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Abstract of thesis entitled ‘The effects of gender,
educational background, and leisure activities on
initial screening decision’

submitted by Ma Kwok Wai

for the degree of Master of Philosophy
at The Hong Kong Polytechnic University
in November 1998.

The objectives of this study are to: 1} identify
the possible factors which may contribute to the
impression formation process at the pre-interview
phase, and 2) examine how the identified factors, if
any, aifect the pre-interview impression that the
recruiters form at the pre-interview phase. This study
was divided into two parts. In the pilot study, two
listings of personality related leisure activities were
obtained. Such information was then used to compose
part of the instrument for use in the experiment in the
main study. This experiment utilized a 2 x 2 x 2
design with gender, educational background, and leisure
activities being the dependent variables. A packet of
B fictitious applications were reviewed by 30 human
resource specialists. Having reviewed the
applications, the subjects were asked to evaluate each
of the applicants. The results were then analyzed
using ANOVA models. It was found that gender as a main
effect did not affect the applicants’ perceived quality

ratings. On the other hand, the other two hypothesized
s, Pao Yue-Kong Library
Q'z., PolyU « Hong Kong

ii



main effects, educational background, and
hobbies/interests were proven to have influence on the
pre-interview impression. The interaction effects
uncovered indicated that, though, on average, gender of
the applicants do not contribute to the differences in
ratings, when educational background and
hobbies/interests are also considered, gender of the
applicants do give a different impression to the
recrulters. Exploratory in nature, this study has
yielded results that can serve as the basis for further

investigation in the local population.
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1. Introduction

Interview research has been around for a long
time. Eder and Ferris (1989) did a historical review
on interview-related literature. According to them,
from 1949 to 1988, nine comprehensive reviews of
interview literature for their respective times were
previously done. While a historical account of what
happened decades ago is not be appropriate for this
thesis, the literature review section only includes
studies that are most relevant to the purpose of the
present study. Nevertheless, there is one point that
is worth mentioning. 1In the 1920s, researchers focused
on the issue of how to interview. Up till the recent
decades, researchers have begun to think about validity
generalization, interview strucpures, and meta-analytic

studies. The focus of research in this area have taken

a few turns in development. In the book, Employment

Interview: Theory, Research, and Practice {Eder and

Ferris, 1989), the authors attempted to put together an
integrated framework of interview research for the

recent years.

In fact, this integrated framework as proposed by
Eder, Kacmar and Ferris (1989) is the starting point of
this thesis. According to this model, the pre-

interview impression is one of the initial pieces of



information that interviewers have. Such impression is
expected to influence the final outcome of the
interview. In this thesis, an attempt is made to gain
an understanding of how pre-interview impression is
formed. The target population of the subjects are all
human resources professionals in Hong Kong. Therefore,
it is hoped that the final results should be good for

the local hiring environment.
1.1 Summary of the Thesis

Considering employment interview as a process, the
integrated framework of interview research postulates
that pre-interview impression is one of the pieces of
information that recruiters use in deriving the process
outcome ~ the fiﬁal decision. In line with this chain
of thoughts, Dipboye and others have been working on
the self-fulfilling prophecy model in an effort to
capture the essentials of how such impression actually
affect the interview process. With this concept as the
theoretical backbone, this study represents an attempt
~to gain an understanding of what might contfibute to
the formation of pre-interview impression for the local

hiring environment.

An experiment utilizing repeated measures design

was conducted. The variables being investigated were



gender, educational background, and leisure activities.
A sample of 30 human resources professionals was
selected to participate in this study. Each of these
respondents reviewed a packet of job applications with
manipulated information on the three proposed
variables. After reviewing the applications, the
subjects were asked to fill out an evaluation form,
which consisted of six questions representing the six
dependent variables -- qualification match,
interpersonal skills, leadership skills, motivation,
atfect, and decision to offer interview -- being
studied, for each application. The data obtained was

then analyzed using ANOVA models.

Overall, it was found that ratings on all six
dependent variables between male and female did not
differ sigﬁificantly. In other words, gender of the
applicants did not appear to affect the ratings they
received. For educational background, results obtained
confirmed that business majors generally received
better ratings on all dependent variables except for
motivation. Similarly, ratings on all but one of the
variables, qualification match, between ﬁhe two leisure
interests inferred personality traits were found to
significantly differ. Precisely, except for
qualification match, extroverts generally received .

better ratings on all other variables. For the



hypothesized interaction effects between gender and
hobbies, results cn five out of six dependent variables
indicated that the relationships between gender and
hobbies for extroverts were not the same as that for
introverts. Additional analysis yielded interesting
results that, for four of the five simple main effects
examined, the two way interaction effects were mainly
contribuﬁed by the rating differences between

extroverts and introverts for male non business majors.

The results gathered from this experiment tell us
‘that applicants with different characteristics as
represented by the information on the proposed
variables received significantly different ratings on
various perceived qualities. Such results provided
hunches as to what may contribute to the formation of
impression at the early stage of the interview process.
In order to confirm the observations obtained in this

study, replications are needed.
1.2 Organization of the Thesis

This thesis is composed of six sections --
literature review, purpose and objectives, hypotheses,
methodclogy, results, and discussion and conclusion.
The literatufe review section begins with a brief

discussion of an integrated framework of interview



research. Subsequently, the self—fulfilling prophecy
model is explained with supportive empirical evidence.
Having built the theoretical foundation for this study,
the last section of literature review deals with the

variables that are being included in the study.

After reviewing the literature, the main theme of
this thesis research is iterated in the form of
purposes and objectives. Such purposes and objectives
are then elaborated as specific hypotheses in the

subsequent section.

The instrument used in this experiment is
introduced in the methodology section. Alsc included
in this section is the detailed procedures and their

justifications for all three phases of the experiment.

The obtained results are provided with
illustrative tables in the last section of this thesis.
Finally, the thesis is wrapbed up by a discussion and
conclusions section which includes interpretations of
the results, limitations of the study, and research

opportunities in the future.



2. Literature Reéeview

Interview is one of the most widely used methods
for personnel selection, despite the fact that this
method of selection is generally believed to be a poor
predictor of job performance in terms of reliability
and validity {Reilly & Chao, 1982; Arvey and Campion,
1982; Pulakos and Schmitt, 1995). There are many
techniques available for interviewing. Interviews can
be structured, semi-structured, unstructured, and/or
situation specific. Regardless of the interview
settings, many factors contribute to the ultimate
results of interviews. Research results indicated that
early impression is a key factor in interviewers’
decision making (Cascio, 1987). Specifically, it was
found that interviewers uéually form their early
impression about the job applicants in the first four
minutes of the interviews. Furthermore, it is believed
that factors such as effects of interview structure,
effect of interviewers’ experience, expectancies,
effects of personal factors, such as appearance and
attire, race and age of both the interviewer and the
applicants can have significant impact on the decision

making process (Cascio, 1987).



2.1 The Self-fulfilling Prophecy Model

Eder et al. (1989) provided an integrated
framework of recent employment interview research
(figure 1), With the applicants’ and the
interviewers’ characteristics as the initial input, the
process begins with the interviewers reviewing the
paper credentials of the applicant. It is believed
that such pre-interview impression would influence the
interviewers’ information processing that take place at
and/or after the interview. Such information
processing stage is also affected by the interview
context and purpose, and preplanning of the interview
which included job analysis and the interviewers’
questioning strategies. On the applicants’ side, the
characteristics of the applicants contribute to the
applicants’ strategies at the interview. The
applicants’ interviewing strategies would dictate how
the applicants perform at the interview. The interview
itself is a dynamic process in which the applicant and
the interviewer interact. How the applicants perform
at the interview can influence the interviewers’
information processing and impression formation at
and/or after the interview. Meanwhile, the stage of
intervie@ers' information processing and impreéssion
formation at the interview can also have impact on the

interviewing process dynamics. It is a two way



process. Finally; the results of the information
processing and impression formation stage effects to

the validity of interview outcome.

2.1.1 Pre-interview Impression

Since the focus of this study is on the pre-
interview impression stage of the framework discussed
in the previous paragraph, a detailed discussion of
every element in the model is not included. Hence, the
attention of this part of the literature review is

focused on the pre-interview stage.

Compatible with the integrated model of the entire
interviewing process model which was proposed by Eder
and Ferris (1989), the model of the self-fulfilling
prophecy in the interview (figure 2), discussed by
Dipboye (1982), Dipboye and Mécan (1988), and Phillips
and Dipboye {1989} explained the impact of pre-
interview impression on various stages in the interview
process. This model is applicable for situations at
which the evaluators would have access to the paper
credentials of the job applicants at the beginning of
the selection process. It is assumed that the
gualified applicants, as determined by the evaluators,
would then be invited for an interview. This channel

of employment recruitment is very popular in many



places including Hong Kong. As for this study, the
attention is focused on the interview process along
this channel of recruitment. Therefore, the model of
the self-fulfilling prophecy i§ appropriate for this

study.

2.1.2 An Overview of the Model

In this model, the entire interview process is
divided into three phases - pre-interview phase,
interview phase, and the post-interview phase. At the
pre-interview phase, evaluétion takes place when the
evaluator review the job applicants’ paper credentials.
Therefore, the perceived job requirements and the
information about the interviewee are the input that
the interviewer used in the pre-interview phase. At
this stage, the evaluaﬁors would come up with some kind
of preliminary judgments on the applicants according fo
the available information. If an applicant is
determined to be a probable candidate for the job,
she/he would be invited for an interview. At the
interview, the self-fulfilling prophecy postulates that
the interviewer’s conduct of the interview would affect
the interviewee’s perception of the interviewer’s
opinions on her or his qualifications which, in turn,
would influence the interviewee's performance during

the interview, On the interviewer’s side, the



interviewee’s performance during the interview would be
the basis for evaluation. Such evaluation is composed
of two parts - interviewer’s perception of the
interviewee’s performance in the interview, and the
interviewer’s interpretation of the interviewee’'s
performance in the interview. As a dynamic process,
the interview process evolves continuously. The
interpretation that the evaluator has would constantly

affect the interviewer’s conduct of the interview.

Having learned the information about an applicant
in the interview, the interviewer would begin to
evaluate the applicant at the post-interview phase.
With the interpretation that the interviewer derived
from the interview, the evaluator would give a final
assessment of the gqualities of job applicant. At the
end, the final decision for a job offer or additional

interviewing offer is made.

One basic premise of this theory is on the impact
of pre-interview impression on final outcome of
employment interview. As shown in figure 2, the pre-
interview impression influences the interviewer’s
conduct of the interview. Meanwhile, such impression
also moderates the interviewer’s information process

during the interview. From the available literature,

10



Dipboye (1982) managed to render some insight on this

theory.

First, when the evaluator forms positive
impression of an applicant after evaluating the paper
credentials, the final outcome of the interview tends
to be better. Second, the relationship between pre-
interview impression and post-interview evaluation are
mediated by various behavioral and cognitive events.
Behaviorally, 1f the pre-interview evaluation of an
applicant is good, the evaluator will likely to display
more signs of approval at the interview. On the other
hand, has the pre-interview evaluation been considered
poor, the evaluator will show more signs of disapproval
during the interview. In turn, the interviewees would
incline to confirm the interviewers’ impression because
of the interviewers’ perception on the interviewee.
Cognitively, afte; the interview, the evaluator seems
to recall and interpret interview results which is
consistent with the pre-interview impression. Third,
though the circumstances and events in which the theory
postulates is possible, there are exceptions. Simply
put, the moderating factors include organizational
policies, standards, and procedures for selecting
applicants. Also, the interviewers would need to be
certain and committed to the pre-interview evaluation.

On the interviewees’ side, they should be uncertain of

11



how they would do in the interviews. The above are the
moderating factors that Dipboye identified from the

avalilable literature.
2.1.3 Empirical Studies

The impact of pre-interview impression on the
interviewing processes have been studied by various
researchers. Dipboye, Fontenelle, and Garner {1984}
studied the consequences of preliminary review of paper
credentials of job applicants before interviews. The
purpose of the project was to investigate the effects
of previewing paper credentials on gathering and recall
of applicants’ information and the reliability and
accuracy of their assessments. Specifically, the
authors selected 25 students on campus to interviewrtwo
phony job applicantsﬁ 12 of the students conducted
face-to-face interview with the two applicants. The
other 13 subjects were given paper credentials of the
applicants before conducting faée—to-face interview.
Overall, results indicated that previewing applications
had little impact on the conduct of the interviews.

The authors’ explanation was that the insignificant
results might be due to the differences in interviewing
styles among the subjects. Regarding information
gathering, results indicated that the interviewers, who

previewed paper credentials before the actual

12



interview, tended to be able to recall more non-
application information about the applicants at the
post interview phase. However, such previewing did not
help the interviewers to retrieve and process

information for decision making purposes.

The results for this study do not fully support
the self-fulfilling prophecy. In particular, the
authors highlighted a few problematic areas in which
future research of this kind can improve. 1In order to
fully examine the impact of previewing paper
credentials on information gathering of the
interviewer, the interaction between the interviewer
and the interviewee during the interview should be
studied. Additionally, application preview can also be
of different types. In practice, different companies
may have different procedures to screen job
applications. By the same token, different reviewers
may interpret the information on the paper credentials
differently. 1In light of this, it may be appropriate
to insert more controls on the previewing stage and the
information processing stage of the experiments. Also,
the generalizability'of research results of this kind
should also be considered. In experimental
environment, respondents may not perform in the same
fashion as practiticoners do in organizational settings.

Broader samples of interviewers, interviewees, and jobs

13



should be used to replicate experiments of tﬁis kind.
Basically, the relationships between pre-interview
impression and conduct of interview and information
gathering at the post interview phase as proposed in
the self-fulfilling prophecy were not well supported
accerding to the results obtained. The authors
concluded that the problems were mainly methodological
in nature. The interviewers, the interviewees, and the
experiment itself might contain too many variables that
were not factored in the experiment. Finally, the
generalizability of experimental results may need to be

improved in the future.

Macan and Dipboye (1988) explored the impact of
pre-interview impression using similar method as
Dipboye et al. (1984) did. The purpose of the study
was to examine the effects of interviewers’ initial
impressions and their decision task on the gquestions
they formulate to assess applicants for a given
position., First of all, 26 interviewers with previous
recruiting experience looked at the paper credentials
of three applicants. Subsequently, the interviewers
were asked to generate questions that were to be asked
in the interview. Such guestions were then given to

student subjects to answer and rate.

14



Relevant to the present study, the results showed
that negative pre-interview impression derived from
paper credentials would impact the conduct of the
interview. In particular, the questions generated
after previewing paper credentials vindicated that.
However, such pre-interview impression did not lead to
verbal confirmations. The results of this study
provided support for an important link in the process
model. At the pre-interview phase the impression
formed after screening paper credentials influence the

conduct of the interview.

Phillips and Dipboye (1989) conducted a study to
investigate the impact of pre-interview impression on
the interviewing process. Thirty-four interviewers and
164 applicants from the industry were invited to
participate in the study. They went through a series
of procedures that was supposed to mimic the actual
procedures of the interviewing procedures. Precisely,
paper credentials of the applicants were screened by
the interviewers as a mean to select the appropriate
candidates for interviews. After the interview,
successful applicants would undertake a simulated work
test. The main purpose of the study was to examine the
relationships of various phases of the interviewing
process as postulated in the self-fulfilling prophecy

model. Of special importance to this thesis research

15



study is the direct effect of pre-interview impression
on the subsequent steps in the process model.
Generally, research results were supportive of the
relationships as described in the process model. Pre-
interview impression was found to be related to the
conduct of the interview for both the interviewer and
the—interviewee. Also, pre-interview impression was
predictive of the interview outcomes. Even though the
strengths of such relationships were determined to be
small, the significance of the statistical tests

warrant further investigation.

Knowing that pre-interview impression can have
significant impact on various stages of the selection
process as depicted in the process model, Macan anq
Dipboye (1990} investigated the possible mediators and
moderators of sucﬁ relationships. One hundred and
twenty recruiters were invited to participate in the
study. Altogether, they provided data on 235
interviews. First of all, the recruiters reviewed the
paper credentials of the job applicanté. Upon
completion of the reviewing procedure, the recruiters
rated the applicants. Afterwards, the applicants were
interviewed. Finally, the recruiters gave ratings on
the performance of the applicants at the interview. On

the applicants’ side, they were asked to assess the

16



company, the job, and the recruiters after going

through the entire process.

Consistent with previous research work in this
area, pre-interview impression was found to be related
to the interview outcome. However, the results did not
supbort the possible mediators and moderators for the
relationships depicted in the process model. In
addition, results did not support the notion that pre-
interview impression affects the conduct of the
interview. The authors reasoned that, because of the
time constraint, the interviewers were not completely
free to show different behavioral pattern on different
applicants. The job itself was also another problem.
It was determined that the position to be filled was
more important than the interviewer regarding
recruitment outcome since all the applicants were
engineering and science majors. At the time, the
market condition for science students might explain the
behavior of the applicants. As a result, the authors
concluded that, instead of only using experimental
study, field study with different sample groups in
different settings of this kind can improve the

generalizability of the results.

From the research results discussed in preceding

paragraphs, it has been shown that pre-interview

17



impression can have significant impact on various steps
of the process model. For example, pre-interview
impression is predictive of the interview outcome as
postulated in the self-fulfilling prophecy model.
Dipboye, Fontenellé, and Garner (1984) indicated that
the interaction between the interviewers and the
intérviewees should be studied in order to fully
examine the impact of pre-interview impression.
Howevef, in the study conducted by Macan and Dipboye
(1990), results failed to support the proposed
processes through which the mediators and moderators
interact with pre-interview impression and intervie@
outcome. Apparently the actual relationship between
pre-interview impression and the eventual outcome may
be more complex than what the process model has

postulated,

All the empirical studies described above used
experimental approach as the main research methodology.
Such approach calls for observing the behavioral
pattern of the subjects during the experiment. In this
regard, critics have expressed concerns with the
generalizability of research results that are derived
from artificial research settings. Opponents of lab
research in this area claim that subjects that are
placed in artificial environment may'not perform in the

Same manner as people do in real life situations

18



{Cleveland, 1981). Nonetheless, this method is chosen
for this study. A brief review of the rationale of
using experimental method in this study is included in

Appendix 1.

2.2 Contributing Factors of the Pre-interview

Tmpression Formation

The preceding sections have included information
on the effect ¢of pre-interview impression on the
interviewing process. With pre-interview impression as
the main theme of the present study, this section deals
with the sources of information upon which the pre-

interview impression is formed.

2.2.1 Biographical Information

Actually, the concept of using biographical
information in personnel selection does not restrict to
the initial stage of the hiring process. It is
believed to be a good predictor of performance in
personnel selection research ({(Russell, Mattson, Devlin,
and Atwater, 1990). Cascio (1987) mentioned a few
possible dimensions that can be used to classify data
items as biographical in nature, for example,
verifiable versus unverifiable, historical versus

futuristic, just to name a couple. Russell et al.
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{1990) indicated that available research studies seldom
described how the biographical items utilized in
various projects were derived. Their point of view
agreed with Landy and Shankster’s (1994} notion on
biographical informétion research that existing
knowledge in this area requires more work on construct
and theory to support the empirical evidence available.
Landy and Shankster, (1994) also suggested that Mael’s
(1991} ten parameters of biographical information can
be used to further the knowledge in this area.
Nevertheless, the following discussion explains how
biographical information can be used in personnel

selection.

Russell (1990) used a system of interviews, peer
ratings, and consensus discussions to select top level
corporate ménagers. Biographical information was
gathered mainly in structured interviews. During the
interviews, pre-designed questions were followed by
more in-depth follow up questions to make sure that the
information gathered was as complete as possible. One
of the main purposes of the project was to assess the
appropriateness of using biographical information to
predict job performance. The author concluded that the
results rendered preliminary support for the validity
of using biographical information in personnel

selection.

20



However using biographical information as a tool
L0 select the “right” person(s) is not flawless.
Kluger, Reilly, and Russell {1991) examined the
response bias in collecting biographical information.
According to them, research results in this regard have
been mixed. That is, researchers, such as Cascio
{1975}, and Keating, Patterson and Stone {1950) found
only small response bias ih their research; whereas,
others, such as Goldstein (1971), and Weiss and Dawis
{1960}, reported significant response bias in their
project. In light of tﬁis Kluger et al. (1991)
investigated the response bias of using self-reported
biodata in personnel selection. It was found that
under the experimental conditions, people did tend to
fake their responses under different situations. To
mitigate such problem, the authors suggested that
warning before the respondents participate hay reduce

the response bias.

Though it is believed that biographical
information is related to job performance, exactly how
the recruiters use biographical items to make decision
is not clearly understood. Brown and Campion (1994)
examined how recruiters perceive and use biographical
information in resume screening. They arqued that
previous research on biographical information did not

clearly relate biographical items with the attributes
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upon which the recruiters evéluate job applicants. A
multiple-part study on recruiters’ perception and use
of biographical information in resume screening was
conducted. The thesis of the study was to show that
biographical information was perceived to reflect the
applicants’ ability and other attributes including
lanquage ability, mathematics ability, physical
ability, interpersonal skills, motivation, leadership

skills.

In the pilot study, the purpose was to gain
insight on the nature of the recruiting process. The
subjects were all professional recruiters. The result
from the first study was a list of biodata items that
were being used most frequently by recruiters in the
industry. In addition, data on the attributes that
were most frequently used to evaluate job applicants

was also collected.

In the second part of the study, phony resumes
were reviewed by professional recruiters utilizing a 2
X 2 Xx 2 x 2 design. The variables being controlled
were derived from the results of the pilot study.
These are sales versus accounting job, language
ability, mathematics ability, and interperscnal skills.
All the recruiters were asked to rate each applicant

according to three scales: {1} interest in
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interviewing each candidate, (2) overall sultability of
each candidate for the job, and (3) rank order
regarding their suitability for the job. Results
showed that attractiveness of resumes to the recruiters
depended on the position needed to be filled. For
example, resumes that indicated high language ability
were more attractive for sales job; whereas, resumes
that showed high mathematics ability were more
attractive for accounting job. Similarly, applicants
with high interperscnal skills were more preferred for
sales job. 1In case of accounting position, the

oppeosite was true.

Finally, in study three, the recruiters were
interviewed to collect information on their process of
decision making. Results from study three indicated
that recruiters considered the resume screening process
realistic. Most importantly, such follow-up procedures
indicated that the decision processes that recruiters

used were according to what was expected.

Overall, the results from this study indicated
that recruiters use biographical information to make
inferences on the applicants’ ability and other
attributes. Furthermore, it was found that the
inferences that the recruiters made were affected by

the position to be filled. The critical point is that
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the connection between bipgraphical items and the
inferences that the recruiters make has been
established. Through the use biographical information,
recruiters judged the applicants in terms of a number
of ability and other attributes. Instead of merely
relating biographical information to job performance in
the context of personnel selection, this study
represented an attempt to describe the process through

which the recruiters utilize biographical information.

This section has included explanation of usage and
downside of using biographical information in personnel
selection. One interesting point to reiterate is that
different researchers have included different items in
biographical information related studies.

Additionally, Brown and Campion (1994) has pointed out
the needs to relate biographical information with the
inferences that recruiters make in personnel selection.
In practical terms, information that reflects job
applicant’s employability may be available to the
recruiters even as early as when the resume arrives at
the recruiters’ hand. Such information may be
biographical in nature. This may reflect an
applicant’s personality, and/or various ability, at
least through the eyes of the recruiters. In order to

gain an understanding of the selection decision
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process, the next section will explain how information

on personality can be used to evaluate job applicants.

2.2.2 Personality

Personality research has a long tradition. Over
the years, researchers have devoted much effort in
developing constructs to measure personality for
application purposes. For example, some of the‘early
work in personality measurement include: the Minnesota
Multiphasic Personality Inventory (MMPI} by Hathaway
and McKinley (1943); the 16-PF. by Cattel and Stice
{1957); and, the Guilford Zimmerman Temperament Survey
by Guilford, Zimmerman, and Guilford (1976} (Hogan,
1991). Tests were developed with specific purposes.
To a certain extent, these tests seem to work

reasonably well in applications.

However, the wvalidity of using personality tests
for industrial use have been questioned by researchers
such as Ghiselli and Barthol (1953). Guion and Gottier
{1965) conducted a review on the validity of using
personality tests in personnel selection. The
conclusion was that there were no evidence to support
the generalizable validity of using personality tests
as a tool for personnel selection. This idea, coupled

with others, such as Schmitt, Gooding, Noe, and Kirsch
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(1984) resulted in a statement: about the invalidity of
using personality test in personnel selection.
However, this area is regaining attention in the recent

years.

Barrick and Mount (1991} argued that previous
works on assessing the validity of personality measures
in the context of personnel selection were not done
using a well-accepted taxonomy of personality traits.
In the past fifteen years or so a number of studies on
personality traits have been conducted by
psychologists. It now appears that a taxonomy that
consists of five factors - extroversion/introversion,
friendliness, conscientiousness, emotional stability,
and openness to experience/intellect (Digman, 1990} has
become very well-received. This taxonomy of
personality is ffequently referred to as the big five
model. Hogah (1986) developed a test, called the Hogan
Personality Inventory (HPI) to predict job performance
in practical environment. This instrument was designed
based on the big five model evolved from years of
research ih personality psychology. Barrick and Mount
(1991} conducted a meta-analysis using results from 117
studies of using personality tests on personnel
selection. The sample was categorized into five major
occupational groups. Job proficiency, training

proficiency, and personnel data were used as the
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Criterion types. The main variable of interest was the
validity coefficient. The results indicated that there
were differential relations between the personality

Craits, occupations and performance criteria.

When all the criterion types are included,
extroversion was found to be a valid predictor in two
occupational groups - managers and sales. When
individuals were considered to be open to experience
and extrovert, they tended to perform better in
training sessions. With regard to Emotional Stability,
most correlations were low. Likewise, Agreeableness is
a poor predictor of job performance, even in
occupational groups such as sales. Another significant
finding of this study was the relationship between
conscientiousness and job performance. This attribute
was determined to be a consistent predictor of job
performance in all occupational groups. Overall the
research results suggested that the big five model of
personality traits appeared to be a useful framework
for explaining individual differences in personnel

selection research.

Following Barrick and Mount’s work, Tett et al.
(1991) conducted another meta-analysis to address the
issue of validity of using personality tests to select

employees. Their main concern was the guantitative
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method used in previous studies. They contended that
complexity of research in this area offered opportunity
for further investigation. Consequently, the main
purposes of Tett’s project were: (a) to provide a
current, unbiased estimate of the overall
predictability of job performance from measures of
personality, {b) to investigate the role of several
Sstudy characteristics in moderating personality-
performance relations, and (c) to compare average
perscnality validities across several general content
areas based on studies adopting a confirmatory research
strategy. Research results supported Barfick and
Mount’s findings that personality traits can be used as
a valid measure in predicting job performance. 1In
addition, they believed that us;ng confirmatory
research strategies with personality oriented job
analysis are the best approach to utilize the full
potential of personality trait constructs. In short
personality traits are acceptable tools for
understanding job applicants but its application should

be coupled with thorough job analysis.

Despite the latest evidence on the usefulness of
personality tests in personnel selection literature,
the issue of using such tool in practice is not
completely resolved. Schmitt and Ryan (1993) conducted

a study to point out the need to exercise great care in
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applying personality tests in employees selection.
Basically, the big five model is well received. Yet,
disagreements on the theory among researchers do exist.
This area deserves more effort from scholars for
various reasons. For instance, Smith and Kihlstrom
{1987) suggested that the big five model, if being used
for personnel selection, is situation and person
specific. Social desirability 1s another issue to
address. Respondents may choose to present such
characters that are perceived to be mofe socially
desirable by faking their responses (Schmitt and Ryan,
1993). rinally, they concluded that, in terms of
predicting job outcomes in personnel selection, the big
five model may not have the appropriate level of
specificity. In other words, the model may be too

broad for overall performance prediction.
2.2.3 Leisure Interests

It is well received that leisure activities have
significant impact on a person’s satisfaction, well-
being and health {Melamed, Meir, and Samson, 1995).
The connection between personality and patterns of
leisure activities have been established (Taylor et
al., 1979). Actually, according to Melamed, Meir, and
Samson, the fact that leisure activities reflect a

person’s personality is an assumption that many
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researchers make in doing leisure activities related
research. They conducted a study to investigate the
‘benefits of persons engaging in leisure activities that
are congruent with their personalities. Holland’s
(1973) typology of personality types were utilized in
the study. These personality types are: Realistic,
Investigative, Artistic, Social, Enterprising, and
Conventional. Specifically, the sample group included
individuals that belonged to three of the above
personality groups. The objective of the study was to
“explore the generalization of the beneficial effect of
congruent leisure activities to well-being indicators
including work satisfaction, self-esteem, burnout,
somatic complaint, and anxiety.” 1In addition, the
study was designed to “test the compensatory role of
such leisﬁre activities in the face of vocational
incongruence and/or skills underutilization, and on the
other hand, their possible contribution to persons
employed in congruent occupations with the opportunity
to utilize their skills at work.” Results showed that
personality-leisure congruence had significant effect
on a person’s weli being. ;n turn this effect had
implication on a person’s mental health and quality of
life. A compensatory effect was found for those people
who did not have personality-leisure congruence.

Simply put, people with poorest work fit, as evidence

in various well being indicators such as work
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satisfaction, tended to benefit from the personality-
leisure congruence the most. It was believed that
leisure activities can help them to ease their mental
tension. In case of those individuals with high scores
on the well being indicators, personality-leisure

congruence was related to lower burnout rate.

The renewed interest in personality research in
personnel selection has offered room for research in
this area. Despite all the critics, personality traits
are believed to have significance in personnel
selection. Holland (1973) has made the connection
between the six personality types - realistic,
investigative, artistic, social, enterprising, and
conventional - with work environment and vocational
choice. As stated before pattern of leisure activities
can be viewed as an expression of personality. For
example, realistic persons tend to choose realistic
leisure activities such as playing sports (Melamed,
Meir and Samson, 1995}). However, no studies, involving
the relationship of the big five model and leisure
activities, was found in the literature search.
Holland’'s personality types mainly deal with vocational
choices. In the field of personnel selection, the big
five model appears to be the prominent concept. While
the dimensions of the big five model are well received,

it would be interesting to see if such dimensions can
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be used to explain the impact of leisure activities on
personnel selection. 1In this Sense, leisure activities
may be used as a predictor in personnel selection
similar to bersonality traits. Hobbies and activities
dre sometimes included as biographical information but,
yet, no research studies devbted specifically to
leisure activities as a variable was found in the

personnel selection literature.,
2.3 Summary

Interviewing is the most popular method of
personnel selection. Company usually would not feel
comfortable hiring anyone without meeting the person.
However, research results indicated that the validity
and reliability of this method tends to be low.
Researchers such as Dipboye and Macan have been trying
to study the interviewing process according to the
self-fulfilling prophecy model of interview in order to
gain an understanding of what goes on during the
interview. Though the interview process model is still
at its early stage of development (Macan and Dipboye,
1990}, the impact of pre-interview impression on
various stages in the interview process as postulated
in the model is empirically supported. In other words,
it has been shown that pre-interview impression does

have impact on various Stages of the process.
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All of the empirical studies on pre-interview
impression and resume screening found in this study
used experiment as, at least, part of the research
methodology. Critics have indicated the pitfalls of
using such method for research of this kind.
Nonetheless, this method of research is considered
appropriate for the purpose of this study. As a
result, this study uses the same method as the other

ones did in the preceding literature review sections.

" Now that the main theme for the study and the
appropriate method to be used have been identified.
The next step would be to deal with the actual
variables to be tested. These variables are assumed to
be the sources of the pre-interview impression
formation. From the available literature, the majority
of the resume screening studies would include gender
and educational background as part of the variables.
For hiring research, research results on the effect of
gender on interview outcome are mixed. Some found that
recruiters generally would have preference on male or
female applicants while the other did not.
Nevertheless gender is included as one of the variables
to be tested. Intuitively, when a recruiter wants to
hire someone, she/he would like to know the educational

background of the applicant, at least for the kind of
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position used in this study. Therefore, educational

background is also included as one of the variables.

Biographical information and personality have been
used as predictors in personnel selection for quite
some years. There are evidences which support their
validity. However, one interesting point about
biographical information is that there are many
definitions of biographical information available.
Findings from biographical information research give us
an idea of what employers like to know about job
applicants when they make hiring decisions. However,
the connection between biographical items and how such
items are used in the decision making process is not

well established.

The felationship between personality and leisure
activities has been previously studied. However, for
personnel selection purposes, no theory which relates
personality and leisure activities is available. It
has been an assumption that leisure activities reflect
a person’s personality. If this is the case, a job
applicant’s leisureractivities pattern would tell us
what the job applicant is like. Leisure activities are
sometimes inclﬁded as part of the biographical items in
biodata research. Brown and Campion (1994) has pointed

out that it is important to have a better understanding
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on how recruiters use biographical information.
Following this logic, it is important to identify the
relationships between leisure activities and the
inferences which recruiters make when screening
resumes. Further, while leisure activities can be
regarded as bilographical in nature, and that it is
believed to reflect a person’s personality, it appears
that it is appropriate to categorize leisure activities
in terms of personality traits as part of the
biographical information that recruiters use for

selection purposes.

With the big five personality traits being the
prime focus of this study, the next guestion is which
personality trait should be included? When more than
one of the personality traits are considered together,
situations could become quite complex due to tﬁe
possible interactions-among the personality traits. As
shown in Barrick and Mount’s (1991) meta-analysis,
extroversion-introversion was found to be a valid
predictor of job performance. As a start, this would
be a good personality trait to include for the proposed
study. Thefefore, extroversion-introversion-related
leisure activities pattern is included as one of the

variable to be tested.
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3. Purposes and Objectives

Characterized by its vibrant work force, Hong Kong
is well-known for its economic success in the recent
decades. 1In a recent article, Ng (1997) discussed the
impact of the 1997 reversion of sovereignty on the
local work force. He covered the economical and
political environment under which the labor force has
maintained a key role in the society as a whole before
and after the reversion. Coupled with the latest
dévelopment in business management, such as the trendy
strategy of improving competitive positibn through
downsizing, the pressure being put on the human
infrastructure in Hong Kong is evident. Among
everything else, the events that have been taking place
in the local political arena are part of the forces
that are urging the Hong Kong labor market to
transform. In conclusion, Ng asserted that, in order
for Hong Kong to keep abreast of the competitive edge
in the international business community, we must strive

to improve our human infrastructure and performance.

In fact, Ng’s opinion on Hong Kong’s need for
effective human resources management is hardly an
isolated notion. The Business and Professionals

Federation of Hong Kong (1993) conducted a project
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called the Hong Kong 21. The main purpose of the
project was to offer recommendations to the Government
regarding the future economic development in Hong Kong.
According to their report, one of the five critica?l
success factors for Hong Kong in the future is to
maintain “a forward-looking human resources strategy
and infrastructure plans. . .” in order to foster sound
relationships between Hong Kong and China and the

international community.

From a managerial perspective, the work force of
an organization could be a critical success factor. In
this regard, before organizations can focus their
attention on managing the -work force, they have to be

able to find the right ones to join their companies.

As one of the important elements in human
resources management, personnel selection is chosen to
be studied. In a recent survey conducted by the Hong
Kong Institute of Human Resource Management (Tang,
1995), results indicated that 91% of the companies in
Hong Kong use English newspaper as at least one of the
methods of recruitment (table 1). On the same sample,
99.1% and 89.1% of the companies use interview and
application form as at least one of the tools of
selection. In other words, it is fair to assume that

the majority of the organizations in Hong Kong choose
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the right people for the right jobs by putting hiring
ads in English newspaper. In this vein, the firms may
make their hiring decisions, based at least partly on
the evaluation of application forms and/or interview

performance.

Some of the issues regarding interview as a
selection method have been covered in the literature
review section. From a practitioner’s point of view,
the problem of using interview as a selection tool is
it’s lack of validity and reliability despite the fact
that vast majority of the organization in Hong Kong are
using this tool for selection purposes. In order to
refine such selection technique, a pertinent first step
would be to take a look at what goes on during the
interview. Previous work on employment interview
ﬁrovides the framework to analyze the interview
process. While no information for the local population
is available, the attention is focused on the initial
stage of the interview process. According to the self-
fulfilling prophecy model, pre-interview impression can
be related to post-interview evaluation and,
eventually, the interview ocutcome. In this regard, it
is believed that, in some sense, the decision making
process begins as early as when the recruiters review
the paper credentials of the applicants. Therefore,

beginning at the pre-interview phase, the purpose of
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this study is to find out how to improve the
effectiveness of employment interview as a selection

Cechnique for the local hiring environment.

Specifically, before figuring out what needs to be
done to improve the effectiveness of interview,
according to the self-~fulfilling prophecy model, the
actual pre-interview impression phase should be
understood. Therefore, the objectives this study is

to:

1} Identify the possible factors which may
contribute to the impression formation process

at the pre-interview phase, and
2) examine how the identified factors, if any,

affect the pre-interview impression that the

recruiters form at the pre-interview phase.
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4. Hypotheses

The rationale for this thesis research has been
articulated. Precise content of the variables to be
tested has also been explained. 1In order to test the
relationships between the proposed variables and the
pre-interview screening decision, the following
hypotheses for their respective variables are

generated:

Hl: Male applicants receive better ratings than female

applicants do.

HZ2: Business majors receive better ratings than non-

business majors do.

H3: Extroverts receive better ratings than introverts

do.

Finally, gender may complicate the issue of
hobbies/interests. Male and female applicants may not
display similar leisure activities patte;n. From a
recruiter’s point of view, applicants of different
gender may be expected to possess different
personality. Therefore, the following hypotheses are

generated.
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H4: Hobbies/interests inferred personality trait

affects the initial screening decision of male and

female differently.
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5. Methodology

5.1 Pilot Study: The Improved Nominal Group Technigue

(INGT)
5.1.1 The Sample

With limited information on the attributes of
hobbies/interests from the literatﬁre search, the
objective of this exercise is to come up with a list of
activities that could be included in the instrument as
an indication of an applicant’s personality. Since all
the fictitious job applicants for the main study are
fresh graduates, using undergraduate students on campus
is appropriate. A group of nine students, with 4 males
and 5 females, from the Occupational Psychology class
on campus was chosen as the sample for the exercise.
According to Fox (1989), a sample of 8 to 10 people
should be appropriate for this type of exercise. All
of the students are in their final year of the degree
program with average age of around 21. Their age level
and exposure to the industry are comparable to that of

the fictitious job applicants.
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5.1.2 The Procedures

Cne week prior to the meeting date, a handout
which included the definition of extroversion-
introversion, description of the exercise and the
question for discussion, that is, the extroversion-
introversion related hobbies/interests, is distributed
to the students. The actual information that the

students received are included in appendix 2.

Two days before the meeting, iﬁitial responses to
Lhe discussion questions from seven out of nine
students were collected. Such responses were then
integrated into one listing. During this process; part
of the wording that the students used was modified for

better comprehensibleness.

Just‘before the meeting, the other two response
'sheets were collected. Such responses were then added
to the listing which was previously compiled. At the
meeting, the aggregate listing of extroversion-
introversion activities/hobbies was gone through with
all the students for clarification; Subsequently, new
response sheets were distributed to the students for
additional inputs. These new items were added to the
listing to be reviewed by everyone again. The process

was repeated until no one has any additional input.
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Overall, excluding the preliminary round, that is, the
initial response sheets collected before the meeting,
three iterations were needed before no one could come

up with any additional items.

5.1.3 The Findings

The students came up with 33 items for
extroversion and 37 items for introversion. Having
finished that, the final listings were distributed to
the students to assign rank to every items. The
meeting lasfed for about one hour and fifteen minutes.
The rankings for both extroversion and introversion
related activities/hobbies were added together. This
total rank scores were used as the key for sorting.
Finally, two lists of hobbies/activities sorted by

summed rank scores were derived.

5.1.4 Goodness of Data

In this exercise, all the students had egqual
opportunities to present their inputs, and, that no one
single suggestion was excluded in the process. These
items represent the consensus opinions of the selected
student group. However, such results are only

subjective opinions of a group of nine student.
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To test the results, a panel of five post-graduate

students are invited for data testing. The modified
version of the statistic kappa (k) (Fleiss, 1971) was

used as a measure of interrater reliability among the
five judges. This method for assessing the reliability
of the data is relevant for this part of the study
because the listed items were derived according to the
participants’ observations and perceptions (Sekaran,

1992} .

First cof all, the top fifteen items from the two
ranked listings were selected for testing. The two
lists of items were integrated and alphabetized.
Information on the concept of extroversion-introversion
as a persdnality trait were given to the five post-
graduate students. They were advised to think about
the concept using only the information presented to
them because different person might have different
perceptions on this topic. For consistency sake, the
information that the Occupational Psychology student
group received was the same as that the post-graduate
student group did. After that, the five students were
asked to check on either the extroversion or the
introversion column for each item on the integrated

listing.
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The method that Fleiss (1971) developed was then

applied to the interrater data. The obtained x and

standard error of x was 0.61 and 0.06, respectively.

Therefore the standard normal variate of 10.32 supports
the conclusion that, overall, the level of agreement
among the five raters were significantly greater than
that of merely by chance. For both categories --
extroversion and introversipn -~ the corresponding
results showed a pattern of choice. In other words,
the raters did not just randomly choose one or the
other. Although this is not enough to establish a
precise relationship between the personality traits
being studied and any one item from the
activities/hobbies listing, inferences can be made.
When the raters were given with only two choices --
extroversion and introversion, each one of the
activities/hobbies on the list was somehow related to
one of the two ends on the extroversion-introversion

continuum.
5.2 The Pretest
5.2.1 The ?ample
In order to evaluate the aptness of the original

instrument, a pretest was conducted to obtain

preliminary results. The population from which the

46



sample was drawn is identical to that for the main

study.

5.2.2 The Procedures

First of all, 225 letters were sent. Within four
weeks, 27 responses came back. Subsequently, these
respondents were contacted. With their agreement, the
application packets with detailed explanatioﬁs and
instructions were sent. Out of this batch, eight
respondents were willing to review the packet.

However, only six completed packets were returned. For
the six respondents, four of them were male; and, two
of them were female. All of them holds human resource-
related positions at the managerial level. Their
tenure in the field of human resources ranges from 2 to

20 years.

All six of the companies that the respondents
worked for are from different countries of origins.
The industries, that the companies are .in, included
information technologies (hardware and software),
management consulting, elevators, and electropic
appliances. The companies have local work force

ranging from 10 to 1000.
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After the respondents had finished reviewing the
packet, they were contacted for follow-up questions.
The turn around times were between one to four weeks.
While some of the respondents had very busy schedules,
three interviews were done on the phone; and, the
others were conducted in person at their companies.
The duration of the interviews ranged from 15 to 30
minutes. To check on the data, a brief verbal
conclusion was offered to each one of them after the
interview so as to ascertain that the data in hand

correctly revealed the respondent’s opinion.

5.2.3 Dependent Measures

From the available literature, Brown and Campion
{1994) came up with six general attributes that
recruiters would iook for when hiring. In the
instrument, five of these six items were chosen to be
the dependent variables for this study with an
assumption that these wvariables are independent. The
Six attributes that were used in Brown and Campion’s
study (1994) were language, mathematics, physical,
interpersonal, leadership, and motivation. Physical
ability was dropped because it was not a relevant
quality that a management trainee needs to possess.

Therefore, five attributes were reflected in the
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evaluation forms as the dependent measures. All five

questions were asked using 5 point Likert scale.
5.2.4 Independent Measures

The independent variables were gender, educational
background, and hobbies/interests. Information on each
of these variables were shown in the application forms
in two levels. Half of the applicants were male and
half were female. For educational background, the
applicants were either business majors or other social
sciences majors. All of the fictitioué applications
included two activities in the form to represent their
hobbies/interests. Half of the applicants have
activities chosen from the extroversion related
activity list derived in the pilot study. The rest of
the applicants included activities from the |

introversion related list.

5.2.5 The Findings: Revisions on the Original

Instrument

With regard to the instructions in the packet, all
of the respondents found that the instructions were
clear and straight forward for the purpose of this
exercise. However, one of them felt that more

information relating the culture and normal hiring
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practice on the fictitious company WOuld be desirable.
Yet, another respondent believed that the overall
objective of the exercise should be more clearly
stated. Including this in the instruction sheets was
believed to be able to enhance judgment quality of the

evaluator.

The concern of including information on normal
hiring practice and company culture makes intuitive
sense. Every company has its own approach to do
things. This is true for various management practices
including human resources. In fact, the respondent who
raised the issue of company information indicated that
the company that he works for places strong emphasis on
cultural match. Generally, they like to hire peopie
who can blend in. In this vein, part of the job of the
human resource department in that company is to match
the right people fof the right job in the right
department. However, including this information in the
packet would weaken the control of'the experiment. In
essence doing so would mean inserting another variable
for the study. 1In order to match, the recruiter(s})
need to know the company and the applicants well. If
company culture is included in the background
information,-detailed personal profiles will have to be
included in the applications. But, in practical terms,

the respondent who raised this issue pointed out that
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the company relies heavily on the interviews through
which specific questions would be addressed to
determine the compatibility of an applicant. In simple
terms, they like to find someone who can work with
others in the hiring department and the company but
much of the screening process in this regard is done at
the interview. Therefore, including more background
information about the company probably would not help a
great deal at the initial stage of the screening

process.

As for the one who talked about the objective of
the exercise, he believed that knowing the precise
objective of the exercise can improve the quality of
Judgment as the applications were reviewed. In his
case, it appeared that the scenario in the instruction
sheets was not completely understood. To streamline
the flow of information input, the procedures
originally included in the cover letter was moved to
the beginning part of the "“Notes for the Recruiters”.
It is hoped that the respondents would find the

scenario more comprehensible.

For the application forms, five of the six
respondents believed that the applications generally
lacked detailed explanations on various items. While

all of the respondents considered educational
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background an important quality of the applicant, their
attitudes towards the major subject of an applicant
were mixed. For example, as a professional recruiter
for 5 years, one of the respondents has developed a set
of ideas on the general quality of students from some
departments in the Universities in Hong Kong. He
explained that, according to his experience, some
engineering students function very well as managers.
However, he asserted that, for a management trainee
position, he would probably turn down an applicant with
a major in Fine Art! In short, he does not believe
that an applicant’s major subject alone is a very good
indicator on hirability. In other words, business
studies are not the only major subject that he would
consider to be a good match for the position to be
filled. Newvertheless, he does have preferences.
Facforing in all of his ideas on major subjects and

' position match to the instrument would not be
appropriate because it merely represents his own
preferences. In this regard, different participants
would probably have their own ideas on gqualification
match. As long as the participants have preferences,
putting this variable in the instrument would be
appropriate to test if, overall, the hypothesized
effect exists. Another educational background related
issue that was not included in the original instrument

but came up during the interviews was scholastic
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performance. Three of the respondents believed that,
for fresh graduates, grades in University'can help to
determine the quality of an applicant. Another two
respondents added that, in reality, when supply is not
plentiful, it may not be practical to evaluate iob
applicants using this as an indicator as it might
result in too few potential candidates. While demand
and supply of the job market is not the issue of
interest in this study, it appears that adding this as

a variable in the instrument would not be appropriate.

The next item on the application forms is the
relevant experience. Originally, part-time experience
on the applications were intended to be part of the
distracting information. Therefore, all applicants
have some form of part-time work experience that are
not directly related to fhe position to be filled.
During the intervie&s, three respondents talked about
the inadequacy of the work experience section of the
application forms. They all agreed that details of the
actual work involved on the job can help them to do job
requirements and experience match. If detailed
experience was included in the applications, it would
become one of the key variables in the decision making
process because the respondents can actually check on
the actual experience the applicants have or do not

have. However, using the proposed methodology to
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quantify work experience may not be very efficient.
For every two category item added, the number of
application forms in the packet has to be doubled.
Therefore, when various work experiences are added to
the instrument, the number of applications the
respondents need to review would exceed § by a wide
margin. In addition, reviewing work experience
involves more than a simple yes-and-no guestion. Some
of the things recruiters may consider include the
length of such experience, the company in which such
experience is gained, and the comparability of such
experience and the current job requirements.
Consequently, the experience section of the application

would remain unchanged.

With regard to hobbies/interest of the applicants,
four of the six respondents believe that informétion of
this kind can help the recruiters in the decision
makinglprocess. Two of the respondents agreed that
hobbies and interests can be used as an indicator of an
applicant’s character. Similarly, motivation and
problem solving skills are among some of the things
that these two respondents believe to be able to see
from applicants’ hobbies/interest. Finally, one of the
respondents liked to see how job applicants presented
themselves on things that were not related to school or

work in order to get a better feel for what kind of
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person an applicant was. Overall, they all agreed that
more details in this section were needed. Details
refer to various things such as nature of activities,
positions held in school activities, and
accomplishments. Even though it seemed reasonable to
modify the hobbies/interest section, there was a
potential problem for such revision. Changing the
items on this section would contaminate the
hobbies/interests information obtained from the pilot
study. To remain consistent, information in this

section would not be revised.

Onto the evaluation forms, first of ali, four out
of the six completed packets had the manipulation check
information either completely or partially left out.
During the interviews, some of the respondents
indicated that it was too troublesome to reproduce the
same information as seen on the applications forms. To
this end, the manipulation check procedures was revised

to enhance the number of valid responses.

All six subjects agreed that language and
mathematics ability cannot be judged from the
information available. Even though, according to Brown
and Campion (1994), these two kinds of qualities were
determined to be what employers mostly wanted from an

applicant, these questions were not believed to be
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reasonable under the circumstances in this studies.

The subjects believed that judgment on a person’s
language and mathematics ability can only be made after
the interview. As a result, the decision was straight

forward that these two questions were dropped.

Generally, the subjects believed that
qualification match was an important indicator of an
applicant’s hirability. However, in an effort to
minimize the number of applications in the packet, only
‘two levels were created for each of the independent
variable. In this regard, the focus became whether or
not being a business major is essential for the
position. Being one of the most frequently used
variables in hiriﬁg research fOlian, 1986), educational

background as a variable remained unchanged.

For the next three questions in the evaluation
form, the pre-test subjects had mixed opinions. While
some believed that the available information in the
applications did not provide sufficient ground for
evaluation, others did not. The following paragraphs
highlighted some of the thoughts of the pre-test

subjects.

Interpersonal skills, motivation, and leadership

are ceonsidered similar in nature. Three of the
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respondents believed that interpersonal skills,
motivation, and leadership skills can be judged by the
applicants’ hobbies/interests. The others had mixed
opinions. One of them believed that business majors
generally have better leadership skills because of the
training that the applicants get in busineés
curriculum. However, he asserted that motivation and
interpersonal skills must be observed during the
interview. The other respondents thought that the
available information in the applications were not
adequate to answer these three questions.
Nevertheless, under the circumstances, preliminary
assessment can be made by considering the applicants’
hobbies/interests. Overall, these opinions suggest
that, even 1f the information in the applications may
not lead-to consensus opinions on the applicants’
interpefsonal skills, motivation, and leadership
skills, at least hobbies/interests of the applicants’
may somehow influence the outcome of these three
questions. With impression formation being the prime
focus of the study, it is possible that such impression
regarding the applicants’ interpersonal skills,
motivation, and leadership Skills.can be affected by
the information in the applications. Therefore, these

three questions would remain unchanged.
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Although the respondents in general thought that
the information in the applications were a little too
simple for evaluation purpose, all of them believed
that the questions on affect and decision to offer
interview were reasonable. After all, having learned
the facts about the applicants, one should have some
ideas of how much she/he likes the applicants for the

job.

All the items in the original packet have been
explained. From the information gathered, some common
themes can be identified. ©None of the respondents
mentioned anything about the effect of gender and
residency. Olian (1986) indicated that past results in
staffing research did not provide unified solution to
the issue of gender. Significant effect of gender can
only be found in some of thé studies. Meanwhile, the
interaction effect between gender and hobbies/interests
has been hypothesized. It is important to see if the
main effect of gender alone would make any differences
on the ratings. In light of this, the main effect of

gender is kept.

The subjects’ main concern appeared to be on the
educational background and various personal qualities
of the applicants. The ideas on other personal

qualities are more complex. The subjects wanted to
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know more about what the applicants are like as a
person. Ftrom the original design, information on the
applicants’ hobbies/interests was assumed to reflect an
applicant’s personality. It appeared that the variable
educational background and hobbies/interests would give
the respondents at least part of information needed to
fill out the evaluation form. As explained, gender'
should be kept because of the hypothesized interaction
effect. After integrating all the input from the pre-
test subjects, the original instrument was revised.

The final version of the instrument which was used in

the main study is shown in appendix 3

5.3 Main Study

5.3.1 The Sample

A judgment sample is chosen for the experiment.
The sampling attention is focused on human resource
personnel at the managerial level. Targeting on human
resource people at this level can ensure that the
subjects were reasonably experienced. From the

classified advertisement sections in the South China

Morning Post, Hong Kong Standard, Career Times, and

Recruit, the companies with human resource departments
were contacted in writing. Specifically, the letters

were addressed to the managers.
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Using the method of statistical power analysis
discussed by Cohen (1977), the sample size for all main
and interaction effects for a 2 x 2 x 2 repeated

measures design was determined to be 33.

5.3.2 The Procedures

The procedures used to obtain the sample in the
main study was identical to that in the preteét. The
only difference was that 674 letters were sent instead
of 225. Within 4 weeks 72 responses came back. With
the respondents’ agreement, the revised packets were
sent to them. After waited for ten weeks, only 24
completed packets were returned. In light of the low
response rate, reminding letters were sent to the
subjects who had not responded to the original
invitation letters. Three weeks later, 19 more
subjects contacted us. Altogether, before the cut-off
date, 35 packets were returned. Overall, the turn
around time was between two weeks to three and a half
month. Using the original targeted sample of 674 as
the base, the overall response rate is 35 + 674 = 5%.
The response rate for the main study appears to be
better than that for the pre-test. Such low response
rate is determined to be due to the complexity of the

task involved for the subjects. Even though 92 people
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showed initial interest to participate. After they had

seen the packet, only 35 of them were returned.

5.3.3 Manipulation Checks

In order to find out if the subjects were aware of
the manipulated information in the packet, the Subjecté
were contacted for a brief telephone interview.
Essentially, the questions were focused on the three
independent variables. The manipulation check routine

is included in appendix 4.

Three of the returned packets had missing data.
After talking to all of the participants, two of them
were not aware of the fact that the applicants included
both male and female students. Therefore these two
responses were e#tracted also. Altogether, 5 of the 35

returned packets had to be excluded for data analysis.
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6. Results

The number of responses included in the data set
was 30. SPSS for windows (v 6.0} was used for data
analysis. Regarding the setup of the data set, the
ratings on all the six dependent variables for every
subject were coded as different variables. Such method
is appropriate for analyzing within subject design

using the MANOVA procedure in SPSS (Norusis, 1994}).

When conducting the analysis, the familywise
error rate.was controlled at 5% (a = .05). Altogether,
24 hypotheses were to be tested. For studies which
involve multiple statistical tests, Stevens (1992)
outlined the procedures to compute the overall error
rate. Overall & € 1 - (1 - o)¥, where k is the total
number of statistical tests to be done. Using this
formula, the a level for individual hypothesis is

adjusted to .002.

First of all, the main effects —-- gender,
educational background, and hobbies/interests -- were
tested. Subsequently, the hypothesized interaction
effects between gender and hobbies/interests on the six
dependent variables were examined both graphically and

numerically. Finally, a series of additional
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procedures were performed to further investigate the

source of the significant interactions.

6.1 Main Effects

6.1.1 Hypothesis One

At a glance, the mean ratings (table 1) between
male and female across all six dependent variables
appears to be comparable. The F statistics and their
respective p-values indicate that there are no
differences in perceived qualities between male and
female applicantsf Such results provide the basis to

accept the null for hypothesis 1.

Originally, hypotheses 1 was written to test the
main effects of gender on the perceived qualities of
the applicants as represented by the six dependent
variables. To this end, the conclusion is that gender
of the applicants did not affect the initial screening
decisions. In other words, in our sample, the
recruiters did not show significant bias on assigning
ratings to male or female applicants without

considering other variables.
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6.1.2 Hypothesis Two

The statistical results obtained for the main
effects of educational background display a pattefn
that is entirely different from that observed for the
main effects of gender. Table 2 contains the ANOVA
results of educational background as the main effects
for all six dependent variables. Except for
motivation, the F and p-values for the rest of the
variables indicate that the mean ratings that the
business majors and non-business majors received are
not the same. Especially for qualification match, it
is clear that the business majors are in distinct
advantage that their mean ratings are 2.16 higher than
that for non business majors. For interpersonal
skills, leadership, affect, and decision to offer
interview, the non business majors’ mean ratings are
fairly close to the neutral score. On the other hand
the scores on interpersonal skills, leadership,
affect, and decision to offer interview that the
business majors received are significantly higher at

3.51, 3.22, 4.95, and 3.66.
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Intuitively, the business majors should receive
better scores on qualification match. After all, this
is one of the requirements stated in the instrument.
However, the relationship between academic majors and
interpersonal skills and leadership are less direct.
Holding other things constant, the subjects 1ia our
sample believed that business majors, in general, have
better interpersonal skills and leadership. Similarly,
the subjects tended to show that they like business
majors more than they do for non business majors. For
the dependent measures discussed thus far, the business
majors generally received better ratings. It 1is
logical that, on the last question, that is, the
question on decision to offer interview, the business
majors would also receive better scores. For
educational background as a main effect, the business
majors are generally preferred. The strength of
relationships as indicated by eta® for all the
significant results ranges from .492 to .928. In other
words, the strength of those relationships are

generally very strong.
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6.1.3 Hypothesis Three

As for the main effects of hobbies/interests
inferred personality trait, the obtained results show a
pattern that is similar to that for the main effects of
education background. Out of the six variables,
significant differences in ratings between extroverts
and introverts were found in five of them. Results in
table 3 demonstrated that for the hypothesis 3, the
null is accepted as evident in the F and p-values. The
effect sizes of the relationships ranges from .657 to
.827. Such figures indicate that the extent to which
the hypothesized phenomenon exist is very large. For
interpersonal skills, leadership, motivation, affect,
and decision to offer interview, the mean ratings that
perceived extroverts received are almost one point
higher than that the ﬁerceived introverts received. In

this regard, the extroverts are preferred.

If the hobbies/interests included in the
application reflects tﬁe degree of
extroversion/introversion of the applicants, the
perceived extroverts are believed to have better
interpersonal skills, leadership, and motivation. From
the recruiters point of view, the extroverts are more
likable. Also, the extroverts generally receive better

scores on the decision to offer interview question. By
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definition (Eysenck, 1965} extroverts are supposed to
be more oriented towards the outside world; whereas,
introverts are believed to be more oriented towards
their inside world. Extroverts are more outgoing.
They tend to enjoy doing things with others. This
definition was used in the explanatory notes in pilot
study. Therefore, the items on the activity list
generated in pilot study should reflect such |
personality trait, assuming perscnality is reiated to
hobbies/interests in the process of impression
formation when recruiters evaluate job applicants.
This being the case, the extroverts should have more
opportunities to interrelate with others as perceived
by the recruiters. In this regard, the higher
interpersonal skills ratings for extrovgrted applicants

are reasonable.

By the same token, if leadership is the ability to
direct others to accomplish goals, being extroverted
also provides explanation for their higher leadership
scores. With better interpersonal skills, extroverts
should be better at relating to others. As better
communicators, they may be more effective in directing
others. In this sense, the extroverts could be

regarded as better leaders.
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Regarding motivation, results obtained showed that
the extroverts were believed to have higher motivation.
Motivation was defined as level of energy (Brown and
Campicn, 1994). 1In other words, the extroverts were
believed to have higher level of energy. Going back to
the definition, extroverts should be cutgeoing. Also,
they enjoy doing thingé with others. 1Is it reasonable
to think that they are more energetic? Using the Brown
and Campion;s (1994) definition of motivation, the

answer could be a yes.

6.2 Interactions: Hypothesis Four

It was hypothesized that the relationships between
the dependent variables and hobbies/interests inferred
personality traits are not the same for male and
female. Results as shown in table 4 indicated that the
null for hypothesis 4 is rejected. For all the
statistical tests performed on the interactions, the
respective effect sizes ranges from .330 to .598. Such
effect sizes‘indicated that the hypothesized
relationships are strong. The conclusion is that the

relationships between hobbies/interests inferred
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personality traits and all the dependent measures are

not the same for male and female.

In figure 3, the interaction effect between gender
and hobbies/interests on qualification maﬁch is
graphically presented. It is clear that there is a
cross over interaction effect. For male, extroverts
tend to have better qualification match scores than
introverts do; whereas, for female, introverts tend to
have better qualification match scores than extroverts

do.

Recalling the results obtained for gender as the
main effects, no significant results were found. When
considering hobbies/interests and gender together, the
interaction effect reveals the fact that, in terms of
qualification match, the mean ratings male applicants
received are not the same as that female applicants
received. In this sense, the original conclusions on
gender have to be qualified. Specifically, for male,
extroverts received better ratings; whereas, for

female, introverts received better ratings.
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The interaction graphs for gender and
hobbies/interests inferred personality trait on
interpersonal skills, leadership, motivation, affect,
and decision to offer interview show similar pattern.
Specifically, all five graphs indicate a cross over
interaction with the male line showing larger slopes
than the female line. An example of the interaction
between hobbies/interests inferred personality trait
and gender is shown in figure 4. For both male and
female applicants, the extroverts received better
ratings than introverts did. The cross over
interactions indicate that, in terms of the ratings on
the five dependent méasures, the sensitivity to change
in hobbies/interests are not the same for male and
female. Without considering educational background,
female applicants are less sensitive to change in
hobbies/interests inferred personality traits. In
other words, the change in ratings on interpersocnal
skills, leadership, motivation, affect, and decision to
offer interview between extroverts and introverts are
significantly higher for male applicants as they are

for female applicants.
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Again, going back to the results on gender as a
main effect, the interaction effects uncovered here
placed limitations on the conclusion previously drawn.
Evidently, the results obtained for hypotheses 1 do not
provide a complete picture of the effect of gender on
the dependent variables. When hobbies/interests
inferred personality trait is specified, gender of the
applicants do make a difference on ratings received.
This is true for all six dependent variables. 1In case
of qualification match, specifying hobbies/interests
inferred personality trait actually yields opposite

results.
6.3 Additional Analysis

As hypothesized, the interaction effects between
gender and hobbies/interests inferred personality trait
for all six dependent variables do exist. 1In addition,
from the results obtained in the data analysis, one
interesting point surfaced. For five out of the six
dependent variables, the F values, p values and their

respective eta? for the three way interactions indicate
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the existence of significantly strong relationships

amcong all the factors in the models {table 5).

If the three way interaction is significant, it implies
that studying only the simple interactions and main
effects may not be able to review the complete picture
of the relationships among the factors in the model.

To this end, the question becomes how such effect
should be studied. As stated above, all of the
uncovered three way interactions were significant with
large effect sizes. Such effect was present in five of
the six models. In this vein, the pattern of
relationships did not indicate high chances of spurious
results. Since the original hypotheses were written to
explore the relationships between gender and
hobbies/interests, using this as the starting point for
further analysis should be appropriate. 1In other
words, the three way interactions should be studied by
introducing a third variable to the existing two way
interactions - gender x hobbies. Precisely, the gender
X hobbies interactions should be broken down according
to the levels of the educational background factor.

Thus, the gender x hobbies interactions should be
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studied with business and non business majors being the

third factor.

To begin the additional procedures, the
relationships of gender x hobbies for business majors
and gender x hobbies for non business majors for five
of the six dependent variables were explored. If a two
way interaction was significant, the simple main
effects would subsequently be studied. The
interpretation of the results for each dependent

variable are discussed in the following paragraphs.

6.3.1 Qualification Match

For this wvariable, Gender x Hobbies for non

business majors was determined to be significant with

i

value of 28.69 and p value of 0.000. The simple main
effect examined for this two way interaction was the
effect of hobbies on both male and female non business
majors. Only the effect of Hobbies on female non
business majors was found to be significant. The F
value was 27.75 with p value of 0.000. In short the
Gender x Hobbies interaction was mainly contributed by
the effect of Hobbies on female non business majors.

Specifically, introverts received higher ratings.
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6.3.2 Interpersonal Skills

For this dependent variable, only the Gender x

Hobbies for non business majors was shown to be
significant at p < 0.000 level. The F value was 50.73.

Hobbies effect for male non business majors was the
only simple main effect that was found to be
significant. It had an F value of 141.59 with p value
of 0.000. For the male non business majors, extroverts
generally received better ratings on interpersonal

skills.

6.3.3 Leadership

Similar to the other two dependent variables,
Gender x Hobbies interaction was broken down into two
interactions - Gender x Hobbies for business majors and
Gender x Hobbies‘for non business majors. The later
was determined to be significant at p < 0.000 level.
The F value obtained was 32.19. Next, the simple
effect of hobbies on male non business majors and
female non business majors were explored. In this
case, only hobbies for male non business majors was
found to be significant. Obtained F value was 60.76

with p value of 0.000.
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6.3.4 Affect

Same procedures for examining the interaction
effects were applied to the dependent variable Affect.
The results indicated that only the interaction Gender
X Hobbies for non business majors was determined to be
significant. The F value and p value were 30.25 and
0.000. Subsequently, the two simple main effects were
explored. It was found that only hobbies for male non
business majors was significant with F value and p

value of 32.85 and 0.000.
6.3.5 Decision to Offer Interview

Finally, the interaction effect between gender and
hobbies was further explored by introducing educational
background as a third factor. Gender x Hobbies for non
business major was determined to be significant with E
value and p value of 44.64 and 0.000. Regarding the
simple main effect for this interaction, it was
determined that hobbies for male non business majors
was significant with F value and p value of 63.59 and

0.000.

75



7. Discussions and Conclusions

The first objective of this thesis research has
been achieved. Following the assumption that the
differences in mean ratings from the different groups
of subjects represent the impression that the
recruiters have on the applicants, the obtained results
have shown that gender, educational background, and
hobbies/interests of the applicants do contribute to
the formation of pre-interview impression. Even though
gender as a main effect was not found to affect the
ratings that the applicants belonging to the gender
groups received, the interaction effects and the
results obtained from the additional procedures
gualified the conclusion previously drawn regarding
gender. In experimental design, interaction effects
can have significant impact on the interpretation of
the results. Basically, the idea is that, “interaction
effects lead to a qualification on the estimate one
makes of the differences attributable to different
treatments; when interaction effects exist, the best
estimates one can make of a difference attributable to
one factor depends on the particular level of the other
factor{s)” (Hays, 1988). As shown in the previous
section, the results indicated that the three-way
interactions for all but one of the variables were

significant. When interaction effects are present, all
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factors should be considered together in order to get a
complete picture of the resﬁlts. Consequently,
additional procedures were performed. Without
surprises, such procedures revealed some of the facts
that locking at the main effects alone could not
uncover. And the final conclusidn was that gender did

contribute to the pre-interview impression formation.

The second objective of this study has alsoc been
achieved. It has been shown that, while holding other
factors constant, business majors are generally
preferred. Overall, the extroverts are aiso perceived

to be better in terms of the quality ratings.

As stated in the interaction effect section, the
results from the additional procedures complicated the
interpretation of the results obtained from the first
three hypothesized effects. Specifically, for female
non-business majors, introverts were having slight
advantages on qualification match. 1In the cases of
interpersonal skills, leadership skills, affect, and
decision to offer interview, extroverts received higher
ratings when the applicants were male non-business
majors. Although the main effect gender was found to
be insignificant, the interaction effects indicated

that, in the presence of other factor, male and female
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applicants would give the recruiters different

impression.

An interesting point about the interaction effects
is that, male and female applicants, somehow, did
receive different treatment in the evaluation process.
Looking at the gender of the applicants alone, no
significant differences were found. However, in the
presence of other variables, the pattern of choice
emerged. For qualification match, extroverted male
received better scores; whereas, introverted female
received better scores. A closer look at this
interaction revealed a pattern that when the applicant
is a female without a non business degree, the
introverts received better scores. For interpersonal
skills, leadership, affect and decision to offer
interviews, the interaction effects tell us that male
was more sensitive to changes in hobbies/interests
inferred personality. For male applicants, extroverts
appear to be advantageocus. On the other hand, such
personality trait did not appear to be as critical as
it was for female applicants. In other words, the
results indicate that gender of the applicants actually
made a difference in the process of evaluation. It
appeared that the differences were mainly contributed
by the non business majors applicants. In simple

terms, if you do not have a business degree, and if you
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are a female, you need to be an introvert to have
better gqualification match. For interpersonal skills,
leadership, affect, and decision to offer interview, if
you do not have a business degree, and if you are a

male, you need to be extroverted to have better scores.

The observed phenomenon provided some interesting
insight in the interviewing process. While the overall
ratings of male applicants were comparable to that of
female applicants, their expected characteristics at a
given score level for various dependent variables were
not the séme. If the overall mean ratings of the two
gender groups are determined to be the same, yet, when
taking into consideration the other two independent
variables, differences emerge, does it represent the
blind~self or hidden-self in the subjects? In other
words, does it mean that they think they'consider male
and female applicants to be the same but, in fact, they
do not? Or, does it mean that they want people to
believe they consider male and female applicants to be
the same but, in fact, they do not? The notion of
equal opportunity employment 1S gaining more and more
attention in the recent years. The idea of this
movement is to give people with different
characteristics to have equal opportunities in the work
place. 1If people in different gender group with

-similar characteristics are not considered to possess

79



the same quality, can true equal opportunity employment
be achieved? Ironically, all the participants are

human resource specialists. These eXperts are the ones
who can have significant influence on the final hiring

decisions in their companies.
7.1 Implications

Going back to the theoretical basis of this study,
the results obtained have implications at various
levels. At the moment when recruiters reviewed job
applications, they only had limited informaﬁion to make
reject or offering interview decision. The main theme
at this stage is the pre-interview impression. To this
end, this study serves the purpose of identifying, at
least in part, the sources of information which affect

the initial screening decision making process.

The fact that, the sources of information for
impression formation can be identified, warrants
further investigations éf the interviewing process
model. Specifically, this study has laid the ground
work to study the impact ©of such impression formation
on various stages in the interviewing process as
described in the self-fulfilling prophecy model for the
local environment. According to the model (Figure 2},

further studies on interviewer’s conduct of the
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interview, interviewer’s perception of the
interviewee’s performance in the interview, and the
interviewer’s interpretation of the interviewee’s
performance in the interview can provide the details of
how pre-interview impression affect the interview

outcome.

In the pilot study, an attempt was made to
categorize leisure activities in terms of personality
trait for use in resume screening research. The
- activity lists generated in the pilot study were shown
to be reliable across all the evaluators. The logic of
doing this 1s similar to that in the study conducted by
Brown and Campion (19%4). They tried to categorize
biographical information in terms of abilities and
attribute measures in an effort to find out how
recruiters utilized biographical information to make
inferences when screening resumes for accounting and
sales jobs. In this thesis research, the main focus is
on studying the pre-interview impression formation in
the interviewing process. The problem with
biographical information is that there are quite a few
definitions available. Though it is believed to be a
good source of information on job applicants, how
exactly this source of information affects the
recruiters’ evaluation is not known. The results

obtained has implications on the possibility of
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categorizing leisure activities in terms of personality
traits. Doing so may allow the recruiters to have a
clearer picture of the impression formation process
which is essential if improvements on employment

interviews are to be made.

For personnel selection research in general,
researchers have been working on examining the
reliability and validity of different selection
techniques. 1In evaluating selection techniques such as
employment interview, performance is the key issue.
Employers like to hire employees who function well.

The goodness of interview as a selection technique has
been frequently questioned (Campion and Arvey, 1989).
Nonetheless, it is the most widely used technique. If
the self-fulfilling prophecy model accurately portraits
thé micro-analytics of the interview process, the
results obtained in this study might explain the
shortcomings of interview as a selection technique,
provided that the results obtained in this study can be

further substantiated.

From the practitioners’ position, analyzing the
interview process can help them to understand what
really goes on before, during, and after the entire
interviewing process. In this regard, this study has

provided some preliminary information on the potential
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problems of employment interview as a selection
technique. If the assumption on interview research,
that is, “subjective procedures should be held to the
same psychometric standards as paper-and-pencil tests
of intelligence, personality questionnaires, work
samples, biodata instruments, assessment centers, and
other more objective procedures” (Dipboye, 1989},
practitioners can utilize the findings of this kind to

refine the interviewing process that their firms use.

7.2 Conclusion

The above discussion represents a brief attempt to
explain the phenomenon observed from the statistical
results. Whether or not such explanation is considered
reasonable, the fact that the variables being
investigated do affect the formation of pre-interview
impression should not be 6verlooked. However, one
should not misunderstand the idea of the self-
fulfilling prophecy. Though the pre-interview
impression is believed to affect the post-interview
evaluation, there is no evidence which suggest that
recruiters should avoid forming pre-interview
impression (Dipboye, 1982). Rather, the theory serves
the purpose of depicting the details of the
‘interviewing process through which the potential

biasing effects of the initial impression should be
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considered. Before the results obtained in this study
can be taken further, the issue of generalizability

should be attended to.

7.3 Limitations

7.3.1 Pilot Study

Although Holland (1986) has established the
relationship between perscnality and hobbies, his
approach was more oriented towards vocational choices.
In personnel selection researéh the big five
personality traits have not been studied in terms of
hobbies/ interests. The nominal group technique
employed in the pilot study served as a mean to come up
with a list of extroversion-introversion related
activities for use in the main study. Nonetheless, the
activities on the list were derived by a sample of nine
students on campus. 1In terms of representativeness,
the listing should be used with cautions. Although
inter-rater reliability showed that the goodness of the
items on the list was acceptable, all of the subjects
were students. If the sample was not selected from the
student group on campus, the results could be
different. An assumption was made that extroversion-
introversion as a personality trait is related to

hobbies/interests. When the recruiters made their
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decisions, hobbies/interests inferred personality was
assumed to be the source of stimulation. After all,
the pilot study was not designed to establish a precise
relationship between any activities with a personality
trait. The exercise merely served the purpose of
providing activities for use in the instrument. While
the results suggested that the assumed relationship did
make a difference on the ratings, it may mean that
future effort to generate a proper listing of

personality related activities may be warranted.

7.3.2 Main Study

The statistical results in this experiment
revealed an interesting pattern. For all the
significant F values, the relating effect sizes were
very large with an approximate range from 0.4 to 0.95.
In behavioral research, effect size in this range is
rare. Consequently, a brief effort was made to try to
find out some possible reasons for the large effect
sizes. Keppel (1983) discussed various issues in
experimental design. He mentioned that, normally,
researchers would insert two or three sets of stimuli
for every one set stimuli of interest in the
instrument. For the instrument in this experiment, the
only distracting information in the instrument is the

applicants’ personal information, such as telephone
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numbers and addresses, and work experiences. It would
be very difficult to image a relationship between,
let’s say, the applicants’ phone number with their
likability. Therefore, the personal information
section was merely part of the window dressing of the
instrument. In the work experience section, all
applicants have some kind of part-time experiences for
about one year. Such information was intended to be
distracting information. For the three variables being
investigated, there was only one section that served
this purpose. The rest of everything else such as the
schools in which the applicants graduated from and the
format of the applications were identical across all
applicants. In this regard, the information that the
recruiters received were carefully controlled. In
other words, the internal validity was intended to be
kept at a high level. Meanwhile, the external validity
of the experiment is severely hampered. Putting this
differently, the recruiters were left with very little
choices to process the available information. Thus,
they were forced to make judgment according to what
were availab;e to them. In real life situations when
other information are available to them, will they
still rely on the information from the same variables
that are being investigated in this experiment? If
more stimuli were inserted in the instrument and that

significant differences were found, the results would
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have been a lot more convincing. In short, not having
enough distracting stimuli appears to be a design flaw

of the instrument used in this experiment.

Therefore, although the results appear to capture
the existence of various relationships as hypothesized.
Due to the problems with the instrument, such results

should be used with reservations.

Harry Hui, one of the external examiners of this
thesis research, expressed concerns on the relevance of
this study (Personal communications, 1995). Since no
attempt has been made to connect the results obtained
from the sample to their job performance, such results
may merely represent the subjects’ hiring experiences
as heuristics. He also asserted that this study failed
to demonstrate how the aggregate opinions of the
subjects corroborate with the Self-fulfilling Prophecy
Model. Certainly, the present study can be extended to
relate the pre-interview impression to other phenomenon
which took place during the later stages of the
interview process. In this regard, since no
information on this theory is available for the local
population, the current study utilized a conservative
approach to assess the appropriateness of using the
Self-fulfilling Prophecy Model to study the interview

process in the local environment. Nevertheless,'the
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narrow focus which ultimately limit the practical
relevance of the results obtain is a shortcoming of

this thesis research.
7.4 Future Research

It appeared that the assumption made on the
relationship between personality and hobbies/interests
provided some interesting insight on pre-interview
impression formation. Nonetheless, the érocedures
performed in the pilot study do not represent a theory
on personality and hobbies/interests. If a more
sophisticated theory in this area is available, the
instrument design can be improved. The notion is that
a theory-based list of activities should be more
comprehensive and representative. The research has
provided reasonable ground to investigate the
underlying effect of personality inferred
hobbies/interests on initial screening decisions. It
would be proper to expand the list of activities to
include those that can be related to other dimensions

of the big five theory.

This experiment has unveiled at least part of the
essence of pre-interview impression formation. The
design glitch has qualified the goodness of the

instrument and the data obtained using this instrument.
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While no previous Study of this kind was done in the
local environment, the research results have offered
insight in the impression formation process which
should be environment specific. If further exploration
on these issues were to be performed, it would be
Pertinent to refine the existing instrument. First of
all, more distracting information should be inserted
into the instrument. Doing so can increase the
external validity of the study as explained In the
discussion section. Also, the variables included were
based on various information froﬁ the literature. Yet,
it does not mean that such variables are the sole
contributors to pre-interview impression. As such, it
is important to Lry other variables in order to gain a
more comprehensive view of the sources of the pre-
interview impression. Simply put, this experiment
needs to bé replicated. Especially for the
hobbieé/interests variable, since no previous results
are available, it will be interesting to see how this
approach to categorize leisure activities can help us
o understand the pre-interview impression formation

and, in turn, the entire interviewing process.

On this same issue, Hui, H., (Personal
communication, 1998) has pointed out that previous work
on identifying the sources of information which

discriminates accepted and rejected job applications at
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the initial stage of the personnel selection process
has been done before. For example, Windgrove,
Glendinning and Herriot (1984) have done just that
using an approach that was different from that in this
study. Precisely, they gathered 792 job applications
from six organizations as data input. From these
applications, 315 different variables that were related
to selection decisions were identified. Subsequently,
information on these variables were factor analyzed to
come up with a shorter list of 99 variables. These
variables were then categorized into different sub-
groups for the fhree types of organizations being
studied. Using regression analysis, the authors were
able to identify the key characteristics that different

types of organizations tended to favor.

Windgrove, Glendinning and Herriot’s (1984} study
has better external validity compared to the current
one. They tried to identify common characteristics of
job applications from a pool of information that were
collected in the practical environment. If the sole
purpose of the study is to identify characteristics of
job application in relation to indications of the
hiring results such as performance, this approach is
more efficient. However, such method does not have the
hecessary features to gain an in-depth understanding of

the micro-analytics of the interviewing process. In
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other words, the experimental approach taken in this
study cannot be substituted by a method which merely
identify the characteristics of job applications.
Rather, this could be an efficient approach to pinpoint
a few factors to be used in the actual instrument for

an experiment such as the current study.

Returning to the issue of representativeness of
the experimental results, as Olian (1986) has pointed
out that one good way to improve the representativeness
of experimental findings is also to replicate. For
this cése, the sample group was selected at‘random from
the newspaper. More studies with specific focus on,
for example, different occupational groups and

different industries might give different results.
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Figure 1

An Integrated Framework of Interview Research
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Figure 2

A Model of Self¥fulfilling Prophecy in the Interview
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Figure 3

Gender x Hobbies Interaction for Qualification Match
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Figure 4

Gender x Hobbies Interaction for Decision
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Table 1

Methods of Recruitment in Hong Kong

Method Percentage

Advertising in English Newspaper 891.0
Employment Agencies/Consultant 75.5
Advertising in Chinese Newspaper 68 .4
Personal Recommendation from Existing Staff £5.6
Labor Department - Local Employment Service 34.4
Advertising in Professional and Trade Journals 18.4
Notices Outside Establishment’s Pfemises 14.2
Others 17.0
Total number of valid returns 210
Total number of multiple responses 815
{Tang, 1995)
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Table 2

Methods of Selection in Hong Kong

Method Percentage
Interview 99.1
Application Form 69.1
Reference Check 76.9
Own Test of Trade Knowledge/Skill 56.6
Physical Check-up 45.2
Psychometric Tests g§.0
Assessment Center 3.3
Others 1.4
Total number of valid returns 210
Total number of multiple responses 803
(Tang, 19985)
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Table 3

ANOVA Results of Gender as a Main Effect
Male Female
X sSD b4 3D F P eta’
Qualification Match 3.51 1.30 3.61 1.21 €6.90 .013 .182
Interpersonal 3.30 .92 3.39 0.68 1.82 .187 .056
Leadership 3.05 0.86 3.07 0.72 .02 .876 .001
Motivation 3.29 .50 3.34 0.78 .33 .367 .011
Affect 4.66 1.21 4.59 .91 1.060 .325 .031
Decision 3.05 1.18 3.09 1.05 .86 .36l .027

* significant at p < 0.002
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Table 4

ANOVA Results of Educational Background as a Main

Effect
Bus. Non Bus,
X SD X SD E p eta’
Qualification Match 4.64 1.30 2.48 1.21 397.03 .gog~ .928
Interpersonal 3.51 0.75 3.18 0.83 39.48 .000* .960
Leadership 3.22 0.83 2.90 .75 28.11 .Qoo~ .492
Motivation 3.38 0.85. 3.26 0.84 6.49 .024 .016
Affect 4,95 1?07 4.30 .97 . 65.20 .000* .678
Decision 3.66 1.00 2.48 0.89 114.20 L0006+ .803

* significant at p £ 0.002
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Table 5

ANOVA Results of Hobbies/interests Inferred Personality

Trait as a Main Effect

Extro Intro

X SD X 5D F p eta’
Qualification Match 3.53 1.26 3.59 .24 1.34 .256 .041
Interpersonal 3.83 0.56 2.86 .72 141.71 . 000~ .821
Leadership 3.54 0.65 2.58 .61 138.32 .000* .827
Motivation 3.83 0.69 2.81 .66 95.'77 .000* . 768
Affect 5.11 1.02 4.14 .B7 61.42 .000* .665
Decision 3.52 1.10 2.63 .94 59.42 .000* . 657

* significant at p < 0.002
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Table 6

ANQVA Results of Gender x Hobbies Interaction

Male Female
Extro Intro Extro Intro
b sD T SD ¥ SD 7 sD F P eta’
Qualification Match 3.64 1.21 3.38 1.39 3.43 1.33 3.79 1.04 33.60 .000* .520
Interpersonatl 4.03 .46 2.57 .62 3.62 .59 3.16 .70 28.24 .000* .47
Leadership 3.71 .50 2.40 .62 3.38 .15 2.786 .54 29.56 .000* .505
Motivation 3.93 .67 2.66 .61 3.72 .78 2.97 .67 i4.27 .001* .330
Affect 5.36 .97 3.97 1.01 4i86 1.03 4.31 .68 19.48 _po0* .386
Decision 3.76 .96 2.34 .93 3.28 1.18 2.91 .86 46.14  .000* .598

* significant at p 5 0.002
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Table 7

ANCVA Results of Gender x Educational background x
Hobbies Interaction

F o) eta
Qualification 19.19 .000* .382
Mat.ch '
Interpersonal 31.78 .000~* . 506
Leadership 13.09 .001~ .311
Motivation 2.75 .108 .087
Affect 16.94 .000~ .353
Decision 16.00 .000* .340

* significant at p < .002
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Appendix 1
A Discussion on Using Experimental Research Method in

this Study

The main theme of this discussion is to explain
the rationale of using experiment as the research
method in this thesis research. To begin with, it is
important to distinguish the differences between field
research and lab research. According to Olian (1986),

“the crucial discriminator between the two
settings is whether decisions were
implemented in the actual criterion context.
Other features common to lab studies that
might introduce demand characteristics are
that: (1) the study was conducted in an
environment contrived for study purpose, (2}
participants were aware that they were part
of a research project, and (3) the
investigation included experimentally created

manipulations.”

For the present study, the decisions are not to be
made in the actual criterion context. The scenario is
an administrative situation that was created out of all
the necessary constraints that should be considered.

In other words, it was a story specifically written for

the purpose of this study. It has no bearing on the
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subjects’ company policies, and/or their normal hiring

practice.

However, the study is not to be conducted in an
environment of an laboratory. The entire procedures
are to be done at the subjects’ convenience. They
would not need to come to a specific place to review
the applications. The subjects have their freedom to
work on the applications either at work or at other

places during or outside normal working hours.

‘Everyone of the subjects are aware that they are
part of my thesis research project. Before sending out
the packets to the subjects, they are telephoned to
explain the entire research process. Also, in every
application packet, there is a cover lettér that
included the detailsrof the project; With these
information, all subjects shouid be aware of the fact

that the present study is artificial in nature.

Finally, the investigation includes experimentally
Created manipulations. All the information regarding
the three variables to be tested are created with 2
levels on each variables. Therefore, in each (fevised)
application packet, there are 2 x 2 x 2 = 8
applications that included ail level-combinations for

the three proposed variables. Following Olian’s
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definitions of lab research, this thesis research is in
between 2 lab and a field study. Hence, at least part
of the criticism for lab research as iterated by Olian

is applicable for this study.

The Model of Self-fulfilling Prophecy in the
Interview can be uséd to explain the effect of pre-
interview impression on interview outcome at the
microanalytical level. Such approach calls for
observing the behavioral pattern of the subjects du?ing
the experiment. In this regard, critics have
expressed concerns with the geﬁeralizability of
research results that are derived from artificial
research settings. Opponents of lab research in this
area claim that subjects that are placed in artificial
environment may not perform in the same manner as

people do in real life situations {(Cleveland, 1991).

Gorman, Clover, and Doherty {(1978) conducted two
studies to investigate the external validity of
experimental research using paper people. The authors
were trying to compare the results of reviewing paper
people with interviewing real people. 1In the pilot
study, a group of graduate students reviewed the test
results of undergraduates. Subsequently, the
undergrgduates were interviewed. Having done that the

same group of graduate students reviewed the test
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results of another group of undergraduate students
without interviewing them. In the second study,
professional interviewers reviewed paper credentials of
people that were previously interviewed by these
interviewers. In  both studies, the final outcome of
review paper alone were compared to the outcome of
interviewing. On both occasions, profoundly different
resu;ts between interviewing and reviewing paper people
were found. The conclusion was that since differences
of this kind existed, the generalizability or external
validity of the results obtained by reviewing paper

people would be gquestionable.

On this same issue, others have expressed that
using paper people may be very useful under wvarious
circumstances. Cleveland (1991) examined the
relationship between a group’s self-stereotype and the
group’s perceptions of the suitability of the applicant
to enter the group. 29 studenté were asked to review
20 paper peoples’ profiles. The purpose of the review
was to identified the profiles that were most
compatible with a predetermined group profile. Results
ffom this review was compared to ancother review using
real people. The comparative results showed
similarities between using actual and hypothetical
applicants. In this case, it has been shown that

results derived from experimental research may be
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useful at least in some instances. Cleveland asserted
that it is important to consider the conditions under
which the experiment is to be carried out. 1In order
for the results obtained usiﬁg paper people to be
useful, the processes involved in the research setting
need to be similar to the actual processes as.in the

real life situations.

For staffing research in general, Olian (1986) did
a review on the issue of external validity of lab
research results. The following paragraphs are the

highlights of her conclusion.

By comparing actual results obtained in wvarious
lab research to that obtained in field research, the
author was not able to give a simple yes or no answer
to the generalizability of lab research results in this
area. The problem was that some results indicated
similarity between lab and field research while the
others did not. Even in one area, research proiects
can be of various contexts. Within the same context,
many varlables contribute to the eventual results of
the study. As a result, a general statement regarding
the external wvalidity of lab versus field research
would be very difficult to make. Nevertheless, the

author was able to highlight some important issues that
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are related to the generalizability of lab research

results.

In hiring research, the experience of the decision
maker is a point to consider. It has been shown that
students give different results as oppose to
professionals. Students and practitioners most likely
would have their own sets of values. Therefore the
hiring criteria for these two groups of people are
probably different. When conducting-lab experiments
that involve making this kind of decisions, ﬁsing
professionals as the subjects would be more

appropriate.

Results from decision literature indicated that
the amount of information available to the decision
makers is related the aecision processes employed.
Therefore, for lab research which involves hiring
decisions, the experimenter should provide the subjects
with more comprehensive information about the

applicants.

In face-to-face interviews, interaction between
the interviewer and the interviewee can have impact on
the final interviewing decision. Such interaction is
absent in reviewing paper people. 1In this regard,

reviewing paper people as a substitute to the actual
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interview may not reflect the content or process of the

actual interviewing.

No studies that dealt with organizational polices
were uncovered in the literature search when the author
did the review. In practice, different organizations
may provide different hiring environments. Policies as
well as procedures may have impact on the companies’
hiring decisions. 1In this regard, reviewing paper

people probably will not provide too much insight.

In real life situations, hiring people have
consequences. There are costs involved. If a wrong
decision is made, the organization may suffer loss.
Such costs for organizations may reflect the hiring
practice of the organization. On the other hand, the
costs involved for the decision makers may. make
contribute to their information processing style. The
one who make the decision to hire may.be held
personally accountable for a wrong decision. Insofar,
it is clear that the consequences of hiring could be
severe depending on the organization and the position
to be filled. Such issue is unlikely to be revealed in
paper people experiments because, a lot of times,
subjects would simply perform'the reviewing exercise
with “no strings attached” to it. This being the case,

decisions made according to screening paper people may
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not be compatible with decisions made in organizational

settings.

In this vein, the author encouraged researchers to
work on longitudinal designs. Over time, the
experimenters would be able to receive feed back along
the line of investigation. Adjustment can be made
accordingly. One time experiments conducted in
laboratory environments are unlikely to be able to
capture all the variables that are present in

organizational settings.

In sum, there are no firm evidence that would
completely dismiss the validity of experimental
research results. Yet, such type of research should be
conducted with great care. The résearch settings
should be comparable to that in real world situations.
The tasks involved for the subjects should be
compatible with what they are given. Results from one
single experiment probably would not provide a
comprehensive view of the complex environment within

which the dynamics of interviewing take place.
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Appendix 2

Extroversion and Introversion: A Personality Trait

Extroversion-introversion is one dimension of
personality that psychologists have been studying for a
long time (Morris, 1979}. Such personal
characteristics have been related to various phenomenon
including individual scholastic performance,
motivaticnal drive, tendency to commit crime, and

vocational choice, just to name a few.

Traditionally, extroverts tend to direct their
energies more towards the outside world. On the other
hand, introverts are believed to direct their energies
more towards their insidé world (Lynn, 1971). Eysenck,
a prominent figure in personality research, described
extroverts and introverts as the following: “Extroverts
are sociable and impulsive individuals who like
egcitement and who are oriented toward external
reality, while introverts are gquiet, introspective
individuals who are oriented toward inner reality and
who prefer a well-ordered life {Ryckman, 1989)”. 1In
addition, he characterized extroverts as “..lively,
seeking novelty and change, carefree, and emotionally
expressive. In contrast, the introverts are

.intellectual, well ordered, emotionally inexpressive,
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and value oriented; prefers small groups of intimate

friends;

and plans well ahead” (Eysenck, 1976).

An important point to notice is that extroversion

and introversion are not two distinct concepts.

Instead,

they are two ends on a continuum {Lynn, 1971}.

Consequently, it is difficult to describe an individual

with one label or the other. However, this personality

trait can be measured with quantitative tools that

would result in an indication on which end on the

continuum an individual is more inclined to.

The following is a summary of some behavioral

patterns that researchers have found on extroverts and

introverts:

l.Extroverts prefer vocations involving

interactions with other people whereas
introverts tend to prefer more solitary
vocations. Extroverts seek diversion from
job routine whereas introverts have a

lesser need for novelty.

.Introverts do better in school than

extroverts, particularly in more advanced
subjects. Also, students withdrawing from
college from academic reasons tend to be
extroverts whereas those who withdraw for

psychiatric reasons tend to be introverts.
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3.Extroverts are more suggestible than
introverts.

4 ,BExtroverts more often chose to study in
library locations that provided external
stimulation that did introverts.

5.Extroverts took more study break than did

introverts (Pervin, 1989).

Finally, one should not be confused with the
reasons of studying personality. The dimension
extroversion-introversion serves NoO purpose as an
indicatidn of a person’s well-being. Rather, as stated
in the previous paragraphs, learning about personality
can help us to understand, predict, and control

behavior (Morris, 1979).

Having gained a brief understandind of the concept
of extroversion-introversion as a pérsonality trait,
please answer the following questions 1n your Own
opinion. Please do not discuss your answer to anyone
as this will affect the final outcome of this exercise.
In addition, this exercise is not meant to be
exhaustive. You are asked to simply give your instant

response to the questions.

It is believed that an individual possessing a

particular persconality trait displays a particular
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pattern of behavior. 1If this 1s the case, in your
opinion, what leisure activities/hobbies would
extroverts and introverts engage in? (the answer is
expected to be a list of items that instantly come to
your mind, please feel free to include anything that
you can think of) For the purpose of answering this
question, leisure activities/hobbies refer to the
activities that a person would do outside of regular
work which may be a full time job or work involved as a
student. For example, some people prefer to do things
in groups such as playing sports. Likewise, some may

choose to do things on their own such as reading.
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Appendix 3

The Actual Instrument Used in the Experiment

\b’
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NOTES FOR THE RECRUITERS

Instructions

Supposedly, you have been hired by the Transworld Freight Company as a
recruiter. Your job is to evaluale the job applications according to the information
given to you. First of all, you should read the information on the company, the
position to be filled, and the reviewing process in the following sections. Having
done that, you can begin to evaluate the application forms. You should fill out one
evaluation form afier reviewing each application. Please do not rush through the stack
as this may affect the accuracy of your evaluation. Finally, after you have finished
evaluating the applicant, you should fill out the company and personal data form and
return the completed packet using the enclosed envelop.

The Companv

Transworld Freight Company is the leader in providing containerized cargo
transportation service in the Transpacific Trade. We are committed to provide our
customiers with quality service through our highly motivated and productive work
force.

The Position

Our company is currently seeking applications for management trainees to join
the management team. The successful candidate witl be trained to play the role as a
generalist 1o implement management programs and provide all spectrum of
management services (o enable the organization to more effectively manage its
employees.

The candidates are expected to possess the following qualities:

1. A bachelor degree, preferably in the area of business sludies.
2. Potential to assume managerial responsibilities.
3. Intelligent and hardworking.

The Reviewine Process

Past experience indicated that such kind of positions are very popular for fresh
graduates. Therefore we have decided to recruit through the University. The
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selection process is divided into two phases. At the first phase, a group of poteniial
candidates will be selected to come to an on-campus interview, On the interviewers®
recommendation, suitable individuals will be invited to come to the second interview.
Because of the large number of applicants, preliminary application forms have bean
distributed through the Career Office of The Hong Kong Polytechnic University.

The first batch of sixteen applications have been retumed to the Career Office.
These personal profiles are to be screened to pick the right candidates for their first
interview. Your job is to rate the applicants. Since the final decision to make
interview offers will be based on the aggregate ratings from a large number of
reviewers, you should feel frez to render your opinions on the applicants. Though
there might not be sufficient information for every question in the evaluation form,
you are strongly recommended to answer all of them, by your first impression if
necessary. ' -

In an effort to maintain consistency among different reviewers, the znached
application evaluation forms will be used by all reviewers. The evaluation forms are
designed to give brief indications on the applicants' perceived abilities as required for
the position.  Finally, no selection quota has been set. In other words, the revizwers
are nol bound by any quantity constraints.
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APPLICATION EVALUATION FORM

Tosition Applicd For: Managzment Traince

Applrcant's Name:

Plzase indicate how you peresive the applizant’s ability for the position according 1o the folfowing dimensions.
1= ven good; 2= goud; 3 = average, 4= poar; § = very poor)

Quatification Mateh: the relevance of edusarional backgraund 1 2

Interpersanal; the eapacity 1o interact with and celate | 2
1o others

Leadzrship: the eapacity 1o dire:L, coatrol, and 1 2

courdinale pthers

Mutivation: drive and level of eneray 1 2

| Feel that | would probably

like this person very much.

like 1his person.

like this person to a slight degres.

ncithes particutarly like nor particutarly distike this person.
dislike this person 10 a slight degrez.

disliks this pesson.

O 0 oao oo

dislike this person very much.

Would you recemmend this 2pplicant for interview?

Definiiely would net secommend efTering fnlerview.
Would net recommend offcriag imerview.

Keutral.

Would recommend offering interview,

O o o o

Definitely would recommend offering interview,
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APPLICATION FORM

hal r —
Name: . ~i .1
tEagish) Cheung Siuy La n (Chinese) R .‘

AR 1209 Blk 2, Hono Kong

Telephone
(Hom:) 2 S 2 3

(Oice)

Date and Plsce of Birh: Hona Kong

Geader: Female

Position Applied for:

Mznacemant Trainee

Qualificanan:

lastination Qualification Exned Frem To
Hong Kong Polvtechnic B.A. (Hops,) 10/94 £/97
University Business Studies
Rzlevant Experience;
Comzany Position Held Frem To
Hayes (Asia Pacific) Ltd. Part time 11/94 10/95

a2dministrative

assistant

Hobdies Interest:

Playing vollevball; committee member of the Student

Union

Crher Achicvemenr:
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APPLICATION FORM

Nl F. -
PR NS -
ey Leung Yin Feng (Chunese) ST U
“Adéress ; ’ - , Rocth Foint, Hoay Kong
Telephone
{Homs) 2578 . (OfTice)
Diate and Place of Binth: . Gendz:rr Female
Position Applicd for;._Management Trainee
Qualificanen:
Instirution Qualificstion Earncd From To
H.K. Polytechnic Univ, B.A. (Hons.) 10/94 6/97

Business Studies

Relevant Experizsace:

Company Position Held From Te
Allianz Cornhill Insurancel Assistant Claim 7/95 §/96
Cfficer (part
time)
Hobbics Tatesest: Reading; writing at free time

Othze Aedievemeat:
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APPLICATION FORM
R 1
Namz , EE—A A I
,'gj:th,\ Tam %Wai Hong B (Chinese) ‘,,F? v ‘ﬂ\
ddress J/cr EBlock B, Kowloon
Telephone:
(Home) 2381 (Cffice) .
Date and Place of Bink: . Hong Kong  Gedsrm  Male
Pesition Apglied for;  Management Trainee
" Quahficanon:
Ingtincion . Qualification Eamed From To
The Hong Kong Peolytechnic B.S.W. (Hons.) 10/94 6/97
University Social Work
Relevant Experience:
Cemzey Position Held Feom Ta
The Hong Kong Polytechnic Research helper 11/94 10/95

University {oart time)

Hobbiss lesest outting/cemping; member of St. John Ambulance

rssociation

Onhes Azhievement.
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APPLICATION FORM

Name. . c Tae LAt
1EAgliN Yip Kal Chung (Chinese) S e A
adaress. C1S/F Ylhas G howloon
Telephant:
{Home} 2796 (Office)
Datc aad Place of Birth: .. . Eong Kong Gender: Male
Position Applied for: Management Trainee
Qualification;
Instiretion Qualification Eamed Frem Ts
Hono Xonpo Polvtechnic B.A. (Bons.) 10/94 6/97
.University . Business Studies
Relevant Experisnce;
Compeay . Position Held From To
Hvoerion Software Co, Ltd.l Office Assistant] 11/91 10795

{part-time)

HobbiesTmerest Enjov _reacding; water colour painting

Other Achievement
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APPLICATION FORM

- .
Name .o \“_;‘ =, Mt
Eoghshe  Luil Kem Fong (Chanzse) SRR
Address " Flat &, Kowloon
Telepheas
(Hemne) 2366 (Qi:9)
Dase and Place of Banh . Hong Kong OGeader Female

Positicn Anzslied forr. ~ Manacement Trzines

Qualificaicn:
insticetion Quakifization Exmed 2ad Scholattic From To |
Standiec
Hoac Kona Polvtechnic B.Sc. (Hons.) 10/64 6/97
University Geography
Rsievan: Experiznce:

Company Position Heid Fiem Te
Prudential-2ache part-time bill 4/66 present
Securities checker '

Hevhiss lueest: Karaoke; playing basketball

Oher Achiss ement:

129




_7”._ world :7"-;4/.( (’omp-'m.'

APPLICATION FORM

-
- - :
Lai Chi NMi ng (Chiaess) AN
3 doren . Ehanchal Stroct, ROW1OIN
elephane -
dHaned 2782 (Oficed
Dae and Pzt of Biah Male

Eong KOng Gead:i

Management Trainee

Posiien Azpied (o

Qualificaticn

Institution

Qualisizatiaa Exmed From To

H.K. Polvtechnic Univ,

3.A. (Homs.) 10/94 6/97

Business Studies

Relavair Expiriease

Company Position Held Fiom Te
Hong #ong Bank Telemarketer 3/95 3796

{part-time)

HobbiesTnizen, Playing basketball; Stucdent Union committee men

Qiher Actunzmia
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APPLICATION FORM

Vo2, -
Name' . . . ) i T
(Eezsty  Tsang Tak Pul {Chiazse) -,
RERIFIe ] iy, Byiic hang
Telephone:
tHeme) 2832 {Office)
Date and Piace of Binh: Eona Kong Gender Mala
Positien Apphed for,___Hl2Ragenent Trainee
Qualification:
Instinution Qualificstizn Eamed From To
H.K. Polytechnic Univ. B.Sc. (Hons.) 10/94 £/97
History
Relevant Enpesience:
Company Pesition Held From Ta
Schmicdt & Co. Ltd. Accounting Clerk 6/94 8/95
(part tine)
Hoshiestmerssz Cultivate pot plants at home: studv astropogy as 2

hobkbie

her Athngvement
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APPLICATION FORM
Name; . Ay T
(Englym Chol Yin Yu (Chinzse) VRSO -
Adaress. : e Hong hong
Telephone:
(Heme) 2873 {Office)
Daue and Plazeof Bith: - ¥ong Kong Geederr Femele
Position Apzlied for.  Menacerent Trainee
Qualificasion:
Iastitetion Qua]iﬁc.aﬁan Eamed From To
E.K. Polytechnic B.Sc. (FEons.) 10/94 6/97
University Psychology
Relevaat Experience;
Compaay Position Held From To
Kerrv Properties Linmited part-time office 8/96 present
assistant
Hotrieslmenss  Visit bookshoos and librery; photography

Crher Ackire
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Appendix 4

Manipulation Checks Routine

Did you consider gender as a factor when answering

the question?

If the answer for gquestion 1 is no, were you aware
that there are both male and female applicants in

the batch?

Did you consider educational background as a

factor when answering the question?

If the answer for question 3 in no, were you aware
that some of the applicants have business degrees

while the others don’t?

Did you notice that all applicants have put in
some form of hobbies/interests in their

applications?

If the answer to question 5 is yes, would you
think hobbies/interests can be related to
personality? Fér example, what kind ot
personality trait can be related to
working/playing with computer, cultivating pot

plants at home, studying astronomy, photography,
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reading, painting, and writing? Likewise, what
kind of personality trait can be related to
karacke, playing sports, active participants in

school/community activities, outting/camping?

Did you consider the issue in guestion 5 as a

factor in answering the gquestion? In this regard,
are there any differences for male or female? For
example, would you consider certain personality to

be more acceptable for male or female?

What factors do you consider to be most important?

Any final comments?
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