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After studying this chapter, you should be able to:

1.1. Explain what is meant by reliability and validity.Explain what is meant by reliability and validity.

2.2. Explain how you would go about validating a test.Explain how you would go about validating a test.

3.3. Cite and illustrate our testing guidelines. Cite and illustrate our testing guidelines. 

4.4. Give examples of some of the ethical and legal Give examples of some of the ethical and legal 
considerations in testing.considerations in testing.

5.5. List eight tests you could use for employee selection, List eight tests you could use for employee selection, 
and how you would use them.and how you would use them.

6.6. Explain the key points to remember in conducting Explain the key points to remember in conducting 
background investigations.background investigations.
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The “Big Five”The “Big Five”
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Work Samples and SimulationsWork Samples and Simulations
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Background Investigations and Background Investigations and 
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Limitations on Background Investigations Limitations on Background Investigations 
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Substance Abuse Screening (cont’d)Substance Abuse Screening (cont’d)
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Improving Productivity Through HRIS: Comprehensive Improving Productivity Through HRIS: Comprehensive 
Automated Applicant Tracking and Screening SystemsAutomated Applicant Tracking and Screening Systems
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