Validating the Selection Process for

Clothing Store Managers

You were recently hired as the new HR manager for a national chain of clothing stores.  When she hired you, the CEO asked you if anything in HR could attract negative publicity for the company, as well as legal liability.  She made it very clear to you that post Enron, Arthur Andersen, WorldCom, Tyco, Martha Stewart, etc. etc. etc., she wanted your company to have a “squeaky clean” system of operations.  


As you settle into your new job, with the CEO’s admonition ringing in your ears, you realize that the system of selecting store managers has not been validated for over 25 years.  Since the last evaluation of the selection program’s validity, various tests have been added for various reasons.  For example, in 2002 the CEO insisted on the addition of an integrity test, and a measure of conscientiousness was added in the 1980s.  The company is planning to open 60 new stores this year, and as a result you will have plenty of opportunity to test the selection process.  So you choose as your first major project the validation of the store manager selection program.  


At the start of the validation process, you sit down with the VP of operations to hear what he thinks are the most important characteristics of a good store manager.  He tells you that he evaluates store managers on the basis of store profitability, with cash register shortages and inventory shrinkage (theft) being of particular concern.  He also judges managers based on customer satisfaction and employee satisfaction and turnover rates.  


When individuals apply for store manager positions, they are initially screened for their retail experience.  Those with a minimum of 3 years retail experience are then required to complete two assessments online for cognitive ability and conscientiousness, along with a paper-and-pencil integrity test.  

An interesting thing happened while you were gathering the data.  The computer on which the cognitive ability and conscientiousness scores were stored crashed (and you had no backup  ( ), so applicants were asked to complete those instruments a second time a month later.  Eventually the miracle workers in IT were able to resurrect the first computer, so you are lucky enough to have 2 sets of data for each applicant on those 2 measures.  While the conscientiousness measure is recently (last 20 years) developed and much used in industry, the cognitive ability test has been around for 80+ years.  This makes you wonder about the continued usefulness of the test, so you decided to split it in 2 and run statistics on both halves, as well as the total score at time 2.  


Applicants scoring above the 60th percentile on both the cognitive ability and conscientiousness tests are then interviewed by the HR manager (you).  You forward the best candidates to the VP of operations, to whom the stores managers report, for another interview.  The final interview is conducted by a store manager who will be a peer of the new hires.  


After accumulating all the available data, you ran a correlation program which resulted in the attached correlation table.  

Question 1

List the predictors and criterion used by the company.

Predictors
Criterion




























Question 2:

Evaluate the reliability of the predictors.

Question 3

For each criterion, identify the best predictor(s), giving an explanation (citing information given in the table) to support your choice(s).  Give 2 versions of your explanation:  one applying statistical terminology that you have learned, the second in “plain English” so your boss can easily understand the results.  

Example:

Criterion:  

Best predictor(s):

Evidence:

Statistical explanation:

Plain English explanation:

Question 4:

Which predictors would you eliminate from the process and why?

Question 5:

Evaluate the reliability of the criterion available.

Question 6:

Which criterion are redundant (i.e., really do not add anything unique to the assessment process)?  

