulations used for employee selection typically prescnt ap-
ol icants wilh a task stirmuhes That minmics an actual Job situation
and elicit responses that are interpreted as direct indicators of
Tronw applc ants woowld Laodle (e gask sitouation L5l weie aclue-
ally to occur on the job Thus, job simulations are designed
more o sample pob behaviors than to provide sig ns of wnderky-
ings abdliny, lemperainent, or olher crails presumed necessary for
jiobh performance. Arguing the basic tenet of behavioral consis-
tency—ihat past performance is the best predictor of futare
performance—Wernimom and Campbell (19683 claimed that
hehavioral samples like those elicited by simuolstiong can he
very wseful for predicting job poerformance, probably more usc-
ful than predispositional Signs, such @5 neswlts of standard abal-
it persomna ling or inlerest 1este, Some rms ol simulation_ such
as work samples and assessment conders, are by now familia
selection looks, and results of meta-analyviic reviews show im-
pressive support tor their validity (Hunter & Blunter, 1984;
Sclumitt, Goosling, Mo, & Kiscl, | 9847,

Simulations. vary in the hdelity with which thew present a
tazk stimulus and el icit a responce. The highest fi delity simula
Ly e very realistic materials apd equipment 10 represent a
task siustion and provide applicants with an opportunity 1o
respond almost exactly as iF the y were actually in the job situa-

L sipen Fidelisw Adeereasee ag srimmnine marerisfs and rrennness e,

veridical represcntation of the task stimulus and clicit actual
responses for perorming the task fog, work samples, assess-
ment centers, stc) are referred to as k- Sdefine simulations.
Sumuwistnons that present only a writie n or spoken descripuon of
thee task stimulus and elicit only a written or spoken description
of the response that would be token are referred to ws fow

definy s mulalions.

Because high-fidelity simulations more cli=ely resemble ac-
twal work conditions than do Low-fidclity sinwulations, high- fi-
delity simulations ought o be better inducators of futune job
performmance, according to the logic of Behavioral consistency:
It s et cloar, though, just P oosch mdelily is oeoessas y bes
fiore a simuelation can becomse wsallly pred ictave, or conversely
how musch fidelity can be sacrificed before a simulation loses
subsgantial amount of predictive: powemial, High-fidetiny simuka-
tions can be very expensive 1o develop and implement because
of the equipment and props necessary to lend them realism, In
fat, the cost of high Adelity may not even offset the gain n
predictive potential This makes it worthahile 1o explore the
predictive uscfulness of low-fidelity simulatrons. They might
make il possahle 1o take advantages ©F the predictive logie of
hehavioral consistency without the excessive costs that can pre-
clude the development or im plemenation of high-fidelity simu-
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Situational judgment tests (SJTsS

Present job-related situations & MC responses to
them.

Measure procedural knowledge about costs &
benefits of engaging in specific courses of
Interpersonal action

Terms
> Low fidelity simulation
> Situational judgment inventory
> Tacit knowledge test



Example Admission SJT item

Patient : So, this physiotherapy is really going to help me?
Physician: Absolutely, even though the first days it might still be painful.
Patient : Yes, | suppose it will take a while before it starts working.

Physician: That is why | am going to prescribe a painkiller. You should take 3
painkillers per day.

Patient: Do | really have to take them? | have already tried a few things. First,
they didn’t help me. And second, I'm actually opposed to taking any medication.
I'd rather not take them. They are not good for my health.

What is the best way for you (as a physician) to react to this patient’s refusal to
take the prescribed medication?

Ask her if she knows something else to relieve the pain.

o &

Give her the scientific evidence as to why painkillers will help.

Agree not to take them now but also stress the importance of the physiotherapy.

o

d. Tell her that, in her own interest, she will have to start changing her attitude.




Purpose & Context

Admission Exam Medical Studies in Flanders
> Medical studies = only major with admission exam.

> Centralized (government-run)
- Since 1997
- One day in Brussels (2 sessions per year)

> Large -scale high-stakes testing
> 4000 candidates (18 yrs.)
30% passing rate
- Medical schools not involved.
- Students who pass choose their medical university.
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Skills measured & tests used

Construct

Measure

Science knowledge
 Chemistry & physics
 Math & biology

Knowledge test
e 40 items

Verbal, numerical, & figural
reasoning

Interpersonal skills

e Building & maintaining
relationships

e Exchanging information

Cognitive ability test
e 50 items




Challenges in SJT development

No piloting of items

Logistics & costs
> From video SJT to written SJT.

Scoring: What is the correct answer?
> Consensus among experts
> Model

Test preparation
> Knowledge instruction
> Creation of alternate forms



Sample

e Four cohorts of medical students in Belgium

who participated in the admission exam (N =
4,538).

 GPA and internship performance data were
available for 519 students who passed the
admission exam and completed the full
medical curriculum (7 years).

e Job performance date were available for 104
students who chose to become physicians.



Prediction of GPA (7 yvears)
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Prediction of Internship & Job Performance
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Comparability among SJT forms

d r r
SJT SJT GMA
Random assignment -.14 .34 .62

Item cloning 27 .68 .67




Implications

Cognitive part is valid for predicting medical grades.

Video-based SJT is valid for predicting internship
performance.

Video-based SJT is valid for predicting job performance of
physicians.

Video-based SJT has incremental validity over cognitive
part.

Women score slightly better on SJT.



Implications (2)

Applicants react most favorably toward the SJT.

Admission exam attracts more candidates.
> 5% increase per year

Passing rates in universities have increased (up to
80% In first academic year)

Universities have changed their curricula.
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