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ABSTRACT 

Peson-organization fit has k e n  proposed as  a key issue for organizational goal 

attainment, yet research on considerations of applicant-organYation fit in the assessment 

of job applicant résumés does not exist in the published literature. However, résumé and 

job application fom screening has been poshllated to be the most prevdent employee 

sekction process. The present program of research examined job-specific and 

organizational fit impressions gained by human resource professionals from résumés and 

the impact of such impressions on résumé screening decisions. Three field studies were 

performed with practicing human resources professionals, examining the influences of 

job-specific and organizational fit impressions on résumé screening decisions with 

survey, expert rater, and expenmental approaches. Results indicated that humau 

resources professionals look for both applicant-job and applicant-organization fit in 

résumé screening, rate them reliably and relatively distinctly, and make résumé screenhg 

decisions that refiect differences in both applicant-job and applicant-organizational 

congmence. Survey data indicated that although human resources professionals regarded 

skills-related aspects as the most important indicators of applicant-organization fit in the 

overall hiring process, each of four other aspects of applicant-organization fit 

(personality-culture fit, values congruence, goals-opportunities fit and indusîry fit) was 

rated as highly important in establishing such fit. Industry fit (i.e., fit between an 

applicant's experience and the target organization's industry) was regarded as least 

important in establishing applicantsrganization fit. As predicted, indicators of applicant- 

organization fit were regarded as  most important or useful in esîablishing fit for manager 
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and experienced professional job categories, when compared with experienced technical 

support, enûy-level university graduate, and entry-level MBA types of jobs. The former 

position categones are less constrained by supe~s ion  / monitoring, mies, and job-rdated 

procedures, and it was anticipated that applicant-organization fit would be more 

important for these types of jobs. In a second study, hurnan resources professionals were 

found to rate applicant-job fit, applicant-organization fit, applicant-job focus and 

applicant-organization focus reliably in achial résumés. The results of the second sîudy 

dernonstrated the importance of impressions of applicant-job and applicant-organization 

fit in résumé screening decisions for an experienced technical support position, whereas 

in the third study, a résumé screening expriment with an entry-level university graduate 

job, actual applicant-organization fit influenced ratings of interview likelihood to a 

significant extent. Overall, the fmdings of these studies point to human resources 

professionds' beliefs in the importance of applicant-organization fit in hiring. At the 

résumé screening stage of hiring, the importance of acnid appiicant-job fit and actuai 

applicant-organization fit in screening outcornes was strong, and such differences dso led 

to differences in rated impressions of applicant-job fit and impressions of applicant- 

organization fit. Findings supportai predictions of Schneider's (1 987) ASA framework. 

Keywords: Impression Formation 

Person-Environment Fit 

Job Applicant Screening 

Personnel Selection 
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CHAPTER 1: Introduction 

Beginning sometime after the second human inhabiteci the earth, people have 

been concerned with the impression and impact they make on others, especially on those 

who control desired outcomes. Even in the animal kingdom, there are numerous 

examples of be haviors that serve to convey messages of dominance, strength, submission, 

courtship, etc. (Wirner & Wimer, 1985). Among homo sczpienr, thoughts, feelings, 

beliefs, values, attitudes, motives, and personality traits often are relayed inaccurately in 

interactions with others (Jones, 1990) - There are several rasons for inaccurate self- 

presentations. One may attempt to disguise the true nature of such characteristics in order 

to obtain a favorable (albeit undeserved) outcome fkom an interaction, one may present 

oneself in a self-handicapping manner to protect one's ego from the attributional 

consequences of going ail out yet failing to achieve one's goals in the interaction (Arkin & 

Shepperd, 1989), one may not be fdly conscious of one's underlying traits, feelings, 

values, and attitudes, or one inadvertently may present oneself in a manner inconsistent 

with such inner aspects, unaware of the impact that certain words or behavioe have on 

others due to cultural differences or poorly developed social judgment processes. 

Because of the general unreliability and poor validity of another's self-presentation as a 

predictor of that person's m e  self, people are concemed with "seing through" the self- 

presentation of others in an attempt to evaluate their legitimate personal characteristics 

and motives (see Fiske & Taylor, 199 1 ; Schlenker, 1980). In face-to-face interactions, 

verbal, paralinguistic, and nonverbal cues are used to predict these "inner" aspects in 

others. In written self-presentations, such cues may be more subtle, but they could 
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include writing style, content, visual presentation, and congruence with the audience's 

interests. 

The importance of accurate impression formation of job applicants is apparent in 

employment selection. However, this goal is elusive. In the context of the employment 

interview , there is empirical evidence that nonverbal, paralinguis tic, and substantive 

applicant self-presentation tactics a u e n c e  interviewer judgments (N.R Anderson & 

Shackleton, 1990; Baron, 1983, 1986, 1989; Fietcher, 1989, 1990; Forbes & Jackson, 

1980; Gifford, Ng, & Wilkinson, 1985; Gilmore & Ferris, 1989a; HoUandsworth, 

Kazelskis, Stevens, & Dressel, 1979; Irnada & Hakel, 1977; Kacmar, Delery, & Ferris, 

1992; Parsons & Liden, 1984; Riggio & Throclanorton, 1988; Stevens & Kristof, 1995; 

Tessler & Sushelsky, 1978; Young & Beier, 1977). Interview vaIidity is enhanced 

substantidly by increased interview structure (at least to an asymptotic level), as indicated 

in meta-analyses by Huffcott and Arthur (1994), McDaniel, WhetzeI, Schmidt, and 

Maurer (1994), Schmidt and Rader (1999), and Weisner and Cronshaw (1988) and in 

research by Carnpion, Purseil, and Brown (1988). It is likely that one of the effects of 

interview structure is a reduction in applicant control, limiting opportunities for the 

applicant to engage in both planned and spontaneous impression management tactics. 

Whereas much selection research has concentrated on the interview, the most 

common initial self-presentation made by job applicants to an organization is wntten, 

consisting of a résumé and/or completed application form, with the former often 

accompanied by a "cover" letter of application (Weneman & Heneman, 1994; Levine & 

Flory, 1975). Levine and FIory (1975) contended that résumé or application fom 
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evaluation is the most fiequentl y used ernployment selection technique (but see aiso 

Arvey & Carnpion, 1982) and estimated that in the United States, over one billion 

résumés and job application forrns were prepared by job seeken and screened by 

organizational representatives annually. That was over two decades ago, and the numbers 

presumably have increased since then. Although résumés may not be a major 

consideration in final selection decisions, they are used widely to screen out applicants 

from m e r  consideration early in the selection process (Gatewood & Feild, 1990; 

Levine & Flory, 1975). In cornparison to the employment interview, there is much less 

publisned research about impression management tactics in the résumé, and even less that 

is relevant to impression formation in résumé screening. Such academic study is 

important, as a recent article in the popular business press estimated that 10 - 30% of job 

applicants present distorted or false credentials on their résumés (Greengard, 1995). 

Rynes (1993) has discussed the likely prevalence of job applicant distortion and other 

impression management tactics in written and interview self-presentations, dong with the 

potentially detrimental effects these tactics may have on selection validity. To date there 

have been a few studies on résumé style and its impact on résumé evaluation (Bird & 

Puglisi, 1986; Helwig, 1985; Ryland & Rosen, 1987). A few other studies have 

investigated the effect of résumé/appIication fom content variations in credentials on 

reviewer evaluations (Gilmore & Fems, 198%; Rasmussen, 1984; Tessler & Sushelsky, 

1978), and to date only one published study has addresseci résumé content (biodata) 

influences on recruiter screening decisions (Brown & Campion, 1994). Funher, as will 

be discussed in greater detail later in this paper, these published studies barely have 
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scratched the surface of the myriad of meaningful research questions for investigation 

into résumé screening. Although the screening of résumés is a widespread employrnent 

selection practice, perhaps even the most common one (as argued by Levine and Flory, 

1975), it is an area that has received very Iittle research attention. 

At each stage of the selection process, study of the influences on selection 

outcomes is criticdly important from the perspective of the job applicant as well as that 

of the recruiter, hiring manager, and organization. In recent years the prevalence of 

global competition, corporate downsizing, restructuring, and enhancements to office and 

production technology have combined to displace large numbers of workes (see Cascio, 

1995). Many, having occupied senior positions, now face a shninken market for their 

skills in today's delayered organizations. Mers find that their skills have become 

outdated in the face of increased technological sophistication or shifts in corporate 

culture. In addition, Cote and Ailahar (1994) have outlined the M ~ c d t i e s  that new Iabor 

market entrants face in obtaining desirabie work opportunities in the late twentieth 

century. Whereas writers such as Offermaun and Gowling (1993) predicted that 

employers face a looming skills shortage among job applicants, the curent reality is that 

for many occupational categones that are not technology-intensive, the supply of labor in 

Europe and North Arnerica exceeds its demand (Gunter, Furnham, & Drakeley, 1993). 

This translates into more job applicants. More job applicants means more résumés and/or 

applications to screen on the recniiter's part, as well as increased competition at the first 

hurdle of the selection process for the applicant. Even in occupational categones that are 

in dernand, applicants may want to increase their chances for selection for the most 



5 

desirable positions. It is important to displaced ernployees, to young people Wng to 

enter the job market, to people competing for highly desirable positions, as weII as to the 

various providers of services to people in such positions, to discern how a résumé gets the 

attention of and makes the best impression on a recruiter or hiring manager. At presenf 

the bulk of what has been written on this subject exists in the popular press and tends to 

be anecdotal ( e g ,  Parker, 1989; Yak, 1994). As noted above, there is little guidance on 

this matter from the existing research literature. 

From the perspective of organizations, the task of choosing among an expanded 

applicant pool to fmd candidates who wil1 "fit" not only the job, but also their culture and 

evolving needs/strategies/goaIs, is becoming increasingly mcult (Gatewood & Feild, 

1990). The stakes are higfier for a downsized organization, as each newly hired employee 

cm have a greater influence on productivity (Greller & Nee, 1989). In addition to the 

sheer volume of job seeker résumés that organizations now must screen in their search 

efforts for many job openings (Gunter et al., 1993), many candidates in the applicant pool 

have had formal coaching and training to hone their wrÏtten and verbal self-presentation 

skilIs. Applicants may have had their résumés ~ritten (totally or in part), edited, or 

typeset for them by a professional career counseling, outplacement, or résumé service to 

enhance the impressions their résumés will make on employers. The impact of such 

assistance on selection validity has not k e n  snidied in the published research literattm. 

Since the initial selection proceçs is usually a résumé screening, this process is likely to 

result in the greatest variance reduction in the applicant pool of ail the selection processes 

that may be employed in a given selection situation. Thus, its influence on selection 
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outcomes can be considerable. VO psychologists have developed more reliable and valid 

interview methodologies (eg ,  Feild & Gatewood, 1989; Janz, 1989; Latham, 1989; 

Schmidt & Rader, 1999), assessrnent measures (see Smith & George, 1994), work sarnple 

measures (see Muchinsky, l986), redistic job previews (e.g., Wanous & Colella, 1989), 

and biodata measures (e-g., Gandy, Dye, & MacLane, 1994; Reilly & Chao, 1982; Stokes 

& Cooper, 1994) to heIp organizations identiQ the "substance" (relative strength of 

factors predictive of performance effectiveness and fit) and to "see through" impression 

management strategies unrelated to workplace success when screening and selecting 

employees. However, I am aware of only five published studies on the impact of résumé 

self-presentation on recruiter evaluations (Brown & Campion, 1994; Gilrnore & Fems, 

1989a; Knouse et al., 1988; Rasmussen, 1984; Tessler & Sushelsky, 1978), even though 

résumé screening has been argueci to be the most widely used selection to01 (Levine & 

Flory, 1975). None of these studies involved consideration of the potentid for applicant- 

organization fit as portrayed in the résumé and its importance in screening decisions, 

although organizational fit is an increasing concern for organizations (Amey & Murphy, 

1998; Borman, Hanson, & Hedge, 1997; Bowen, Ledford, & Nathan, 1996; Kristof, 

1996). The preceding arguments indicate that résumé effects on pre-employrnent 

screening decisions should be of concern to organizations, particularly in terms of 

understanding the dynamics of their impact on impression formation by organizational 

represen tatives. 

The importance of this concIusion was underscored by a field demonstration that 

recruiters' first impressions of an applicant, fomed from a bnef review of an application 



blank and test scores, were directly related to the level of positive and confimatory 

interview behavior on the part of the recruiters in a subsequent interview @ougherty, 

Turban, & Callender, 1994). These fmdings indicate that application and test score 

information may affect interview validity, in addition to their impact on application 

screening. First impressions of résumé content could affect selection validity in a similar 

fashion. In addition, Brown and Campion (1 994) found that organizational recruiters use 

résumé biodata to infer personaiity traits as well as abilities and educationaVexperience 

qualifications. Thus the potential impact of impression formation in résumé screening 

can be far-reaching. 

The existing research literature provides little guidance about the impact of 

résumé content and presentation on the screener's impressions of an applicant or on 

résumé screening decisions. There is some support for the importance of qualifications, 

styldformat, and paper quality in résumé evaluation, but there are no published 

investigations of the impact of wording/ianguage, argument, writing style, or relevance to 

the audience's interests (e.g., job-specific and organizational fit). Of particula. interest for 

the present program of research is the impact of résumé content related to organizational 

concerns on résumé screening outcomes, in addition to the Muence of content related to 

job-specific qualifications and fit. Person-organization fit has become a key concem for 

many organizations in their seIection decisions (Boxman et ai-, 1997; Bowen et al., 1996; 

Kristof, 1996), in part because of a new emphasis on organizational competencies as a 

key strategic issue for organizations. as companies shift from jobs to competencies as the 

basic unit of organizational andysis and selection (see Lawler, 1994). h addition, 
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organizational strategies increasingly are emphasizing key values (e.g., customer focus) 

and cultural considerations (e-g., team focus, flexibility). Performance cntena are being 

expanded to include organizationally relevant aspects contextual to task performance, 

such as organizational citizenship behaviors (Amey & Murphy, 1998; Boman & 

Motowidlo, 1993). Al1 else (e.g., job q ~ ~ c a t i o n s )  king  equivalent, as companies 

embrace such strategies, it is likely that résumés whose content is relevant to key 

organizational needs, issues, values, culture, goals, opportunities, rew ards, and strategies 

will be evaiuated more favorably than those without such organizational relevance. Such 

a prediction would also be made on the basis of Schneider's (1987; Schneider, Goldstein, 

& Smith, 1 995) Attraction-Selection-Attrition (ASA) framework. 

In Schneider's ASA framework, a strong pull toward organizational homogeneity 

is considered to exist in workplaces, achieved through progressive restriction in the range 

of variation from the population of potential job applicants, to the actual applicant 

sarnple, to the sample selected by the organization, and fmally to the sample left &ter the 

more dissidar organizationd members tend to leave the organizational ranks, of their 

own volition to seeWaccept more compatible organizational cultures or as a result of 

organizational action. Résumé screening is a major step in this progressively restricted 

range of variability. At the heart of these processes are goals, according to Schneider, 

initially those of the organizational founder(s) and evolving to the current goals of the 

organization and its members. Therefore, Schneider's framework would predict that 

applicant focus on and explicitly stated compatibility with organizational goals, and on 

what the organization is perceived to need to achieve those goals, will result in more 
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favorable selection outcomes. This model also predicts that individuals whose goals can 

be met by a particular kind of organization are more likely to be attracted to and selected 

by such an organization. In addition, compatibility between an individual' s personality 

and a company's culture, and between an applicant's and a company's values, should 

improve one's screening success, according to the ASA fkamework. The importance of 

such applicant-organization congruence in goals-oppominities, penonality-culture, and 

values is also addressed in Knstof s (1996) model of person-organization fit. This will be 

discussed in more detail later in this paper. 

The continuum process model of impression formation proposed by Fiske and 

colleagues and the dual process model of Brewer hold that category confimation 

impression formation processes predominate over attribute-by-aîtribute analysis, to the 

extent that the perceived amibutes readily fit an available cognitive category (and 

provided that motivation for impression accuracy is not paramount; Brewer, 1988; Fiske 

& Neuberg, 1990; Leyens & Fiske. 1994). At the early stage of the selection process in 

which résumé screening initialIy occurs, the motivation for screening accuracy is likely to 

be less pronounced than in the final stages of selection. Whereas the consequences of 

résumé screening decisions can mean loss of an opportunity for an individual applicant, 

from an organizational perspective, résumé screening decisions, although necessary, have 

limited risk (provided that the appIicant pool is sufficiently large). It would seem that 

motivation for impression accuracy is likely to be of less importance than efficiency of 

the process, and therefore category confirmation would be the impression foxmation 

process used predominantly in résumé screening, according to the Brewer and Fiske and 
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Neuberg models. Thus, given equivalent qualifications, presentation of résumé content in 

a way that makes confimation of an organizationaiiy desired category more 1ikeIy shodd 

be predictive of a more favorable screening decision. For example, an organization may 

value effective team skills because of a strategy to use mdtidisciplinary project teams 

extensively. In this example, résumé content that reflects team orientation would be 

expected to improve screening outcornes by increasing the probability of "team 

orientation" category confirmation, and therefore also the Zikelihood of a favorable 

screening decision. Another organization may have a need for ernployees who can work 

independently because of factors such as geographic dispersion of the workforce (e.g. 

telecommuting/work-at-home settings, geographic isolation of consulting or sales staff, 

branch network or multinational structure). In such situations, résumé content that 

emphasizes or indicates success in independent work should increase instances of 

confirmation of a "can work independently" cognitive category. Whereas such 

characteristics may be needed to perform a given job the way it is supposed to be 

performed in a given organization, they rnay not be required to perform that job as it is 

perfonned in other organizations, making such characteristics indicative of organizational 

fit rather than job-specific fit (see Kristof, 1996). Categories likely to be important in 

impression formation of job applicants include congruence between applicant goals and 

organizational opportunities, between applicant and organizational values, and between 

applicant persondity and the organizational culture, according to Schneider's ASA 

framework. These categories are addressed in Knstof s (1996) mode1 of person- 

organization fit as well. 
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The major thesis of the present investigations is that résumé content indicative of 

organizational fit concems, as weU as concems for job-specific qualificationslfit, will 

predict favorable résumé screening outcomes at the hands of organizational 

representatives involved in selection. The proposed rnechanism of the predicted P-O fit 

phenornena, in accordance with Schneider's ASA framework and supported by Kristof s 

mode1 of P-O fit, is that résumé biodata that signals congruence with organizational 

culture. values, industry, and opportunities will lead to more favorable applicant 

impressions in résumé screening. P-J fit is predicted to be important due to its traditional 

importance in employee selection (see Borman et al., 1997). Applicant focus on job- 

relevant and organizationally-relevant biodata is also likely to influence résumé screening 

success. This would be due to the greater Likelihood of c o n f i g  cognitive categories 

relevant to an "ideal" candidate prototype. 

The primary framework upon which this thesis is based is depicted in Figure 1. 

A distinction between potential for job/organizational fit and joblorganizational focus in 

résumé presentation may be noted in F i p  1. An applicant rnay focus on aspects 

relevant to job or organizational fit considerations, yet present résumé evidence of such fit 

that is not convincing to the résumé screener. In another case, an applicant actually may 

have high potential for fit with an organization's culture, values, and opportunities, yet 

not focus on such fit aspects, presenting his/her background and goals in a more general 

rather than organizationally-specific manner. Thus, such a distinction seems warranted. 



Résumé self-presentation * 

Evidence of Applicant- 
Job Fit 

Applicant-Job Focus 

Evidence of Applicant- 
Organization Fit 

Hinng representative =* 

impression foxmation 

+ Potential for Job- 
SpeczjTc Fit 

Potential for 
Organizational Fit 

Résumé screening 
outcorne 

Continue to consider 
for selection 

Cease to consider for 
selection 

Figure 1. Framework for the program of research. 
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Résumé evidence of applicant-job and applicant-organization fi t ,  as well as applicant self- 

presentation focus on job fit and organizational fit categories, are proposed to influence 

the impressions that résumé screeners form of an applicant's potential for fit on these two 

dimensions. These impressions, in turn, are predicted to influence résumé screening 

outcomes (continue to consider for selection / cease to consider for selection). 

The nature of impression formation will be examined next, foIlowed by a review 

of the existing literature on the relationship between résumé presentation and the 

impressions formed by the résumé evaluator, including screening-relevant outcomes that 

follow such evduation. Résumé screening involves impression formation processes. 

Consequently, the present research prograrn is infomed by impression formation theory, 

although it does not test predictions of this body of theory. The following theoretical 

discussion is designed to establish that people do form impressions, and that these are 

used in decision making. 

Impression formation: The conceptuai domah 

To understand the ways in which applicant self-presentation can impact a 

recruiter's judgment, it is important to consider the processes involved in impression 

formation. Sociai cognition theonsts tend to group into schema-drivedcategory-based 

processing (folIowing from the legacy of Asch) or attribute-drivenlperson-based 

processing camps, in accordance with the theoretical perspectives of Anderson -yens & 

Fiske, 1994). However, dual process theories (or in the Fiske et al. theoxy, a continuum 

mode1 with the two processes as poles) have emerged more recently, proposing 

contexnial and goal-driven predictors of which of these two processes will predominate 
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(e.g., Brewer, 1988; Fiske & Neuberg, 1990; Kun& & Thagard, 1996; Leyens & Fiske, 

1994). Although these impression formation theories were developed to ded with 

stereotypicai social-cognitive categories (e.g., those related to gender) and impression 

formation processes, spreading activation network theones (e-g., J.R. Anderson, 1983) 

and semantic hierarchy theories of information processing (e.g., R.C. Anderson, 1978) 

would support the argument that prototypical categories would work in a similar fashion 

to stereotypical categories. 

Fiske and her colleagues (Fiske & Neuberg, 1990; Leyens & Fiske, 1994) 

acknowledged that both categoncal and assimilation-of-individuating-attributes processes 

are used in impression formation, but proposed that there is a continuum rather than a 

clear distinction between the two types of processes. Category-based impression 

formation has prirnacy over individuating attribute-focused processes. The latter requin 

more attentional resources. Schernas, on the other han& are the templates for categorical 

processing. They allow pattern- or profile-based processes to guide impression 

formation, requiring less attention and resulting in more automatic and efficient cognitive 

processing. Available information and the perceiver's motivation affect the extent to 

which impression formation proceeds primarily by caîegorization or by integration of 

perceptions of individual attributes. To the degree that available information readily fits 

into a category that the perceiver has available, category confîîation occurs. When there 

is a partial fit, category confirmation or recategorization rnay occur. When the agent's 

perceived attributes do not constitute a reasonable fit to an available category, attribute- 

by-attribute analysis is likely to take place (to the extent that the perceiver is motivated by 



15 

a desire for accuracy to do so). The perceivefs motivation to be accurate in his or her 

impression of the agent determines whether categorical or amibute-based processing wiIl 

predominate; a higher motivation for accurate perception will increase the likelihood that 

the perceiver will integrate perceptions of individual attributes in forrning an impression 

of the agent. 

Brewer's (1988) dual process model, on the other hand, contends that either 

categorÎcaI or individuating processes are used by a perceiver when an impression is 

fonned. Brewer does agree with Fiske and her colleagues that a categorical process will 

be used if the motivation for accuracy is not suffcientiy high. 

Kunda and Thagard (1996), like Fiske and her colleagues and Brewer, propose 

that both categorical (called stereotyping in their fnmework) and individuating processes 

are used in impression formation. However, Kun& and Thagard contend that the two 

types of processes are both used in impression formation, with impression formation 

guided by spreading activation through a network of cognitive nodes of information about 

stereotypes (cognitive categories), traits, and behaviors. Their theory also differs from 

those of Fiske et al. and Brewer in that Kunda and Thagard do not regard categorical 

impression formation as the primary impression formaiion process. 

These three latter impression formation theones agree that categorical impression 

formation is used extensively when people form impressions of others. Brewer and Fiske 

and her colleagues regard categorical impression formation as the predorninant 

impression formation process, whereas Kunda and Thagard do not acknowledge the 

dominance of categoncally-baseci impression formation. 
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In personnel selection, motivation for accurate person perception is likely to be 

high overall. It is also likely to be higher for positions that have a greater impact on the 

organization (e-g., managers and professionals, as opposed to support or entry-level 

roles). However, early in the selection process when résumé screening initially occurs, 

there is more variability in the applicant pool and less need for fine distinctions among 

applicants, even for roles that have greater potential for organizational impact. According 

to the Brewer and the Fiske et al. theories of impression formation, recruiters would 

engage in more category-based impression formation at this point and increasingly in 

attribute-based impression formation in the latter stages of the selection process. In 

addition, the outcome consequences for the organization are less important in résumé 

screening, as other evaluations of the surviving applicants will occur before a final 

selection decision is made. From the organization's perspective, the nsk of false 

negatives (inappropriately screened-out applicants) is tolerable as long as there is an 

appropnately large pool of applicants with the required qualifications or provided that 

screening decisions can be reconsidereci. With sufficient numbers of qudified applicants, 

therefore, category-based impression formation would be more likely to be used by 

recruiters in forming impressions of applicants in résumé screening, according to this 

extension of the Fiske and Neuberg (1990) and Brewer models. Many authors have 

predicted a looming skiils shortage, at least in North America (Johnston, 1992; 

Offermann Br Gowling, 1993). Given selection situations in which there are small 

applicant pools and difficulty in finding requisite skiils andlor organizationally dssired 

characteristics (values, personality, goals), it is conceivable that attribute-hased 
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impression formation may become more prevalent However, an oversupply of labor in a 

given field or labor market (see Gunter et aI., 1993) makes such a situation fess likeIy. fn 

addition, whenever a recruiterlinte~ewer encounters a clearly unsuitable applicanf 

impression formation would be likely to proceed on a categoncal basis. Given the 

proposed Iikelihood of categorical processing in résumé screening and the more limited 

information processing that is involved in categoncal processing (as opposed to the less 

efficient attribute-by-attribute processing), applicant-organization focus and applicant-job 

focus should be important considerations for applicants atîempting to be categorized as 

suitable candidates by recruitem 

Additional support for the above arguments cornes frorn research demonsîrating 

that employment recruiterslinterviewes hold an image, prototype, or implicit penondity 

theory of an ideal candidate (e-g., Motowidlo, 1986; Jacksozl, Chan, & Stricker, 1979; 

. Rothstein & Jackson, 1980; Rowe, 1989), which could be considered as a schema or 

category. That such a categoy-based applicant screening process is involved in 

employment selection evaluation has received empirical suppoa fiom Rothstein and 

Jackson (1980) and Jackson, Peacock, and Smith (1980). Fiske and colleagues (Fiske & 

Neuberg, 1989; Leyens & Fiske, 1994), as weli as Brewer (1988), as discussed above, 

indicate that impression formation will proceed by category confirmation to the extent 

that information available to the perceiver fits an accessible category and if motivation for 

accuracy is not sufficiently strong. Therefore, applicant-job and applicant-organization 

focus in job applicant self-presentation may function to maximize the applicant's odds of 



suficient category confirmation to achieve a "meets qualifications" or "good fit" 

evaluation on the part of the recmiter. 

A theoretical perspective that would predict the importance of applicant- 

organization congruence (fit), Benjamin Schneider's Attraction-Selection-Attrition (ASA) 

framework (1983, 1987; Schneider et al., 1995)- has significant implications for 

impression formation by organizationa1 representatives in the ernployee selection process. 

This framework would predict that applicant-organization congruence or fit will result in 

more favorable impression formation by organizational recniiters, d l  else k i n g  equal. 

Schneider cornes from the interactionist camp of personality theorists, and a key 

contention in his mode1 is that organizational environments are a function of the types of 

persons who predorninate in the organization (rather than the reverse, as situational 

theorists contend). 

The ASA cycle functions to prornote homogeneity among organizational rnembers 

and restrict variation. The types of people attracted to a given organization will be more 

similar to each other than they will be to job applicants in general. This contention is 

based on a robust finding in vocationai psychology, that people are drawn to different 

careers based on the pattern of their interests and personality characteristics, as well as on 

Holland's (1976) views that career environments can be categorized, that environments 

are shaped by the types of people predominant in them, and that people choose jobs based 

on compatibility between their "type" or profde (interest/personality characteristics 

pattern) and the type of environment in which the job is perforrned. Thus, there is a 

restriction in range of variation among applicants to a particula. organization when 



compared to the universe of job applicants, as certain kinds of people are more likeIy to 

apply to certain types of organizations. Further, the type of people selected by an 

organization will be even more homogeneous than the applicant sample because 

organizations will tend to select employees who are deemed to "fit" the organization, 

which is influenced by the extent to which an applicant is perceived to possess values, 

goals, personality traits and behavioral proclivities that predominate among other 

members of the organizational environment. Finally, those employees who do not seem 

to "fit" the organization will tend to leave, either of their own accord or as a result of 

organizational action. Schneider (1987) summarized his mode1 as follows: 

At the hub of the framework is goals. It is important to remernber that 
goals here are in the head of the founder [of the organization], becoming 
rnanifest through his or her behavior. Thus organizational goals become 
operationalized via behavior, and that behavior, in tum, yields structures 
and processes. These manifestations of goals determine the kinds of 
people who are attracted to, are selected by, and stay with a particular 
organization. Over tirne, persons attracted to, selected by, staying with, 
and behaving in organizations cause thern to be what they are @p. 444- 
445). 

One of the implications of Schneider's h e w o r k  is that job applicant self- 

presentation focus on his or her fit with an organization is iikely to pay off for the 

applicant, to the extent that such focus is based on a good understanding of the 

organization and its members. Applicant focus on aspects of organizational fit in résumé 

presentations would serve to highlight the applicant's similarities to current organizational 

members and fit with organizational culture, appiicant-organization value congruence, 

and the applicant's cornpetencies that are relevant to organizational needs and future 

directions. Thus, applicant research on a target organization should be beneficial, 
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provided that the knowledge gauied from the research is translated into approprïately 

focused job applicant self-presentation. Schneider's framework predicts that applicant 

focus on fit with organizational goals, values, and culture will be particularly effective. 

These organizational features tend to be particularly sensitive to the kinds of people 

leading and working in the organization, according to Schneider, although he contends 

that al1 organizational features, even structural ones, are dependent on the types of people 

who predominate in the organization. Therefore, the categories important in impression 

formation of job applicants include those relevant to applicant personality, values, goals, 

and abilities to achieve organizational goals, according to the ASA framework. 

Organizational concern with person-mgankation (P-O) fit has become 

increasingly prevalent in the past several years (see Arvey & Murphy, 1998; Borman et 

al., 1997; Bowen et al., 1996; Kristof, 1996), and this concern provides another reason 

why an applicant' s emphasis on his or her fit with organizational goals, needs, values, 

culture, and climate should pay off for the applicant. Kristof underscores a contention by 

Fems and Judge (199 l), that applicant impression management tactics can enhance 

perceptions of person-organization fit and thereby influence selection outcomes. To the 

extent that such self-presentation is inaccurate, the actual P-O fit is likely to be lower 

(Kiistof, 1996). However, Kristof goes as far as to hypothesize that any applicant 

impression management tactics will be associated with lower levels of actual P-O fit upon 

hire. But applicant-organizattion focus is an impression management tactic that need not 

involve false self-presentation; it could reflect instead a focused emphasis on the 

applicant's features that demonstrate P-O fit. Aithough Kristof s hypothesis has not been 
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tested, the present author contends that strategic self-presentationd focus would be 

unrelated to lower Ievets of actual P-O fit The research program in the present paper 

does not address self-presentation accuracy. However, Kristof and Fems and Judge did 

assert that impression management tactics cm influence selection outcornes by increasing 

perceptions of P-O fit. The present research did address the relationship between the 

impression management tactic of including biodata indicative of person-organization fit 

in the résumé and its influence on selection-relevant outcomes, 

The preceding analysis of impression fornation and person-organization fit 

frameworks points to the theoretical relevance of recruiter impressions of applicant- 

organization fit for résumé screening outcomes. Given the early stage of the selection 

process at which résumé screening occurs, current theories of impression formation by 

Fiske et al. (Fiske & Neuberg, 1990; Leyens & Fiske, 1994) and by Brewer (1988) would 

predict that category-based impression formation processes wi11 predominate. 

Schneider's ASA framework (1987: Schneider et ai., 1995) wodd predict that these 

categories are likely to inchde categories related to the "personality" or culture of the 

organization and its members, related to the goals of the organization, and related to the 

values of the organization, its founder, md its members. 

Schneider's mode1 seems especially suited to anaiysis of P-O fit issues in 

employee selection for several reasons. Fit, the selection process is central to the ASA 

framework. Secondly, it predicts important aspects of P-O fit in selection decisions, 

whereas other models of P-O fit tend to focus on pst-hire congruence (e.g., Chamian, 

199 1). The andysis of the impression formation theones discussed above mereIy 
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indicates that impression formation in résumé screening is likely to be caiegory-based but 

does not predict which categories will be important in such impressions. Finaily, 

Kristof s integrative model of P-O fit shows that the ASA h e w o r k  has been the 

primary conceptual model that has dealt with employee selection. Thus, the ASA mode1 

is a primary theoretical focus for the present program of research. 

Given that the present research program uses résuinés as the vehicle through 

which to study impression formation, the pertinent empiricai literanire on résumé self- 

presentation now will be examine4 along with selected findings from interview self- 

presentation investigations that are relevant to the present program of research. Where 

possible, findings reiated to the impact of impressions of applicant-job fit and of 

applicant-organization fit considerations on employment screeninglselection decisions 

(outcornes) wilI be stressed, as th is  is a main focus of the current research program. 

However, as noted above, such research is limiteci. 

Empincai evidence pertaining to what makes for a successful résumé 

Style. Stylistic applicant self-presentation behaviors in a résumé could include 

graphies, layout, format, font, paper color and quality. There have k e n  a few studies of 

the impact of stylistic presentational aspects in résumés. Ryland and Rosen (1987) 

investigated the effect of chronological and functional résumé format on personnel 

professionals' ratings of male and female applicants who were seeking a promotion in 

their field, a transfer to a different career field, or reentry into the job market. They found 

that the functional résumé was rated more favorably overall. Follow up tests indicated 

that male applicants using a functional résumé format were rated more favorably than 
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those using a chronological format, whereas there was no difference in ratings of female 

applicants using chronological versus functional formats. Functional résumés often are 

presented in a manner that is more focused on the applicant's career goals or on the 

position sought. They frequendy are designed to be more generally persuasive and less 

detailed (e-g., accomplishments rnay be dairned without reference to what level of 

responsibility or type of position one occupied when the accomplishment was realized). 

These results indicate thaî such a persuasive résumé format is advantageous for men but 

not for women, possibly because work-related self-promotion is either more believable 

for men or more consistent with gender-related role expectations. 

Bird and Puglisi (1986) investigated résumé evaluations by human resource 

professionals and students. Seven résumés were either professionally typeset and printed 

on tan paper, typed and printed on high quality white paper, photocopied in a high quality 

fashion (on photocopy paper), or poorly photocopied (on photocopy paper). Whereas the 

students and professionals did not differ signif~cantly in their ratings overall, a résumé x 

rater group interaction indicated that the professionals rated the pwr quality photocopy as 

significantly worse and the typed and printedwhite paper résumé as significantïy better 

than the others; students did not demonstrate such differentiation in their ratings. These 

results suppon contentions about the importance of résumé style to professional 

recruiters. They dso underscore the importance of conducting selection research with 

professionals rather than undergraduate students in recruiter, interviewer, or hiring 

manager roles. It remains to be determined if such résumé style ciifferences would result 
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in different selection-relevant outcornes (e-g., invitation for interview), as opposed to the 

global résumé ratings that were obtained in this study. 

Helwig (1 985) asked corporate recnxiters to rate each of three résumés differing in 

format (traditional style, qualification bnef, narrative style) on nine 5-point scales: 

identifying information, objective, education, work experience, personal data, references, 

organization, amactiveness, overall rating. The traditional résumé was rated significantly 

higher on each of the scales, with the exception of the "objective" scale, on which there 

was no difference in ratings among the three résumé styles. In addition, the qualifications 

brief was preferred to the narrative résumé style on six of the scales: work experience, 

personal data, references, organization, attractiveness, and overall rating. As was the case 

in Bird and Puglisi's (1 986) research, recruiters were not asked to rate whether applicants 

portrayeci in the various résumé formats would be considered differentially in screening 

outcomes. A major design problem with this study is that content, length, graphical style, 

and writing style differences were confounded with résumé format differences. Thus, the 

results of this study are difficult to interpret, as three résumés differing on a number of 

format, stylistic, and content variables were used. Ryland and Rosen (1987), on the other 

hand (see above), used identical content in their chronological and functional résumé 

formats, although content was located in different places as appropriate for each résumé 

style. 

In summary, the impact of applicant nonverbal and paralinguistic style has been 

investigated extensively in the interview, with relatively consistent demonstrations of 

influence on interview evaluations. In particular, smiling, eye contact, direct and 
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fonvard-leaning orientation of one's torso with respect to the interviewer, speech fluency, 

and facial, vocal and gestural expressiveness have been shown to be related to positive 

interview evduations. On the other hand, very little investigation has ken  conducted 

into the impact of résumé style. Résumé style research has demonstrated that foxmat, 

print, and paper quaiity have a direct relationship with résumé evaluations. To date, 

however, there is no published research relevant to this issue that included résumé 

screening decision measures. 

Substance. There has k e n  less research on the content of applicant self- 

presentation in selection contexts. The relevant research thaî does exist includes oniy six 

studies in which a main focus was résumé self-presentation or content that could be 

indicative of job fit (Brown & Campion, 1994; Culwell-Block & Sellers, 1994; Hakel, 

Dobmeyer, & Dunnette, 1970; Hutchinson. 1984; Spinks & Wells. 1987; Wells, Spinks, 

& Hargrave, 1981). Other studies focusing on the interview have manipulateci résumé 

credentials or biodata, dong with an investigation of the impact of types of content in 

answers to interview questions, with applicant and hhbility evaluations as outcome 

measures (Gilmore & Fems, 1989a; Rasmussen, 1984; Tessler & Sushelse, 1978). 

Some of this research involved manipulation of stylistic as well as substantive aspects of 

the self-presentations. This research on job applicant written and interview self- 

presentation content can be divided into three general categories: 1) studies relevant to 

the impact of presented applicant qualifications, (2) studies relevant to recruiter 

preferences for résumé content, and (3) one snidy that assessed recruiter phenomenology 
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of résumé content (biodata). It should h o m e  clear to the reader that there is a strong 

need for more research on résumé screening. 

Studies of the impact of job applicant self-presentation related to P- J fit. 

One study involved variations in résumé credentials (applicant qualifications) as well as 

applicant impression management behavior in interview statements. Thus this snidy, 

although focused on the interview, is relevant to the impact of both interview and résumé 

content. Gilmore and Fems (1989a) did not find a main effect for applicant résumé 

credentials in MANCOVA analysis of ratings (hiring likelihood, recommended starting 

salary, applicant qudifications. applicant interview performance, adequacy of applicant 

informatioc, and subject-rater's confidence in ratings accuracy) of a videotaped applicant 

with good versus poor academic and experience qualifications for a Customer Service 

Representative position (using rater scores on the Self-Monitoring Scale as a covariate). 

They also inciuded ingratiating applicant impression management statements (giving the 

interviewer a compliment for asking good questions and telling the interviewer that the 

applicant would like to work for a good manager Elce the interviewer) in a composite of 

impression management behaviors that also involved eye contact and smiling nonverbal 

behaviors. There was a positive effect for higher levels of this impression management 

composite on ratings of interview performance and a trend toward a positive effect on 

hinng recomrnendations @ < .07), contrary to the findings of Knouse et al. Although 

Gihore and Fems did not find a sigrllficant multivariate effect for applicant résumé 

credentials on ratings in the MANCOVA, a manipulation check indicated that applicants 

with better résumé credentials received higher qualifications ratings. Dt should be noted 
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that this smdy included an applicant credentials manipulation more subtle than that used 

in the two other employment selection studies involving a manipulation of this dimension 

(Rasmussen, 1984; Tessler & Sushelsky, 1978), as discussed below. In Gilmore and 

Fems' research, both applicants were university students and both had three years of part- 

time work experience; they differed in the relevance of their university major, their grade 

point average, and the relevance of theù part-the experience.] Thus, Gilmore and Fems 

demonstrated that ingratiating inteniew content coupled with positive nonverbal behavior 

had a significant impact on evaiuation of an applicant's interview performance and 

produced a trend toward more positive hiring recommendations, whereas relatively small 

differences in job-related résumé credentials did not resdt in significant differences in 

hiring evduations. 

Rasmussen (1984) included two substantive variables and one stylistic variabIe in 

his study of content in a simulated, videotaped interview: résumé credentials, answer 

relevance to interview questions, and a nonverbal behavior composite. Like Gilmore and 

Fems (1989a), this study, although performed in an interview setting, is relevant to both 

interview and résumé presentations because of the inclusion of a résumé credentials 

manipulation. He found that better résumé credentials and more relevant interview 

answers resulted in more favorable ratings of applicant qualifications. Applicants with a 

high level of positive nonverbal behavior in the relevant answer condition received higher 

ratings than those with a low level of the nonverbal behavior, whereas the opposite was 

true for applicants in the nonrelevant answer condition. Although substance was 

important for ratings of applicant qualifications whereas stylistic behavior was not, as 
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discussed in the previous section, résurné credentials and interview answer devance 

were employed at only two markedly different levels, high and low. It would have been 

surprising if the qualifications ratings task had produced different results, even for the 

inexperienced undergraduate studentlraters employed in this study. The answer relevance 

condition in Rasmussen's research couId be considered a qualifications-related dimension 

m a u s e  it involved answer relevance to interview questions and not to organizational 

goals/cuIture/vaiues), and the nonverbal behavior manipulation was a stylistic impression 

management manipulation. These two conditions interacted in Rasmussen's findings, 

with the higher caliber candidate receiving a higher rating when exhibiting positive 

nonverbal impression management behaviors and the lower caliber candidate receiving a 

lower rating when exhibiting positive nonverbal impression management behaviors. This 

indicates that higher caliber job applicants rnay be able to pull off impression 

management tactics more effectively (and perhaps more credibly) than lower caiiber 

applicants. On the other han& a qualifications x impression management interaction was 

not found by Gilmore and Ferris (1989a) with a more subtie qualifications manipulation 

and a verbahonverbal composite impression management manipulation. The present 

studies allowed examination of such an interaction effect of focus on job-specific fit 

(qualifications) and focus on the huing organization. Applicant focus on how one fits the 

organization may interact with job fit, similar to the interaction found by Rasmussen, or it 

may increase the probability of a favorable screening/sekction decision at al1 values of 

the qualifications spectrum, sirnilar to the manipulation check fmdings by Gilmore and 

Fems. 



Tessler and Sushelsky's (1978) interview study included a "social status" 

manipulation that involved different qualifcations-relevant information (University v. 

high school education, former officer v. nonoffker draftee stahis in the US. Amy, steady 

record of work and promotion at one company versus a variety of previous low-status 

positions with different employers, higher salary history with greater percentage of 

increase over employment history, caliber of individuals used as reference sources). The 

second factor included in their study was level of eye contact, presented at three levels. 

Eye contact is a stylistic impression management manipulation. Each applicant was rated 

on potential effectiveness in a white collar and in a blue collar role. The "high status" 

applicant was rated as significantly more likely to be effective in the white collar position, 

less likely to be effective in the blue collar position, and less Iikely to be satisfied in the 

blue collar position. There was no effect of eye contact Ievel, and the interactions 

between the two independent variables were not significant in ANOVAs on potential 

effectiveness ratings for each position. Although the difference between the "hi@ status" 

and "Iow status" appiicant in Tessler and Sushelsky's study was not quite as extreme as 

that in Rasmussen (1984), as can be seen h v e ,  qualifications ciifferences were 

pronounced, which may have increased the salience of the substantive "status" 

manipulation to the point that the impact of eye contact was marginal. As eye contact is a 

stylistic impression management manipulation, Tessler and Sushelsky's failure to find a 

eye contact x status (credentids) interaction codd be considered to be at odds with the 

results of the Rasmussen study. 
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Three studies reviewed above involved expenmentai manipulation of résumé or 

application content in the form of variations in job qualif~caîions (job-specific fit and 

general employability) andor impression management tactics. Rasmussen (1984) found 

that higher levels of applicant credentials resulted in higher ratings of applicant 

qualifications, and that relevant answers to in te~iew questions (which could be 

considered qualifications-related) also increased applicant qualifications ratings and 

interacted with a composite nonverbal behavior manipulation (a stylistic impression 

management tactic). In the latter interaction, qualifications ratings were higher for 

applicants who engaged in "positive" nonverbal behavior and gave relevant answers to 

interview questions, whereas they were lower for those who ernitted such positive 

nonverbal behavior but gave nonrelevant answers to interview questions. This latter 

finding indicates that impression management tactics, at least of the stylistic nonverbal 

variety, may produce the desired effect for hi@ quality applicants but not for low quality 

applicants. Although credibility judgments were not involved in this study, it could be 

that low quality applicants were seen as less believable when engaging in nonverbal 

impression management tactics, whereas this was not the case for higher caliber 

applicants. Such a conjecture is tenuous and deserving of fiuther investigation, as such a 

qualifications x impression management interaction was not obtained for résumé 

credentials in Rasmussen's study, nor in the results obtained by Gihore and Fems 

(1989a) or Tessler and Sushelsky (1978). This could be due to the more straightforward 

nature of rating applicant quaLifications on the basis of objective credentials in 

Rasmussen's research, the more lùnited impression management manipulations (eye 
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contact only) utilized by Tessler and Sushelslq (1978)- and the more subtle qualifications 

rnanipuIation in Gilmore and Fems (1989a). In a s i d a r  vein, it wouid be interesting to 

see if such an impression management x credentids interaction would be obtained for 

substantive rather than stylistic impression management tactics. 

Recruiter preferences for content in written applicant self-presentation. Five 

published studies are relevant to recruiter preferences for content in written applicant self- 

presentations. In the fmt, Hakel, Dobrneyer, and Dunnette (1 970) asked professional 

recruiters and undergraduate students to rate overall hiring suitability of the applicant 

presented in each of 24 résumés that varied in scholastic standing (hi@, average, Iow), 

work expenence (high/relevant, low/nonrelevant), and interests (Strong Vocational 

Interest Blank interests matching or not matching those of the profession in question- 

accountants). Each independent variable (scholastic standing, relevance of work 

experience, and relevance of interests) had a signif~cant positive impact on hiring 

suitability ratings by the professional recniiters. Scholastic standing x interest and 

experience x interest interactions were also obtained, showing that having relevant 

interests enhanced the positive influence of higher scholastic standing and more d e v a n t  

work experience. Such results support Schneider's ASA framework, as relevance of 

interests (which may be more indicative of organizaîion-specific than job-specific fit) 

augmented the positive effects of job-specific qualifications. Scholastic standing 

accounted for 47% of the variance in the overall hiring suitability ratings, whereas 

business experience and interests accounted for 2.5% and 1% respectively. Results for 

student ratings were similar in te- of main effects, but interactions between scholastic 
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standing and experience and between experience and alternate résumé forms were 

obtained. The hi@ level of importance placed upon applicant scholastic standing can be 

explained by the facts that the target position was entry-level accountant, and that al1 

résumés were from founh-year accounting shidents. This ordering of factors in ternis of 

their levels of influence (but not the magnitude of the ciifference) also would be expected 

for more senior positions. However, business experience should take on greater salience 

and other indices of fit, especially those indicative of applicant-organization fit such as 

relevance of interests, should be more important at higher organizational levels where 

one's impact on the organization may be more noticeable. Hakel et d.'s findings provide 

some basic data on important résumé aspects for coilege recniiting. However, this study 

does not address core content that could be relevant to assessments of applicant- 

organization fit, only peripheral aspects such as applicant interests and core content 

related to o v e d l  job qualifications rather than organizationd fit. In addition, nearly three 

decades have elapsed since its publication. Organizational preferences for résumé 

content are likely to have changed to match the challenges of more participatory 

organizational structures, globalization of the business marketplace, increased 

competition, oversupply of labor in some fields and undersupply in others, enhancements 

to the technological milieu of the workplace, and increased customer demands for service 

and quality. Updated research may provide new insights. 

In the second study on preferred résumé content, Culwell-Block and SeIlers 

(1 994) reviewed résumé content recommendations in nine current business 

communication textbooks. They found that the majority of texts recornmendeci personai 
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identification, education (college major, degree received, graduation date, college name), 

academic achievement (schoiarships, GPA if good), work expenence (job tiùes, 

employing Company, employment dates, and duties), and initiative (personal financing of 

education) information. Accuracy and an appealing format were stressed by each text; the 

latter is a stylistic aspect. It is interesting to note that a job or career objective was 

recommended as essential or optional by only a minority of the texts; this is contrary to 

Hutchinson's (1984) findings about the preferences of Fortune 500 personnel 

adminis trators, as discussed next. 

In contrast to the advice in the textbooks surveyed by Culwell-Block and Sellers 

(1994), Hutchinson (1984) surveyed personnel administrators from Fortune 500 

companies and found that the vast majority preferred that résumés include a professional 

objective. Preferred content by a strong majority of the personnel professionals also 

involved educational qualifications (educational institution, degree, major, date of 

graduation and scholarships/awards/honors), previous work experience (positions held, 

employment dates), special aptitudes (e.g., keyboarding, language, cornputer skills), 

specid work-related interests, and personal identification information. Content items 

prefemd by a srnall minority of the personnel professionals included high school 

attended, reasons for leaving a job, name of supervisor, personal demographic and health 

information (date of birth, physicavhealth status, marital status, number of dependents), 

and references (as part of the résumé). Most of the content preference categones relate to 

job-specific qualifications. although the professional objective is indicative of applicant 
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goals. This would be an important category for consideration of applicant-organization 

fit, according to the ASA model. 

In the fourth of the résumé content preference shidies, Spinks and Wells (1987) 

sweyed chief personnel officers in the 500 largest corporations in the U.S. to determine 

preferences for method of contact, cover Ietters, and résumé content. The majority of 

personnel officers preferred that initial contact for appücation to the Company be in 

writing and neat in appearance, include both a typed cover Ietter and a typed résumé, that 

the résumé be one page in length (two at most), and contain a careedjob objective, 

educational qualifications, previous work experiences, rnilitary service, wiIlingness to 

relocate, scholarships/awards/bonors, and special aptitudes. This study updated results 

from an earlier effort (Wells, Spinks, & Hagrave, 198 1 ), and also provided fixrther 

evidence for the importance of a joblcareer objective in a résumé, contrary to the advice 

given by the authors of the business communication texts in the study by Culwell-Block 

and Sellers (1994). The importance of an appropriate job/career objective wodd be 

predicted by the ASA framework. 

A fifth study conducted by Ugbah and Ewleocha (1992) was based on the self- 

reports of corporate interviewers on what leads to success in on-campus interviews. 

Wherea the focus was on preferred applicant behaviors in the interview, aspects of their 

findings may provide dues with respect to preferred résumé content. They surveyed 

corporate interviewers involved in hinng graduating coUege students to detexmine the 

nature of applicant behaviors that lead to a successful interview outcome for the 

applicant. These were factor analyzed into six factors, accounting for a total of 52.4% of 
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the variance in the behavior data. The fust factor accounted for 25% of the variance and 

was labeled resourcefulness by the authors, with high factor loadings for leadership 

ability, initiative, goals, organizationai skills, creativity, decisiveness, and fiexibility on 

issues. The other factors and the variance each accounted for were: written credentials 

(with loadings by résumé, application letter, follow-up letter, work experience and level 

of education), 6.8 %, support for arguments, 6.595, social attributes (attitude, motivation, 

personality), 5 .7%, cornportment, 4S%, and style (euphemisms, assertiveness, use of 

transitions), 3.9%. Thus, in the fmdings of diis study, perceived traits related to 

resourcefulness (a substantive factor) were considerably more important than written 

credentials, argument support, compoxtment (a stylistic consideration), and other style 

factors. Resourcefulness may have been a specific organization-level need for the 

organizations whose recruiters were polled in this study, whereas written credentids of 

the type examined in this study would relate more to job-specific fit. 

The above research on preferred résumé content underscores the importance of a 

job and/or career objective, information about education, experience, and special 

skills/aptinides in the résumé, as well as a relative nonpreference for high school, social, 

and reference information. However, these are broad categories. Variations within each 

category of content could be virtually endless. Clearly, it is important to gather 

information about the effects of such variations. In addition, the most recent of the three 

studies that surveyed recruiter preferences was published twelve years ago, and a survey 

of human resource preferences seems warranted Finally, a study in which human 

resource recruiters or hiring managers are asked to rate specifïc applicants portrayeci in 
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résumés that Vary in their inclusion of organizationally relevant and other types of 

information would be helpful in detennining the actuai extent to which such information 

improves an applicant's chances of screening success, heeding Graves and Karren's 

(1992) finding that self-reports are can be fiawed as indicators of how selection cntena 

are actually applied. Such a study wouId utilize an experimental task simila. to the 

résumé screening task employed by Hakel et al. (1970), but examine the effects of other 

kinds of content variability. The Brown and Campion (1994) investigation of the 

rneaning of résumé biodata to organizational recruitea and its role in résumé screening is 

relevant to this latter type of inquiry. As discussed next, they demonstrated that recruiters 

discriminate among résumé biodata in screening evaluations. However, their research did 

not address the effect of organizationaIly relevant biodata. In addition to focus in a 

résumé statement of jobkareer objective or profde, it would be interesting to examine the 

effects of including biodata in the body of the résumé that varies in its congruence with 

job-specific and organization-specific fit considerations. 

Recruiter phenomenology of résumé content. The Brown and Campion (1994) 

study examined the effects of résumé content ( b i a  statements) on recmiter 

impressions of the applicant. They found that Company recruiters regarded biodata as 

indicative of ability as well as personality attributes, distinguished among abiIity-relevant 

biodata on the basis of whether it was more relevant to math or language skills, and 

discriminated among résumés containing biodata that signaled high versus low levels of 

interpersonal abilities. Recmiters also rated applicants differentialiy for jobs (sales versus 

cost accounting) calling for high versus low levels of these ability and personality 
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(interpersonal skills) traits as a result of varying levels of relevant biodata in the résumés. 

Further, Brown and Campion found thai recruiters were reasonably reliable in their 

evaluations of résumé biodata (reliability coefficients of .62 to -72 for evaluations of 

applicant language, math, physical, leadership and interpersonal abilities, although only 

2 6  for ratings of applicant motivation), as did Levine and Flory (1975) two decades 

earlier. Thus it appears from Brown and Campion's research that recruiters do form 

impressions of applicants based on résumé content. In addition, it should be noted that 

recniiter impressions tended to go beyond the information presented in the biodata 

i tems-for example, biodata conceming community activi ties was judged to be indicative 

of significantly higher levels of interpersonal skiIls. 

Summary of the effects of stylistic and substantive variation in job applicant 

interview and résumé presentations. In the résumé, résumé and interview, and 

interview-only studies reviewed above that involved both substantive and stylistic 

manipulations, each substantive applicant variable (résumé qualifications, verbal 

errordnegative and inappropriate interview content, positive interview statements, 

appropriateness of verbal content, and a composite of verbal content and nonverbal 

interview self-presentation) demonstrated a strong and statistically significant rdationship 

with interviewerhter judgments, with the exception of the qualifications manipulation in 

the Gilmore and Fems (1989a) study. However, this latter study included a more subtie 

qualifications manipulation than the other studies (Rasmussen, 1984; Tessler & 

Sushelsky, 2978). Gilmore and Ferris did find that applicant credentials had a signifiant 

effect on ratings of applicant qualifications in a manipulation check. Each of the three 
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other studies involving substantive and stylistic manipulations found a stronger effect for 

substantive factors than for stylistic factors (Rasmussen, 1984; Tessler Br Sushelse, 

1978; Ugbah & Evuleocha, 1992). 

In summary, the content of job applicant résumés and qualifications-relevant 

interview responses have been shown to influence recniiter evaluations of the applicant. 

However, the range of content that has been studied has k e n  limited to levels of job- 

relevant qualifications and applicant interests. Résumé content (biodata) has been shown 

to yield recruiter inferences of applicant personality characteristics as well as abilities 

(Brown & Campion, 1994). Such characteristics sometimes reflected inferences that 

went substantidly beyond the information contained in the biodata statements. 

A synopsis of what research findings have said about the features of an effective 

résumé indicates that appealing presentaîion (paper and print quality-Bird & Puglisi, 

1986) and better credentials/quNications (Gilmore & Ferris, I989a; Rasmussen, 1984; 

Hakel et al., 1970, although Tessler & Sushelsky, 1978 found that it was also important 

for qualifications to represent a good fit with the job in question) cm improve applicant 

impressions following résumé or qualifications screening. Preferred or recommended 

content has been found to include a job or career objective (Hutchinson, 1984; Spinks & 

Wells, 1987; although not recommended by Culwell-Block & Sellers, 1994), experience 

and education (Culwell-Block Br Sellers, 1994; Hutchinson, 1984; Spinks & Wells, 

1987), special skills (Hutchinson, 1984; Spinks & Wells, 1987), information about 

initiative (Culwell-Block & SeIlers, 1994), work-related interests (Hutchinson, l984), and 

willingness to mlocate (Spinks & Wells, 1987). In addition, a functional résumé (which 
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tends to be more self-promoting) has been found to work better than a chronologicd 

résumé for men but not for women (Ryland & Rosen, 1987). 

In tems of the present program of research, a key aspect of interest in the résumé 

is the level of applicant-organization congruence portrayed in applicant résumé self- 

presentation, dong with content relevant to an applicant's job-related qualifications. The 

impact of differences in applicant-organization fit has not k e n  studied to date. The 

foregoing review of the existing research literature on the effects of applicant self- 

presentation content indicates that such fit-related content may be more effective if it is 

self-promoting rather than ingratiating, and that biodata related to applicant-organization 

congruence may work better for highly jobqualifed applicants than it does for less job- 

qualified applicants. 

Research related to the impact of applicant-organization fit and focus in résumé 

self-presentation 

Applicant-organization fit in résumé self-presentation may be defined as the 

degree to which the applicant qualifications, attributes, and biodata presented in a résumé 

are compatible with organizational goals/strategies and performance dernands (needs, 

issues, culture, climate, values). It may also be defined as the extent to which such 

applicant information indicates a presence of qualifications, attribu tes, and other biodata 

that indicate the presence of organizationally desired traits that are currently lacking. 

These reflect Kristof s (1996) supplementary and complimentary aspects of P-O fit, 

respectively. Applicant-organizational focus relates to the extent that such 

organizationally compatible or organizationally desired features are emphasized in a job 



applicant's self-presentation in a résumé or interview, as opposed to a general 

presentation of one's background. 

Schneider's (1987; Schneider et al., 1995) ASA framework would predict the 

importance of such focus for impression formation by organizaîional recruiters and hiring 

managers. (For impression formation theorists, this would depend on the nature of the 

cognitive categories involved in the "suitable/ideal candidate" template used by the 

résumé screener, but Schneider's mode1 would predict that such categories will involve 

organization-Ievel concerns). Additionally, in sales presentations, translation from 

product features to consumer benefiu is considered central to sales communication 

effectiveness. It is a commonly held belief in sales that focus on customer needs in such a 

features-benefits presentation is more effective than a generd presentation. This is the 

logic behind the benefits segmentation approach to sales and marketing communications, 

in which customers or potential customers are classfied according to important customer 

needslsalient product benefits (see Haley, 1985). Extrapolating to the selection context, 

applicant biodata reflective of personal characteristics, values, and goals considered 

important by the potential employer and on experience with issues of concern to the 

potential employer, above and beyond job-specific requirernents, should increase 

perceptions of applicant suitabifity. In addition, specific applicant translation of such 

"features" into potential benefits to the prospective employer should further enhance 

interviewerfrecruiter perceptions of suitability. The benefits of concern in the present 

research project include those that would accrue to an employer from employee P-J and 

P-O fit. 
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It may be obvious that applicants will tend to be evaluated more favorably to the 

extent that they present higher levels of the skills, attributes, and experiences (Le., 

qualifications) required for a given position (job fit). However, jobs may be performed 

differently frorn organization to organization, in one case with a greater reliance on 

membea of one's work team, in another case more independendy or with greater penonal 

latitude in judgment and discretion. This reflects Boman and Motowidlo's (1993) 

concept of contextual performance, important to organizational effectiveness, yet distinct 

from job-specific or task performance. Therefore, applicants who present claims or 

evidence of personal orientation or experience relevant to organizational cdture, values, 

opportunities, and needs should also be evaluated more favorably than those who do not 

present such claims or evidence. Schneider's ASA framework would support such a 

prediction. Job focus in applicant self-presentation would involve emphasis on job- 

specific skills and requirements (e.g., licensure, proficiency with equipment/software/ 

work tasks), as opposed to a more general presentation of one's skills and experience. 

Organizational focus would involve self-presentation emphasis on needs, culture, and 

goals that are specific to a target organization (e-g., team approach, adaptability to 

change), as opposed to a more general presentation of one's background that could fit any 

organization. This goes beyond presentation of general employability characteristics. In 

the case of applicant-organization focus, a focused self-presentation would extend beyond 

job-relevant qualifications to emphasize self-presentation content @iodata) that is 

relevant to organizational charactenstics, concems, and desired contextual performance. 
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The categories of information that could serve to promote impressions of P-O fit 

would include values, goals, and personality, according to Schneider's model. It is 

important that such values, goals, and personality information are presented as congruent 

with organizational values, oppomuiities, and culture. The findings of Ugbah and 

Evuleocha (1992) indicate that the personality characteristic of resourcefulness may be 

desired broadly by organizations. 

OperationalIy, applicant-organïzation focus in a résumé could be demonstrated by 

a specific, organizationally relevant, and targeted career objective, by emphasis on 

knowledge, skills, and experience that are relevant to how a job will be performed in a 

given organization (e.g., team skills for a position that will be performed in a self- 

managed team), and by indicating b w  these can be used (or have been used in the past) 

to help the organizatiodwork unit achieve its particular goals and remedy current or 

anticipated deficiencies (e.g., text that describes how the applicant handled or solved a 

problem with which the target organization is, or expects to be, grappling), and by biodata 

indicative of personality-culture fit. An appiicant with several years experience in a 

professional, managerial, or technical position will be Iikely to have much more potentid 

exp&ence available to list on a résumé than preferred one or two page formats will 

allow. Selecting fiom biodata that potentially codd be included in a résumé that which is 

most relevant to the target organization is a demonstration of the impression management 

tactic of focus on applicant-organization fit. 

Research relevant to the impact of applicant-organization congmence in selection 

contexts rnay be found in four recent selection studies in which assessments of P-J or P-O 
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were examined. Rynes and Gerhart (1990) found thar evaluation of applicant fit (ratings 

of fm-specific employability) by professional recruiters in oncampus interviews was 

influenced by an applicantls interpersonal skills, future goal orientation, and physicd 

attractiveness when general employability was held constant, whereas objective 

qualifications did not influence assessments of fit independent of impressions of general 

ernployability. Recruiters from the same Company had more similarity in thek ratings of 

the same applicant (from different interviews) than did pairs of recruiters from different 

organizations (randomly selected fkom among the recruiters in the study), indicating that 

organization-specific factors were involved in such judgments. It should be noted that the 

finding of a relationship between recmiters' assessrnent of applicant-organization fit and 

applicants' future goal orientation would be predicted by the ASA framework (Schneider, 

1987; Schneider et d., 1995). 

Bretz, Rynes, and Gerhart (1993) conducted a qualitative investigation of the 

nature of recruiters' evaluations of applicant fit through structured interviews with 54 

organizationd recruiters at the end of a day of oncampus interviews. Recruiters were 

asked to think of the one or two applicants that best fit the recruiter's organization and to 

provide specific examples of things the appiicant did or said that indicated good 

organizational fit. Sirnilarly, recmiters were asked to think of the 1-2 applicants thu 

would provide the worst fit with the recruiterls organization and to fumish critical 

incidents that demonstrated such lack of fit. Other questions concerned changes in the 

recruiter's fit assessments from résumé to interview, the three most important things the 

recruiter looks for in ternis of organization-specific fit, and characteristics indicative of 



general employability but contraindicative of organizationd fit. Responses were 

aggregated across questions for each recniiter, and coding was done such that 

interpretation was minimized, resulting in 45 indicators of applicmt-organization fit. 

Thirteen charactenstics were mentioned by at least three-fifths of the recnziters 

(fiom most to least frequently mentioned): job-related work experience (endorsed by 

89% of the recruiters), aaiculateness, job-related coursework, appearance (including body 

language in the interview), general communication skills (mentioned by 6 1 % of the 

sample), perceived cognitive ability, teamwork/cooperative attitude, "focus" (knowledge 

of one's Iife goals and the effort one has exhibited to achieve these), work ethic, 

leadership activities, weil-roundedness, self-confidence, and grade point average. Bretz 

et al. noted that recruiters tended to focus more on charactenstics indicative of job- 

specific fit (job-related work experience and coursework) and characteristics related to 

general emplo yability (e.g., articulateness, positive personal appearance, general 

communication skills) as opposed to factors that could be considered as organization- 

specific. However, in response to the questions about applicants who did or did not fit 

the m i t e r ' s  particular organization although generally employable, overall slightly 

more than half of the recruiters discussed tearnworWcooperation (with over half of 

business school recruiters listing teamwork but less than half of recruiters inteniewing in 

engineering, arts and sciences, or industrial relations fxulties), haif mentioned an 

applicant with focus in a specific (and different) industry, and a substantial rninority 

spoke about fit with their organizationai culture or structure and interest in their 

organization. These responses hold clues to important categories of applicant- 
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organization fit for recruitea-personal orientation toward teamwork for organizations 

with team-based smtegies and structures, expressed career focus in the target 

organization's industry (or at l e s t  avoiding expression of focus in a different industry), 

interest in the target organization, and fit with an organization's culture or structure. 

These categories are consistent with the ASA rnodel, 

Another interesting aspect of these data, as  discussed by Bretz et al. (1 993), was 

the fact that very few recruiters spoke about applicant values as an indicator of 

organizational fit This is contrary to predictions that would be generated by Schneider's 

ASA framework (Schneider, 1987; Schneider et al., 1995). 

Explanations offered by Bretz et al. (1993) for recruitem' emphasis on job-specific 

and general employability indicators of fit over those idiosyncratic to the organization 

included the following: (1) that college recruiting interviews represent an early stage in 

the selection process, and (2) that consideration of organization-specific fit takes on more 

importance later in the selection process. Whereas these explanations rnay have some 

merit, Rynes and Gerhart (1990) did find evidence of organization-specific influences in 

recruiter ratings of applicant employability following college recruiting interviews, as 

discussed above, and Stevens and Knstof (1995) dso found that use of applicant self- 

presentation tactics to promote "fit with organization" recniiter impressions was a 

significant predictor of college recruiting interview outcomes (as discussed below). Bretz 

et al. did not include measurement of screening/selection outcomes, so it is impossible to 

determine whether such job-specüic or general employability indicators of perceiveci 

organizational fit were related to actual screenina/se1ection outcomes. 
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Adkins, Russell, and Werbel (1994) studied applicant congruence in work values 

with those of recmiters and with recruïter perceptions of their organizations' values a s  

predictors, and correlated such value congruence with recmiter judgments of the 

applicant's general employability and organization-specific fit (done immediately 

following on-campus interviews), as well as with actuai invitations for a second interview 

(measured four months after the initial interview). Using the Comparative Emphasis 

Scale to obtain an ipsative rank-order measure of achievement, faimess, honesty, and 

helpingkoncern for others work values, Adkins et al. found negligible zero-order 

correlations between recruiterh terview er judgments of applicant-organization fit and 

applicant-organization value congruence and between invitation for second interview and 

applicant-organization value congruence gi = -.O1 and -.O9 respectively). Whereas 

Adkins et al. determined that recruiters did distinguish between judgrnents of general 

employability and person-organization fit, there was considerable overlap; the zero-order 

comlation between these ratings was found to be .81, and the best-fit LISREL mode1 

involved a correlation of .84 between general employability and person-organization fit 

factors. These results support two aspects of Breb et a1.k findings: first, that interviewer 

perceptions of applicant-organization fit were more dependent on general than on 

organization-specific employability features (perhaps due to the earIy stage in selection 

process at which these on-campus interviews occurred), and second, that applicant- 

organization value congruence was not a salient aspect of interviewer impressions of 

applicant-organization f i t  Again, the failure to find that applicant-organization value 



congruence was important in interviewer impressions of applicant-organization fit nuis 

counter to predictions from the ASA model. 

- As was the case in the preceding study by Adkins et al. (1994), Cable and Judge 

(1 997) operationalized appli~~t-organization fit as values congruence. Measuring bodi 

recruiter impressions of such congruence and indirect indices of actual congruence in a 

college recruiting interview setting, these investigators found that interviewers' 

impressions of d u e s  congruence predicted their k i n g  recommendations, which in turn 

affected the likelihood of an applicant k ing  extended a job offer. Whereas Bretz et al. 

(1 993) and Adkins et al. (1994) did not fmd that applicant-organization values 

congruence was a good indicator of impressions of applicant-organization fit, Cable and 

Judge found that values congruence was related to successful selection outcomes. The 

Cable and Judge findings support predictions of the ASA frarnework (Schneider, 1987; 

Schneider et al., 1995). 

In terms of the relationship between applicant fit with the organization in 

applicant self-presentations, on the one hanci, and recruiter evaluations and screening 

decisions, on the other, only two relevant studies of on-campus applicant i n t e ~ e w  

behavior exist. As with the Rynes and Gerhart (1990), Bretz et. al. (1993), Adkins et al. 

(1994), and Cable and Judge (1997) studies, Steven and Knstof (1995) used on-campus 

recruiting interviews as the setting in which they examineci the relationship between 

applicant use of self-promotion, fit with organization, opinion conforrnity, other 

enhancement, and positive nonverbal behavior impression management tactics (each 

assessed through applicant self-report and through interviewer reports of their use) and 
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selection outcornes (perceived applicant suitability, likelihood of organizational pursuit, 

invitation for company site visit, and subsequent job offer). They demonstrated that 

applicant use of "fit with organization" impression management tactics (as assessed by 

both interviewees and interviewers) in on-campus recruiting interviews was a significant 

positive predictor of applicant evaluation, invitation for company site visit, and job offer 

outcomes. This construct relates to applicant focus on organizational fit, and it was 

assessed through three survey items that rated use of applicant statements that: 1) 

explained how the applicant fit with the type of person sought by the organization, 2) 

expressed enthusiasm in working for the organization, and (3) indicated interest in the 

position under consideration and in the company. This finding supports results indicating 

the importance of firrn-specific considerations in evaluation of applicants in a college 

recruiting interview setting (Rynes & Gerhart, 1990; Cable & Judge, 1997). However, it 

should be noted that Bretz et al. (1993) and Adkins et al. (1994) found that interviewers' 

evaluation of applicant-organization fit overlapped considerably with their evaluaîion of 

job-specific fit (Bretz et al., 1993) and general employability (Bretz et al., 1993; Adkins 

et al., 1994). 

Thus, there is some evidence for the importance of applicant-organization fit for 

selection-relevant outcomes in college recruiting interview senings (Cable & Judge, 

1997; Rynes & Gerhart, 1990; Stevens & Kristof, 1995). However, other research 

indicates that assessrnent of applicant-organization fit may involve job-specific and 

general employability considerations to a greater extent than those that could be regarded 

as organization-specific. Relevant findings include Bretz et a1.k (1993) finding that 
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recruiters' "fit" assessments of good and poor interviewees in college interviews depended 

primaril y on two job-specific credentid (qualifications) aspects, job-related w ork 

experience and job-related counework, aiong with several other aspects that wouid be 

indicative of generaI employability and more relevant to information reveaied in the 

interview. But will such findings also be obtained in résumé screening? Substantive 

résumé research demonstrating personnel officer preference for a statement of job andlor 

career objective is indicative of the importance of applicant focus on organizational fit in 

résumé screening, at least with respect to future goal orientation (Hutchinson, 1984; 

Spinks & Wells, 1987; Wells, Spinks, & Hmgrave, 198 l), as discussed in the previous 

section of this paper. Applicant-organization goal congruence is one of the ways that 

person-organization fit has been operationalized (e-g., Vancouver & Schmitt, 199 l), as 

would be prescribed for job applicant effectiveness by the ASA mode1 (Schneider, 1987; 

Schneider et al., 1995). Research into the influences of résumé content indicative of 

different levels of applicant-organization and applicant-job congruence on 

recruitedinterviewer evaluations and hiring recommendations would help to determine if 

such an emphasis on job-specific and general employability indicators of applicant- 

organization fit exists in résumé screening impressions. 

It would seem that a plethora of valuable research oppominities exist for study 

into organizational fit- and focus-related dimensions of wrïtten applicant self- 

presentations, particularly in terms of their impact on recruiter screening decisions. The 

present research program addresseci issues about the importance of job-specific and 

organization-specific f i t  and focus for résumé screening impressions and outcornes. In 
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ternis of applicant-organization fit, one aspect that this research examined was the rated 

importance of P-O fit categories predicted to be salient in employee screening and 

selection by the ASA framework: personaiity-culture, values, and goals-oppominities 

aspects of applicant-organization congruence, dong with the types of résumé biodata that 

recruiters judge to be helpfd in establishing P-O fit. 
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CHAPTER 2: Program of Research 

The above review of ernpirical literature relevant to the relationship of applicant 

self-presentation with recruitedintewiewer judgments has demonstrated that there has 

k e n  much research bearing on the importance of stylistic considerations in selection 

decisions, less on the importance of substantive factors (e.g., credentials/qualifications), 

and very little on the role of recruiter impressions of applicant-organization fit or on the 

role of applicant presentational focudrelevance to the target organization's culture, values, 

opportunities, and needs. There are no published studies on the role of these Iatter two 

aspects in a résumé screening setting and only two in an i n t e ~ e w  setting (Cable & 

Judge, 1997; Stevens & Kristof, 1995). It was argued that applicant-organization focus 

on personality, goals-opportunities, and values congruence is a type of impression 

management tactic, and that it would be expected to be related to more favorable résumé 

impressions and screening outcomes on the basis of Schneider's (1 987; Schneider et al., 

1995) formulations about organizational attraction, selection, and attrition. The 

framework for the present program of research has been extrapolated conceptually from 

Schneidefs ASA framework, which provides guidance with respect to impression 

formation categories that are likely to be used by organizational representatives in hiring. 

As initially presented in Figure 1, it is proposeci that résumé presentation indicative of 

applicant-organization congruence will positively influence résumé screening outcomes 

by predisposing recruiters to positive assessments of potentid for applicmt-organization 

fit, partly due to a similar-tome (us) type influence in accordance with the ASA model. 

Focus on categories that demonstrate appiicant-organization congruence, particularly with 



aspects related to the types of people in the organization, should result in a greater 

likelihood of category codmations that lead to "acceptable candidate" impression 

formation by the résumé screener. In addition, iî is expected that such influences will 

occur for applicant-job congruence with respect to the specific position under 

consideîation, based on findings by Cable and Judge (1 997), Rynes and Gerhart (1 !BO), 

and Stevens and Kristof (1995) in college recniiting interview settings. 

From the present perspective, one additional problem with the existing research 

on impression formation in job appLicant screening is that most of it has been done in 

interviewing rather dian résumé screening paradip.  As argued throughout this paper, 

résumé screening is an important but neglected selection process, perhaps the most 

common one. It is also the process that in most cases would result in the Iargest reduction 

in variance in the applicant pool. Whereas there have been a few published studies on the 

relationship between organizationally focused interview content and recruiter impressions 

of applicant-organization fit, as wel1 as on the impact of such focused content on 

screening interview outcomes, there are no such studies involving résumé content. The 

present series of investigations was designed to yield information about (a) the role of P- 

O fit considerations in résumé screening impressions and outcomes by organizational 

representatives, @) the importance of applicant-organization focus in résumé presentation 

for résumé screening outcomes, and (c) the importance of applicant-job congruence and 

focus in résumé presentation for résumé screening outcomes. 

Three studies were performed to examine these issues. In the fmt, human 

resources professionals were surveyed to determine the relative importance of five aspects 



of P-O fit in the hinng process, the usefdness of a specific and focused résumé for 

establishing P-O fit in résumé screening, the usefulness of 15 categories of résumé 

information for establishing P-O fit, and the use of résumé rating scales that reflect P-O 

fit categories. Information frorn this fmt study was used for the construction of 

experimental résumés for the third study. The second study examined the extent to which 

successfully screened résumés reflected higher Ievels of person-job and person- 

organization fit and focus, as compared with résumés that were not successful in résumé 

screening. In the third and fmal shidy, an experiment was performed to determine the 

extent to which high versus low levels of applicant-job and applicant-organization 

congnience presented in a résumé impact the assessrnent of interview Iikelihood. These 

three research designs, involving survey, archival research and experimental methods, 

represent a aiangulated approach to study the research questions in this program of 

research. 



CHAPTER 3: Study 1 

The current state of published research into impression formation in résumé 

screening is surprising in its failure to address even basic questions about this process. In 

particular, published research relevant to the roIe of job applicant-organizationd fit in 

such impression formation is nonexistent. Thus, the first snidy in the present program of 

research involved a survey of subject matter experts, human resources professionals 

involved in résumé screening, to explore organizational fit influences that may be 

important for selection in general and paaicuiarly for impressions of P-O fit in résumé 

screening. Such information was also important for constnicting the expenmental 

résumés that were used in the third study in this research program. 

Five types of information were solicited: (1) the aspects of P-O fit important in the 

hiring process in general, (2) the value of a specific and fwused résumé in establishing an 

applicant's fit with the screener's organization, (3) the types of résumé information most 

usefûl in establishing potential for P-O fit, (4) how responses to each of the above three 

questions Vary depending on the type of position under consideration, and (5) the use of 

specific rating scales in résumé screening and their inclusion of categories relevant to 

impressions of applicant-organization fit. 

Information was solicited for each of five broad categories of job positions, to 

detennine if the importance of P-O fit varies by the type of job under consideration. 

These job categories were selected to span the organizational hierarchy, yet represent job 

categories which are prevalent in organizations. Three categories involved positions 
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calling for experience (technicd support, professional, and manager) and two were entry- 

Ievel in nature for recent university and MBA graduates. 

Kristof (1 996) described four operationalizations of person-organization (P-O) fit 

common in the fiterature on P-O fit: 1) congruence between the values of the individual 

and those of the organization, (2) stemming from Schneider's ASA framework, 

conpence between the goals of the individual and diose of key organizational rnembers, 

although Kristof notes that conpence between an individual's goals and the 

opportunities provided by the organization to achieve those goals is also predicted by the 

ASA model, (3) congruence between an individual's needs and the organizational 

environment's ability to fûlfül those needs, and (4) congruence between the individual's 

personality and the "organizational personality" or culture. Other important aspects of P- 

O fit would be predicted by Knstof s model. Among these are (1) congruence between 

organizational needs and the applicant's abilïty to meet those needs, and (2) congruence 

between the industry in which the organization operates and the nature of the industrflies) 

in which the applicant has gained hisher experience. This latter aspect is actually a 

subcategory of (4) above. Each of these aspects are predicted by Schneider's ASA 

framework. 

The present study investigated the rated importance of five of these aspects or 

operaîionalizations of P-O fit for establishing P-O fit in the hiring process in general. A 

consideration in the selection of these specific aspects was that they conceivably could be 

discerned from a résumé. The aspects of P-O fit chosen for study were: 1) congruence 

between applicant personality and organizationd culture, (2) congruence between 



applicant and organizational values. (3) congruence between applicant goals and 

organizational opportunities to meet those goals, (4) congruence between applicant skills 

and organizational needs, and (5) congruence between the industry(ies) in which the 

applicant gained hisher expenence and the organization's industry. In Knstof s 

framework, the first two and Iast of these five aspects of P-O fit reflect cornplementary 

fit, and the third and fourth aspects reflect supplementary f i t  As no published data exists 

on the relative importance of these aspects or operationalizations of P-O fit, a directional 

hypothesis about this relative importance was not generated. Instead, the following two 

hypothesis were developed with respect to this aspect of the survey: 

Hypothesis la: H o ~ n  resources professionah involved in résunté screening will 

indicate that, in the hiring process in general, each of the following aspects are i m p o m t  

for establishing an applicunt'sfir with the hiring organiuition:fir between applicant 

persomli~ and organizatiu~l culture, j?t between applicant values nnd organizatiomZ 

values, fit between applicant goals and organizational opportmities to meet thuse goals, 

fit between applicant skills and organization-levd needs, andfit between industry(ies) in 

which an applicant gained experience and the indusîry of the hiring organization. 

Hypothesis Ib: The aspects of P-O fit sunteyed wilI differ in their rated 

importance for establishing an applicant's fit with the respondents' organizatiom, but 

there is no theoretical rationale for predicting the relative order of impomce. 

These five aspects or operationalizations of P-O fit were assessed for each of five 

types of positions: experienced technical support, entry-level university graduate, entry- 

Ievel MBA, expenenced professional and manager positions. It is Iikely that at Iower 
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levels of the organizational hierarchy, P-O fit is less critical than at more senior levels, as  

lower level jobs tend to be more tightly prescribed, whereas at more senior levels, the 

individual's actions are less prescribed and also Iikely to have a larger impact on 

organizational outcornes. Thus the following directional hypothesis was established: 

Hypothesis Ic: Human resources professionals involved in réswné screening will 

indicate that, f ~ r  each of the ubove aspects of P-OfLt,fSt is more important for 

experienced professional and manager positions t h  for experhced technical support, 

entry-level university graduate, und entry-levez MBA positionsItS 

According to fomulations in the ASA model, as well as those relevant to 

categorical impression formation, argued above to be the predominant process used in 

résumé screening, a résumé that is specific and focused on the organization to which it is 

subrnitted would assist a résumé screener in conf7Ïng categories involved in 

establishing P-O fit with the screener's organization. This was also investigated in the 

survey used in Study 1, with the following hypothesis: 

Wypothesis Id: Human resources professio~ls involved in résumé screening will 

indicate that a résumé that is specific and focused on the farget orgunization is more 

helpfirl in establishing P-O fit than a résumé that is general and mfocused. 

It was expected that the importance of the various aspects of P-O fit studied would 

be greatest for professional and managerial positions, as opposed to more junior 

positions, because there is more latitude and opportunity for impact in the former types of 

positions. It would also be expected that for positions in which P-O fit  is most important, 



a specific and focused résumé would be most useful in establishing such fit. This 

expectation is reflected in the following hypothesis for this aspect of the survey data: 

Hypothesis le: Human resources professionals UtvoLved in résruné screening will 

indicute that a specific und orgunizationally focused résunte* is more usefil in 

estublishing P-O fSt for experienced professional and manager positions than for 

experienced technical support, enby-Zevel universiîy graduate, and enq-level MBA 

positions. 

The third area of interest in this survey concerned the aspects of résumé 

information that assist résumé screeners in establishing potential for P-O fit with the 

screeners' organizations. Survey participants were asked to evaluate 15 specific 

categones of résumé information for their usefulness in establisfing an applicant's fit 

with the target organization. These categories were taken from a list of imporîant 

employee cornpetencies compiled in an unpubfished interna1 study at Development 

Dimensions International, and the categories that could possibly be ascertained from 

résumé information were utilized for these categories. 

This latter Iine of questioning extends the inquiry of Brown and Campion (1994) 

into the types of résumé biodata judged by recruiters to be useful in screening applicants 

for employment. It was anticipated that the categories of résumé biodata used in the 

present survey would differ in their rated usefulness for establishing potential for P-O fit. 

The ASA frarnework would predict that résumé information related to applicant values, 

personality, and goals will be regardeci as especially helpful for evaluating applicant- 

organization fit. 
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Hypothesis I f i  H m  resources professionuls involved in réswné screerting wiZZ 

indicate that some aspects of résumé infonnation are more heZpfil than others in 

establishing potential for P-O fir. In partr-cular, résumé ùtfonnation relared tu applicanr 

goals, personality. and values will be c o d e r e d  more helpful than other aspects of 

résumé infonmztion. 

As with the other sections of the survey, survey participants were asked to rate the 

usefulness of each category of résumé information for each of the five types of positions 

studied elsewhere in the survey, experienced technical support positions, entry-level 

university graduate positions, entry-level MBA positions, expenenced professional 

positions, and manager positions. It was expected that the usefulriess of each type of 

résumé information for establishing P-O fit would be greater for experienced professional 

and manager positions, as opposed to experienced technical suppon, entry-level 

university graduate, and entry-level MBA positions. The rationaie for this expectation is 

that the greater potential importance of P-O fit for positions that are Iess tightly prescnbed 

by the organization will be reflected in greater utility of various types of résumé 

information for establishing such fit. 

Hypothesis Ig: H m  resources professio~h involved in réswné screening wilI 

indicate that each type of resume infonnation surveyed is more use@ in establishing P-O 

fir for experienced profssional and manager positions t h  for experienced techical 

support, entry-Zevel university grnAirrzte, and entry-ZeveL MBA positions. 

The final question involved in this sîudy concerneci the use of specific rating 

scales and their inclusion of scales reiated to P-O fit. This question was included to 
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investigate the use of templates or schemas in résumé screening, which could serve to 

promote categorical impression formation. Schneider's ASA framework would predict 

the use of categories related to applicant-organization fit in résumé rating scdes- The 

inclusion of P-O fit categories in résumé rating scales ais0 would demonstrate that 

Borman and Motowidlo's (1993) caU for expansion of performance criteria to include 

consideration of organizationally relevant contextual critena has been heeded in 

employee selection, at least in the résumé screening phase. Therefore, the following 

hypothesis was generated. 

Hypothesis Ih. For orgnnizations that use speczjïc raring scales in réstuné 

screening, a m j o n i y  of these will incfude scuZes relevant to an applicmt'sfif with the 

organization 's  culture and vulues- 

Method 

Participants. Eighty-four individuals actively working in a human resources 

capacity, each with experience andor training in employee selection, completed the 

Résumé Screening Practices Survey. Participants were drawn from the newsletter 

mailing list of an office of a national management consulting fimi whose client contacts 

consist largely of human resources professionals working in a broad cross-section of 

organizations. This mailing list from which participants were drawn contained both 

clients and nonclients and represented a mix of private, public, nonprofit, and government 

organizations of widely vmng sizes and scope of operations. To be solicited for 

participation in th is  study, one of the following had to be present in the person's title: 

personnel, human resources, ernployee relations, employment, staffing, 
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recruiting/recruitment, industrial relations, labor relations. One hundred and fifty-four 

individuals were contacted by telephone and asked if they would be willing to complete a 

brief s w e y  on résumé screening practices. Fieen refuse& and nine referred the 

researcher to another person in the organization more directly involved in résumé 

screening. One hmdred and thirty sweys were rnailed to willing participants, and 84 

were returned. Thus the effective participation rate was 54.54%. 

Materials The Résumé Screening Practices S w e y  is reproduced in Appendix 

A. Section A of this survey contains five basic background questions about the selection 

experience and training of the respondent and about the nature of the organization he or 

she represents. Section B contains four multi-item research questions. In the first 

research question respondents were asked to rate, using seven-point Likert scales, the 

importance of five aspects of organizational fit in selecting employees in five 

employment categories (experienced technical support, entry level university graduate, 

entry level MBA, experienced professional, and manager). This question pertained to the 

overall hinng process and thus was not specific to résumé screening. The second 

question asked respondents to rate (again on seven-point Likert scales for each of the 

above five employment categories) the usefulness of a specific and focused résumé for 

establishing an applicant' s potential for fit with the hiring organization' s culture and 

values. The third question in Section B asked respondents for ratings (once again on 

seven-point Likert scales for each of the above five employment categories) of the 

usefulness of each of 15 categories of 6 u m é  information in evaluating the applicant's fit 

with the hiring organization's culture and values. fn the fourth and fmal research 
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question, respondents were asked if they use specific rating scales in résumé screening, 

and if so, whether such rating scales include categorks related to the applicant's fit with 

the hiring organization. Finally, space was provided for comments if the respondent 

chose to include these. 

Procedure. A survey methodology wiîh a single survey instrument was used in 

this snidy. The potential survey participants were contacted by telephone, and each was 

asked if hdshe wouId be willing to participate in a s w e y  on résumé screening practices. 

The script used in these participant recruitment calls may be found in Appendix B. Each 

of those who agreed was maüed a copy of the survey, an informed consent forrn 

(Appendix C), a stamped and preaddressed envelope, and a cover letter explaining the 

basic purpose of the survey and asking the individual to complete and retuni the survey in 

the postage-paid envelope provided within two weeks of receiving it (Appendix D). A 

single follow-up telephone call was made in cases where a survey was not renirned. After 

the results of the survey were tabulated, dl survey respondents were sent a leîter outlining 

the specific purpose and general fiuidings of the survey (Appendix E). 

R d t s  

Eighty-four surveys were returned of the 130 that were distributed. Thirty-five 

respondents omitted at least one item of ratings data, and each category of ratings data 

was ornitted by at least one respondent. The most muent categories of omission were 

al1 MBA categories of ratings data, indicaiing that 28.58 9% of the 84 respondents came 

from organizations that do not hire entry-level MBA graduates. Respondents had a mean 
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of 12.29 years of experience in employee selection, with a range of 2.0 to 32.0 years, and 

76.2% of raters had forma1 training in employee selection. 

Organizations that respondents represented had an average of 2 126.47 employees 

(with a range of 50 to 15,000 employees). Nearly half of the respondents came frorn 

organizations that were multinational in scope (46.4%), followed by organizations whose 

scope of operations was local (23.8%), national (19.0%), and regional (10.7%). The 

greatest number of respondents came from manufacturing organizations (45.2%), 

followed by health care (10.7%), government/public administration (7.1 %), education 

(7.1 %), financial services (6.0%), and wholesale/distribution, association/not-for-profit, 

retail, communications/ publishing, agriculturelfishing, professional services, utilities, 

electronicdhigh tech, hospitality/entertainment, each representing 4.8% to 1.2% of the 

returned surveys. 

Importance of the five aspects of organhtional fit for each of îive categories 

of job positions in the hiring process in generaL For the first survey question, dealing 

with the relative importance of five aspects of organizational fit for each of five 

categones of employment positions, descriptive statistics can be found in Table 1. One- 

way repeated measures analyses of variance were p e r f o d  for each organizational fit 

aspect, to determine for which types of positions a aven fit aspect was most important. 

Separate one-way ANOVAs were performed for each orgganizational fit aspect to examine 

differences in importance for different job classifications. Two-way ANOVAs were not 





performed because interactions between organizational fit aspects and job categories were 

not part of the research question for this aspect of Study 1. In addition, due to the 

ciramatic drop in the number of respondents who completed items for entry-1evel MBA 

positions, a two-way ANOVA would involve a substantial loss of participation. Due to 

the number of one-way ANOVAs performed on the survey data, a Bonferroni correction 

was applied to the probability level required for statistical signifcance to control Type I 

emor rate for the multiple ANOVAs performed resulting in a p of -002 as the upper 

threshold for statistical significance required for each of the ANOVAs performed in 

Study 1. 

The results of the one-way ANOVAs across aspects of P-O fit, done for each of 

five position categories, have been sumarized in Table 2. For applicant personality- 

organizational culture fît, 55 surveys included data for all five position categones. These 

surveys were used in the ANOVA. Mauchly's Test of Sphericity was signifiicant (x2 (9) = 

1 O4.62, p < -00 1). To correct for violation of the assumption of sphericity in the data, the 

degrees of freedom for the ANûVA were adjusted using the Greenhouse-Geisser 

correction. (Note: This was required for each ANOVA performed on the data fiom this 

survey, as each of the Mauchly's Tests of Sphericity were statistically significant.) The 

resulting ANOVA was significant. Tukey HSD follow-up tests were performed (Table 

3), indicating that the applicant personality - organizational culture aspect of applicant- 

organization fit was evduated as significantly more important in hiring for manager 

positions than for each other position category, significantly more important for 
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experienced professional positions than for entry-level MBA, entry-level university 

graduate, and experienced technical support position categories, and signincantly more 

important for entry-level MBA positions than for experienced technical suppon positions 

(Hypothesis 1 b). 

For values fit, 54 surveys included data for al1 five position categories, and these 

were used in the one-way ANOVA. A statistically significant result was obtained in the . 

The results of Tukey HSD follow-up tests are displayed in Table 3. These indicate that 

values fit was rated as siggificantly more important for manager and experienced 

professional positions than for entry-level MBA, entry-level university graduate, and 

experienced technical support position categories (Hypothesis 1 b). The ratings for 

manager and experienced professional positions were not significantly different. 

Sirnilarly, ratings for entry-level MBA, entry-level university graduate, and experienced 

technical support positions did not differ significantly from one another. 

For applicant goals-organizational oppominities aspects of P-O fit, 55 surveys 

included data for each position category, and the data fiom these surveys were used in the 

one-way repeated measures ANOVA. A signZhm F ratio was found in the ANOVA, 

following the Greenhouse-Geisser correction to the degrees of freedom (as was the case 

with the other ANOVAs performed on the data in Study 1). Tukey HSD follow-up tests 

indicated that applicant goals - organizational oppomuiities fit in hiring was rated as 

significantly more important for manager and experienced professional position 

categories than for entry-level MBA, entry-Ievel university graduate, 



Table 2. 

Analvses of Variance for Im~ortance of each of Five Job Position Cate~ories, for each of 

Five As~ects of P-O Fit in Hiring, Studv 1. 

Source - df (adjusted) 

Personditv-CuIture Fit: 

Job Position Category 

Error 

Values Fit: 

Job Position Category 

Error 

Goals-Qqortunities Fit: 

Job Position Category 

Error 

SkiIls-Needs Fit: 

Job Position Category 

Emor 

Uidustrv Fit: 

Job Position Category 

Error 145 ( 1 -52) 

Note: Values enclosed in parentheses represent mean square errors. 

*E< .O01 



Table 3. 

Tukey HSD Follow-UD Tests. Cornparina Mean Im~ortance in Hiring Ratin~s bv Position Categories for each Asoect of P-O Fit, 
Studv 1. 

Job -v 
Manager Experienced Entry-level Entry-level Bxperienced 

Professional MBA University Technical 
Aspect of organizational fit Graduate Support 

Applicant personality-organiza- 
tional culture 

Applicant values-organizational 
values 

Applicant goals-organizational 
opportunities to meet goals 

Appl ican t 
needs 

Manager Experienced Experienced Entry-level Entry-level 
Professional Technical MBA University 

Support Graduate 

Industry(ies) of applicant experi- M 5.64 5.47 4.75 3.8 1 3.45 
ence-organizational industry 

Notes: 1, Unbroken lines under data indicate nonsignificant differences among underlined means; a break in a line indicatcs 
significant differences between values. 2. Means reported here may differ fro& Table 1 due to dimination of cases for missing data. 

O\ 
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and experienced technical support positions (Hypothesis lb, see Table 3). It was also 

rated as significantly more important for entry-level MBA positions than for entry-levet 

university graduate and experienced technical support positions. The latter two position 

categories did not differ signifcantly from one another. 

For appiicant skills-organizational needs fit, 56 retumed surveys included 

importance ratings for each position category. Following a significant F ratio in the one- 

way ANOVA, with respect to hypothesis Ib, Tukey HSD tests revealed that importance 

in hinng ratings for skills-needs fit were signincantly higher for manager, experienced 

professional, and experienced technical support positions than they were for entry-level 

MBA and entry-level university graduate positions (Table 3). No other cornparisons 

achieved statisticaI significance. 

For the final aspect of P-O fit, congruence between the industry(ies) in which the 

applicant obtained experience and the organiziftional industry, 53 surveys included ratings 

for each type of position, and these were used in the one-way ANOVA. The resulting 

ANOVA produced statistically significant results (see Table 2). Tukey HSD tests Fable 

3) established that importance ratings in hiring for this aspect of organizational fit were 

significantly greater for experienced professional and manager positions than they were 

for experienced technical support, entry-level MBA, and entry-level university graduate 

position categones (Hypothesis 1 b). In addition, ratings for experienced technical support 

positions were significantly greater than those for entry-level MBA and entry-level 

university graduate positions. 
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One can also consider these results from the perspective of a given job position 

category, investigating which aspects of organizational fit are most important for each job 

position category, in accordance with Hypothesis lc. Again, one-way repeated measures 

ANOVAs were performed to examine the types of organizational fit most important for 

each job position category involved in the survey, to investigate Hypothesis lc. As 

previously noted, a Bonferroni correction, to control Type 1 error rate over the multiple 

ANOVAs performed on the data from this study, resdted in an a level of -002 required to 

achieve statisticd significance. Results of thk second group of ANOVAs are 

summarized in Table 4. 

For experienced technical support positions, the one-way ANOVA resulted in a 

statistically significant F ratio, based on 78 surveys that rated al1 aspects of fit for this 

position category. Because Mauchly's test of sphericity was significant, the Greenhouse- 

Geisser correction is reflected in the degrees of &dom for the F ratio, as  was done for 

each ANOVA performed in this study. Follow-up tests using the Tukey HSD procedure 

(Table 5) revealed that skills-needs fit was rated as ~ i ~ c a n t i y  more important than each 

other aspect of P-O fit, values fit was rated higher than personality-culture fit, goals- 

oppominities fit, and industry fit, and the latter three P-O fit categories did not differ 

significantly from each other in importance rapings. 

With respect to entry-level university graduate positions, the one-way ANOVA 

was statistically significant, Seventy-one surveys were complete with respect to the data 

used in this analysis, and these were included in the ANOVA. Tukey HSD follow-up 

tests established three partially overlapping groupings of fit aspects (see Table 5): 



Table 4. 

Analvses of Variance for Aspect of P-O Fit, for each of Five Job Position Categories, 

Studv 1.  

Source - df (adjusted) 

Exuerienced Technicd Su~vort Positions: 

Aspect of P-O Fit 

Error 

Entrv-level University Graduate Positions: 

Aspect of P-O Fit 

Error 

Entrv-level MBA Positions: 

Aspect of P-O Fit 

Error 

Ex~erienced Professiond Positions: 

Aspect of P-O Fit 

Emor 

Manager Positions: 

Aspect of P-O Fit 

Error 

Note: Values enclosed in parentheses represent mean square erors. - 
* EC .O03 



Table 5. 

Tukey HSD Follow-uo Tests. Cornparine. Mean Imaortance in Hiring Ratines bv Aspect of P-O Fit for each of Five Job Position 
Categories. Study 1. 

Job Position Categorv 

Aspects of Or~anizational Fit 
Skills- Values Personality- Goals- Industry 
Needs Fit Culture Opportunities Fit 
Fit Fit Fit 

Experienced technical 
support 

Entry-level university 
graduate 

Entry-Ievel MBA 5 .72 5.74 5.45 5 -40 - 3.79 

Experienced professional 

Manager 6.44 6.3 1 6.34 - 5.84 - 5.55 

Notes: 1. Unbroken lines under data indicates nonsignificant differences among underlined means; a break in the line indicates - 
significant differences between values. 

2. Menns may differ slightly from those in Tables I and 2 due to the elimination of cases due to missing data in one or more 
cells of the design. 
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values fit, skills-needs fit, and personality-culture fit were rated as equivdently important 

in hiring, as were goals-opportunity fit and industry fit. Industry fit was rated as 

significantly less important than each other aspect of P-O fit. In &dition, values fit and 

skills-needs fit were rated as significantly more important in the hiring process than 

goals-oppominity f i t  

For entry-level MBA positions, 53 surveys had complete data for the one-way 

ANOVA of aspects of organizational fit. The resulting F ratio was statistically 

significant. Follow-up analysis using Tukey's HSD (see Table 5) revealed that values fit, 

skills-needs fit, personality-culture fit, and goais-opportunities fit did not differ 

significantly from one other, but that each of these P-O fit aspects were rated as 

significantly more important in the hiring process than was industry fit. 

Seventy-nine surveys were complete with respect to the various aspects of 

organizational fit for experienced professional positions. A one-way ANOVA was 

performed on this data, and the results were statistically. As c m  be seen in Table 5, 

Tukey's HSD follow-up tests established three partidy overlapping groupings of means. 

Applicant skills-organizational needs fit received significantly higher importance in 

hirÏng ratings than each of the other aspects of organizational fit. Values fit did not differ 

significantly from personalityculture fit ratings, but it was rated as significantly more 

important in hiring than was goals-oppominities fit and industry fit. Personalityculture, 

goals-oppominities, and industry fit importance ratings did not differ significantly from 

one another. 
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For manager positions, 80 surveys included complete data for the one-way 

ANOVA of importance in hinng ratings for the five aspects of organizational fit. This 

ANOVA resulted in a significant main effect for organizational fit aspect. Tukey HSD 

follow up tests (see Table 5) established that the mean ratings for skills-needs fit, 

personality-culture fit, and values fit did not differ significantly fiom one another. 

However, each of these aspects of organizational fit received significantly greater 

importance in hiring ratings than did goals-oppomuiities fit and indusby fit In addition, 

the rnean ratings for goals-opportunities fit were signif~cantly greater than those for 

industry fit- 

In surnmary, the survey results demonstrated that each aspect of P-O fit was rated 

as higher than the rnidpoint of the rating scale, with the exception of industry fit for the 

two entry-level position categones, roles for recent university and MBA graduates 

(Hypothesis la). For each specific position category, fit aspects differed in importance to 

a great extent (Hypothesis lb). For positions requiring experience (experienced technical 

support, expenenced professional, manager), congruence between applicant skiils and 

organizational needs was regarded as significantly higher than for entry-level positions 

following university or MBA graduation. Each aspect of fit was rated as most important 

in hiring at the manager and experienced professional levels (Hypothesis lc). 

Ratings of the usefulness of a specif~c and organïzationaüy focused résumé 

for estabiishing P-O f i t  The second research question on the survey used in Study 1 

asked respondents to evaluate, on seven-point Likert scales, the usefulness of a specific 

and organizationaIly focused résumé for establishing an appiicant's fit with the hiring 
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organization. Descnptive statistics of these results cm be found in Table 6. A one-way 

repeated measures M O V A  was performed on the data for the second research question 

in the survey. Due to a signifi~cant result fiom Mauchly's test of sphencity, the degrees of 

&dom for the F ratio obtained from the ANOVA were adjusted, using the Greenhouse- 

Geisser correction. As can be seen frorn the ANOVA summary table (Table 7), the 

resuiting F ratio was statistically significant. The Tukey HSD procedure was utilized in 

follow-up tests to detemine the source of differences in the significant F ratio (Table 8), 

and these tests revealed that a specific and organizationally focused résumé was rated as 

significantly more useful for establishing P-O fit for manager and experienced 

professional positions than for each of the other three position categories (Hypothesis le). 

For experienced technical support positions, a specific and organizationally focused 

résumé was rated as simcantly more useful than for entry-level MBA and entry-level 

university graduate position categories. Ratings for the latter two position categories did 

not differ significantly fiom one another. 

Usefulness of specific categories of résumé information in establishing 

applicant-orgmhtion fit for each of frpe categories of job positions. The thkd 

research question in the survey instrument used in Study 1 involved rating the usefblness 

of each of 15 categories of résumé information for establishing applicant-organization fit 

for each of the five job position categories used elsewhere in this survey (experienced 

technical support, entry-level university graduate, entry-level MBA, experienced 

professional, and manager positions). Descriptive statistics on the responses to this 

question may be found in Table 8, and means are displayed in bar graphs in Figure 2. 



Table 6. 

Means and Standard Deviations of Ratings of the Usefulness of a Specifrc and 

Organizationallv Focused Résumé for Establishina ûrrranizational Fit, Studv 1. 

-- 

Job Category - M - SD 

Expenenced technical support 

Entry-Ievel university graduate 

Entry- Ievet MBA 

Expenenced professional 

Experienced manager 5.78 1.13 

Note. 51 for each mean = 6 1 to 83. 



Table 7. 

Analvsis of Variance of the Usefulness of a Specific and Focused Résumé for 

Establishine an Ap~licant's Fit with Organizational Culture and Values for Five Job 

Position Categories. Studv 1. 

Source - df (adjusted) - F 

Job Position Category 

-- - -  -- - -- 

Note: Value enclosed in parentheses represents mean square error. - 
* e< -001 



Table 8. 

Tukev HSD FoIlow-UP Tests. Com~aring Mean Ratines of the Usefulness of a Specific 

and Oreanizationailv Focused Résumé for each of Five Categories of Job Positions. Studv 

Manager Experienced Expenenced Enûy-level Entry-level 
Professional Technical MBA University 

Support Graduate 

- - . - - - - - - - - - - 

Note: Unbroken lines under data indicates nonsignificant differences among underlined - 
means; a break in the line indicates significant differences between values. 



Table 9, 

Means and Standard Deviations of Ratin~s of the Usefulness of Fifteen T v ~ e s  of Resume Information for Establishiner Or~anizational Fit, 

Study 1 .  

Job Category 
Experienced Entry-level Entry-level Experienced 

~niversity   rad. MBA Professional Manager 
Type of Resume information Support 

Accountability 

Adaptnbility to change - M 5.52 5.14 5.22 5.92 6.2 1 
SD - 1.25 1.41 1.56 1.12 1.09 

Attention to detail 

Career goals 

Collaborat ive approach M 5.18 5.23 5.32 5-74 594  
SD - 1.28 1.15 1.26 1.17 1,21 

Customer service orientation M 5.69 5 -27 5.23 5.9 1 6.06 
SD - 1.25 1.45 1.50 1.17 1.22 

Energy 



Experienced 
Technical Entry -level Entry-level Experienced Type of R6surn6 Information University Grad. MBA Professional Manager 
Support 

Experience in analysis & planning - M 5 .O6 4.56 4.97 5.99 6.33 

Experience in a stressful environment M 4.9 1 4,47 4.60 5.52 5.79 
SD - 1.53 1.32 1.48 1.33 1,36 

Interest in learning 

Job skills & cornpetencies - M 646  4.92 4,92 6.38 6.43 
SD - O. 72 1.56 1.62 O. 85 O. 76 

Leadership experience - M 4.09 3.82 4.32 5.79 6.48 
SD - 1 .42 1,24 1.31 1.06 0.91 

Personal impact on results - M 5.19 4.85 5 .O3 5.87 6.13 
SD - 1.14 1.27 1.39 1.03 1.01 

Range of interests 

Note. a for each mean = 58 to 8 1 .  - 







ol Exp Technical Supporî 
Entry Unlverslty Grad 

Ri Entty MBA 
. . . . . . . . . . . . .  Exp Professtonal 

Manage 

. . . . . . . . . .  

Job skills & Leadership Personal impact Range of Tearn orientation 
cornpetencies experience on results interests 

RBsum6 information Category 

Figure 2. Imporiiiiice ratings of various types 01' i+t!suiiié inforinaiion for estühiisliing applicaiit-organizatio~~ l'ic. Siudy I (cont.). 
00 
W 
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One-way repeated measures ANOVAs were performed for each of the résumé 

information categories, to detennine if there were simcant differences in usefulness in 

establishing P-O fit ratings for the various job position categories. As with the data from 

the fint survey question, separate one-way ANOVAs were performed for differences in 

rated usefulness for establishing P-O fit for the various résumé information categones at 

each job category. Again, interactions were not of interest in this research study, and a 

substantial loss of data would be realized for non-MBA job categories. The ANOVAs 

were evaluated for statistical significance at an cc of .O02 (due to a Bonferroni correction 

to control Type 1 error rate at -05 for the multiple ANOVAs performed in this study). 

Due to the nurnber of ANOVAs performed for these aspects of the data, the results of 

these ANOVAs have been summarized in Table 10. The results of Tukey HSD follow-up 

tests for ANOVAS with statistically significant main effects may be found in Table II. 

As can be noted from Table 10, each of the ANOVAs produced a significant main 

effect for job position category, with the exception of the ANOVA performed on résumé 

information related to interest in leaming. As mentioned above, usefulness ratings were 

relatively uniform across position categories for this type of résumé information. Follow- 

up tests (Table 1 1) indicated that, for each of the 14 ANOVAs that produced significant 

results, the various aspects of résumé information were rated as significantiy more useful 

in establishing P-O fit for manager and experienced professional positions than for entry- 

level MBA and university graduate positions. In dl but two cases, in the analyses for job 

skills and competencies and for attention to detail types of résumé inforrnation, 
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Table 10. 

One-wav Re~eated Measures Analvses of Variances across Job Position Categones, for 
each Aspect of Résumé Information. Studv 1. 

-- 

Type of résumé information - n - F Ratio 

Accountability 58 - F(3,136) = 34-20" 

Adaptability to change 57 - F(3-122) = 21.81* 

Attention to detail 58 - F(4,182) = 1 5.84* 

Career goals 58 - F(3,158) = 12.01* 

Collaborative approach 58 - F(3,158) = 16.208 

Customer service orientation 58 - F(3'155) = 13.88* 

Energy 57 - F(3,140) = 6.38* 

Experience in analysis & planning 57 - F(3'151) = 36.04* 

Experience in stressful environment 58 - F(3,148) = 29.86* 

Interest in learning 58 - F(3'126) = .67 

Job skills & competencies 58 - F(2,92) = 56.49* 

Leadership experience 57 - F(3'149) = 72.59' 

Personai impact on results 56 - F(3,138) = 27.1 1 * 

Range of interests 57 - F(3J48) = 11.18* 

Team orientation 58 - F(3J47) = 21.30* 

Note. df for each F ratio adjusted with the Greenhouse Geisser procedure, due to -- 

significant results in Mauchly's Tests of Sphericity. 

*p<.001 



Table 1 1. 

Results of Tuke~ HSD Tests Followinp Significant F Tests in the One-Wav ANOVAs across Job Position Categories. for each 
Résumb l n f o r m a ~ e c t .  Studv 1. 

Job Category 
Manager Experienced Experienced Entry-level Entry-level 

Professional Technical MBA University 
Type of R h m é  Information Support Graduate 

Accountability 

Adaptability to change 

Collaborative approach 

Customer service orientation 

Energy 

Experience in analysis & planning 

Experience in a stressful environment 

Job skills & cornpetencies 

Leadership experience 

Personal impact on results 

Range of interests 



Table I 1. (cont.) 
Job Cateeorv 

Manager Experienced Experienced Entry-level Entry-level 
Professional Technical MBA University 

Type of Résume Information Support Graduate 

Team orientation 6.17 5.9 1 5.46 5.28 5.2 1 

Job Category 
Experienced Manager Experienced Entry-level Entry-level 
Technical Professional University MBA 

Type of Rhum6 Information Support Graduate 

Attention to detail 5.7 1 5.33 5.3 1 4.88 4.86 

Job Category 
Manager Experienced Entry-level En t ry-level Experienced 

Professional MBA University Technical 
Type of RCsurné Information Graduate Support 

Career goals 
-- - - - 

Note: Unbroken lines under data indicates nonsignificant differences among underlined means; a break &the line - 
indicates significant differences between values. 
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ratings for manager and experienced professional positions were significantly greater than 

those for experienced technical support positions (Hypothesis lg). 

One-way repeated measures ANOVAs were also perfonned across types of 

résumé information for each position category. Each of these five ANOVAs produced 

statistically significant results, and they are summarized in Table 12. Again, the 

Greenhouse-Geisser correction was applied to each set of degrees of freedom to 

significant results from Mauchly's test of sphericity. 

For technical support positions, the ANOVA found a significant main effect for 

type of résumé information, with the Greenhouse-Geisser correction applied to the 

degrees of freedom due to a significant result from Mauchly's Test of Sphericity. Tukey 

HSD follow-up tests indicated that there were seven partially overlapping groups of 

means among the 15 types of résumé information. The item of job skills and 

cornpetencies was rated as the most useful aspect of résumé information for establishing 

P-O fit, significantly more so than each of the other types of résumé information. Ratings 

for the second grouping of types of résumé information, customer service orientation, 

attention to detail, adaptability to change, interest in leaming, accountability, team 

orientation, and personai impact on results, did not ciiffer significantly from one another. 

The third grouping of means involved attention to detail, adaptability to change, interest 

in learning, accountability, team orientation, personal impact on results, collaborative 

approach, and energy. The fourth group of means included interest in learning, 

accountability, team orientation, personal impact on results, coilaborative approach, 

energy, and experience in analysis and planning. Accountability, team orientation, 



Table 12. 

AnaIvses of Variance of Résumé Information Asmt. for each of Five Job Position 

Categories. Studv 1. 

Source - df (adjusted) 

Exuerienced Technical Support Positions: 

Résumé Information Aspect 

Error 

Entrv-level Universitv Graduate Positions: 

Résumé Information Aspect 9 

Error 609 

Entrv-level MI3 A Positions: 

Résumé Information Aspect 

Error 

Exmrienced Professiond Positions: 

Résumé Information Aspect 

Emor 

Manager Positions: 

Résumé Information Aspect 8 

Error 577 

Note: Values enclosed in parentheses represent mean square erron. - 
*p<.001 
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personal impact on results, collaborative approach, energy, experience in andysis and 

planning, and expenence in a stressfîd environment comprised the fifth group of mean 

ratings. The sixth group of ratings consisted of ratings for personal impact on results, 

collaborative approach, energy, experience in analysis and planning, experience in a 

stressfil environment, and career goals. Each of these six groupings of mean ratings was 

siWcantly greater than the mean ratings for the seventh group, consisting of leadership 

experience and range of interests rarings. The relative ordering of résumé aspects in rated 

usefulness for establishing P-O fit may be found in Table 13 for each of the job position 

categories. 

For entry-level university graduate positions, the ANOVA of types of résumé 

information included 7 1 surveys and resulted in a significant main effect for résumé 

information aspect. The results of Tukey HSD follow-up tests showed that ratings of the 

usefulness of résumé information related to interest in learning were significantly higher 

than ratings for each of the other types of résumé infornation. In addition, ratings of the 

usefulness of résumé information related to leadership experience were significantly 

lower than ratings for each of the other categories of résumé information. Tukey's HSD 

revealed four other partially overlapping groups of means intermediate to these two poles. 

Ratings of the usefulness of customer service orientation, energy, adaptability to change, 

collaborative approach, team orientation, accountability, career goals, job skills and 

cornpetencies, personal impact on results, and attention to detail did not differ 

significantly from one another. The second of these groupings of rnean ratings included 
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Résum6 Aspects wit h 
Low Ratings 

Experienced Ent ry-Level Entry-Level Experienced 
Technical Support University Grad. MBA Professional Manager 

Experience in Collabor- 
Experience in Personal Impact Analysis & Collaborative ative 
Analysis & Planning on Results Planning Approach Approach 

Experience 
Attention to Job Skills & in  Stressful 
Detail Cornpetencies Environment 

Attention ta 
Detail 

Experience in Experience in 
Experience in Analysis & S tressful 
Stressful Environment Planning En\ironment Interest in Learning Energy 

Experience in 
S tressful Leadership Interest in 

Career Goals Environment Experience Energy Learning 
Leadership Range of Range of Experience in Career 
l~xperience Interests interests Stressful Environment Goals 

Leadership Attention 
Range of Interests Experience Career Goals to Detail 

Range of 

I Attention to Detail ~nterests 
1 Range of lnterests 
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accountability, career goals, job skills and competencies, personal impact on results, 

attention to detail, and expenence in analysis and planning. The third such grouping 

consisted of career goals, job skills and competencies, personal impact on results, 

attention to detail, expenence in anaIysis and planning, and expenence in a stressful 

environment. The fourth of these parfially overlapping groups of means included 

experience in andysis and planning, experience in a stressful environment, and range of 

interests. 

With respect to enûy-level MBA positions, a one-way ANOVA of 56 surveys 

resulted in a statistically signifcant F ratio. Follow-up tests using the Tukey HSD 

procedure established four broad and partially overlapping groupings of mean ratings for 

types of résumé infomation. The first such grouping, with the highest mean ratings 

among the four groupings, included the following types of résumé infoxmation: interest 

in Iearning, accountability, team orientation, adaptability to change, collaborative 

approach, customer service orientation, career goals, energy, and personal impact on 

results. The second group consisted of résumé informaiion related to accountability, 

tearn orientation, adaptability to change, collaborative approach, customer service 

orientation, career goals, energy, personal impact on resdts, experience in analysis and 

planning, job skills and competencies, and attention to detail. The third group of mean 

usefûiness ratings involved résumé information relevant to career goals, energy, penonal 

impact on results, expenence in analysis and planning, job skills and competencies, 

attention to detail, and experkmce in a stressful environment, The fourth group of means, 

with the lowest usefilness ratings, included mean ratings for experience in a stressful 
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environment, leadership experience, and range of interests categorîes of résumé 

information. 

For the rated usefulness of résumé information for esîablishing P-O fit for 

professional positions, based on 73 surveys, the F ratio achieved statistical signifcance, 

and the Tukey HSD procedure revealed six partidy overlapping groups of mean ratings. 

The fmt  and highest rated group included mean ratings for résumé information about job 

skills and cornpetencies and accountability. The second group included mean ratings for 

accountability, expenence in analysis and planning, adaptability to change, and customer 

service orientation types of résumé information. The third group of mean ratings was 

quite broad, consisting of ten categones of résumé information: experience in analysis 

and planning, adaptability to change, customer service orientation, team orientation, 

personal impact on results, leadership experience, collaborative approach, interest in 

learning, energy, and experience in a stressfd environment. The fourth group of mean 

ratings involved ratings for persona1 impact on results, leadership experience, 

collaborative approach, interest in leaming, energy, experience in a stressful 

environment, and career goals. The fifth group involved mean ratings for the usefulness 

of résumé information about interest in learning, energy, experience in a stressful 

environment, career goals, and attention to detail. The final group consisted of a single 

mean, reflecting ratings that were sign=cantly lower than the usefulness ratings for each 

of the other categones of résumé information: range of interests. 

With respect to manager positions, 74 surveys were included in the one-way 

ANOVA of types of résumé information. The resulting F ratio was statistically 



95 

~ i ~ c a n t .  Tukey7s HSD tests revealed that range of interests was rated as si@~cantly 

less useful for establishing P-O fit than each of the other categories of résumé 

information, and résumé information about attention to detail was rated as signifcantly 

less usehl than each other category of résumé information except for information related 

to range of interests. The remaining mean ratings formed five broad, partially 

overlapping gruups of résumé information categories, arranged fiom highest to lowest 

ratings groups as follows: (1) accountability, job sMls and cornpetencies, leadership 

experience, expenence in analysis and planning, adaptability to change, team orientation, 

and penonal impact on results, (2) job skills and cornpetencies, leadership experience, 

experience in analysis and planning, adaptability to change, team onentation, personal 

impact on results, and customer s e ~ c e  orientation, (3) experience in analysis and 

planning, adaptability to change, team onentation, personal impact on results, customer 

service orientation, and collaborative approach, (4) team onentation, penonal impact on 

results, customer service orientation, collaborative approach, and experience in a 

stressful environment, and (5) collaborative approach, experience in a stressful 

environment, energy, interest in leaming, and career goals. 

Therefore, each category of résumé information, except for that related to interest 

in learning, was regarded as  more useful for establishing P-O fit for manager and 

expenenced professional positions than for entry-level university graduate, entry-level 

MBA, and experienced technical suppon roles (Hypothesis Ig). In temis of Hypothesis 

If, with respect to the categories of résumi information regarded as most helpful in 

establishing P-O fit, skill and experience-based aspects were highly important for roles 



96 

calling for experience but not for entry-level roles. Infornation related to career goals 

was important only for entry-level roIes, whereas values-related information (customer 

service orientation and accountability) was regarded as important for each type of 

position. 

Use of specinc rating scaies in résumé sereening, and inclusion of categories 

related to organizational fit in such sales. The final research questions on the survey 

used in this snidy asked respondents whether they used specific rating scales in résumé 

screening, and if sol whether such scales included categories related to P-O fit. Eighty- 

three surveys responded to the fmt of these two questions, with 38.1 % of the respondents 

indicating that they use such scdes in résumé screening, and 6 1.4% indicating that they 

do not use such scales. Of the 32 respondents who indicated that they use specific rating 

scales in résumé screening, 7 1.9% indicated that these scales include categories related to 

an applicant's fit with the organization, and 28.1% replied that their résumé rating scdes 

do not include organizational fit categories (Hypothesis lh). 

Discussion 

The pnmary aim of the present study was to gather a broad range of information 

about the role of P-O fit in hiring in general and in résumé screening in particular, as 

perceived by professionals involved in hiring and résumé screening. This was done for 

each of five job categories: experienced technical support, entry-level university 

graduate, entry-level MBA, experienced professional. and manager. In addition to 

gathering basic information about the aspects of organizational fit that are most important 

in hiring and the usefulness of various types of résumé information in establishing P-O 
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fit, the results of this study were used to guide the construction of experimental résumés 

used in the third snidy in this research project Important résumé aspects for establishing 

fit included interest in Iearning, team orientation and collaborative approach, customer 

service orientation, energy, and adaptability to change. These categones of résumé 

biodata were used in the résumés in Study 3, with the exception of energy and customer 

s e ~ c e  orientation, which could be considered as general employability features. 

The results of this snidy did provide strong support for predictions about the 

importance of organizational fit considerations in the hiring process in geneml, and in 

résumé screening in particular (Hypotheses la, Id). This support was evidenced by the 

high ratings throughout the survey, in most cases exceeding the midpoint of the rating 

scales. 

Importance of five aspects of organizationd fit in the hiring process in 

generai. Examination of the responses to the fmt research question in the survey, 

concerning the importance of five key aspects of organizational fit in hiring for five job 

position categories, confirmed that differences exist in the perceived importance of the 

five different aspects of P-O fit that were examined (in support of Hypothesis I b). 

Overall, applicant skills - organizational needs fit was rated as the most important aspect 

of P-O fit for the position categones of experienced technical support and experienced 

professional, and as arnong the two or three most important aspects of P-O fit for the 

three remaining job position categones. Values congruence was rated as the second most 

important aspect of P-O fit in hiring for experienced technicai support positions, and as 

among the two or three most important aspects for the other position categones. This 
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finding with respect to the importance of applicant-organization values congmence in 

hiring supports the findings of Cable and Judge (1997). On the other hand, Bretz et ai. 

(1993), utilizing an open-ended response format, and Adkins et al. (1994), with a closed- 

ended response format, failed to support the importance of applicant-organization values 

congmence in recruiter assessments of applicant-organization fit. 

With respect to Schneider's ASA framework, each of the P-O fit aspects surveyed 

in this study would be predicted to be important in employee selection. However, P-O fit 

in this frarnework has been operationalized as acnial and/or perceived values congmence 

in previous selection research (Adkins et al., 1994; Cable & Judge, 1997). The present 

findings indicate that such an operationalization speaks to important aspects of P-O fit 

impressions, but that other aspects of P-O fit predicted to be important in the ASA mode1 

(e.g., applicant personality - organizational culture congruence, fit between applicant 

goals and organizational oppominities, and especially compatibility between applicant 

skills and organizationai needs) are also considered by human resources professionds to 

be important in selection for a broad range of job categories. 

From the perspective of a given fit aspect, fit was most important for managers 

and expenenced professionals for each aspect of fit, in confirmation of Hypothesis la In 

addition, for each aspect of fit but skilIs-needs fit and industry fit, expenenced technicd 

support positions were in the grouping of job category means in which fit was rated as 

least important in hiring, which partially supports predictions of Hypothesis la The 

aspects of this data that did not support Hypothesis la were that skills-needs fit and 

industry fit were rated as least important in hinng for entry-Ievel MBA and entry-levei 
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University graduate positions. However, this is understandable, as recent university and 

MBA graduates would tend to be hired more for knowledge and potentid than for their 

skills and expenence. These two aspects of fit could also be considered as job-relevant, 

and it seems from these fmdings that more purely organization-level concerns 

predominate in the selection of new university and MBA graduates. 

Usefhhess of a specific and organhtionally focused r&umé for establishing 

P-O fit. The prediction that a specific and organizationally focused résumé would be 

rated as useful in establishing applicant-organizational fit was borne out by the 

significant single-sample t tests for ratings of such utility for each of the five position 

categories that were surveyed, in confirmation of Hypothesis Id. This would assist in 

confirmation of organizationally relevant selection categones as recruiters fonn fit 

impressions from résumés. Such categories are predicted to be important in employee 

selection by the ASA framework, and results from the previous question in this survey 

supported such a prediction. The rated importance of organizational focus in résumés 

demonstrates that the human resources professionals who participated in this study begin 

to consider P-O fit issues at the early stage of employee selection at which résumé 

screening occurs. 

The prediction of hypothesis le, that such utility of an organizationaIly focused 

résumé would be rated as highest for manager and experienced professional positions. 

was also supported by statistically significant follow-up tests to the ANOVA. This 

supports the expectation that fit would be more of an issue for these positions, because 



their content tends to be less dictated by specifc task and procedural guidelines and 

requirements. 

Usefulness of various types of résumé information in establishing P-O f i t  

Each of the 15 categories of résumé information were rated as useful for establishing P-O 

fit between an employrnent applicant and the hiring organization. In support of 

Hypothesis If, the level of rated usefulness varied across the various categones of résumé 

information. The nature of such variation was a function of the type of position under 

consideration. For each position category, job-related skills and cornpetencies, which 

easily could be argued to be more of a job-specific fit than an organizational fit 

dimension, was among the most important aspects of résumé information for establishing 

P-O fit. This finding reflects the tmiitional task orientation approach to employee 

seleciion (see Borman et al., 1997). 1t is consistent with the higher importance in hiring 

ratings for applicant skills - organizational needs congruence found in the responses to 

the fmt research question in this suniey. 

Irrespective of position category, other important categories of résumé 

information for assessing P-O fit were team orientation, customer service orientation, 

adaptability to change, and interest in leaming (Hypothesis If). These characteristics 

reflect the need for a more flexible work force for organizations today, as proposed by 

Lawler (1994) and Borman et ai. (1997). They are indicative of values (customer service 

orientation and interest in learning) and personality (team orientation and adaptability to 

change). These reflect organization-level concems compatible with predictions of 
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Schneider's ASA framework. Among the lowest utility caîegories of resume information 

for each position category was the range of interests category. 

Borman et al. (1997) contend that the interview is the appropriate venue for 

assessing applicant-organization fit. At least in the mincis of the human resources 

professionals responding to this suntey, applicant-organization fit is assessed in résumés 

as well. The second and third studies in this research program will examine whether such 

intentions are displayed in actual practice. 

It was also predicted by Hypothesis lg  that each aspect of résumé information 

would be rated as most useful for establishing P-O fit for manager and experienced 

professional positions. This prediction was confumeci for each category of résumé 

information with the exception of the "attention to detail" category, which was rated as 

most useful for establishing P-O fit for experienced technical support positions. Since 

such support roles tend to be characterized by detailed procedures, this finding, although 

not predicted, is not surpnsing. The fmding of greater utility of each other aspect of 

résumé information in establishing applicant-organization fit for manager and 

expenenced professional positions is consistent with higher ratings of the importance of 

each of the five aspects of P-O fit in hiring for these positions (survey question l), as well 

as with the greater utility of an organizationally focused résumé for establishing P-O fit 

for these position categones (survey question 2). 

However, an alternate explanation for these findings with respect to manager and 

experienced professional positions is that people in such positions tend to be older than 

people completing undergraduate or MBA degree programs at a university. It is not 
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known whether people in experienced technical support roles tend to be younger than 

expenenced professionals and managers, although 1 cannot think of a reason for such age 

differences. 

A second alternative interpretation of the elevated manager and experienced 

professional ratings is that there is likely to be Iess variance among recent university 

graduates and recent MBAs, as compared with experienced workers in technical support, 

professional, and manager roIes. Perhaps such reduced population variance also reduces 

the likelihood of Looking for and/or discerning P-O fit differences through résumé 

screening and other selection processes. Such an explanaiion seems to fit the data better. 

Use of specific rating scaies in résumé screening, inclusion of P-O categories 

in such scaies. The final questions of the survey, the use of specific rating scales in 

résumé screening and the inclusion of categories in such scales that refiect P-O fit, were 

included to ascertain the degree to which human resources professionals use categorical 

templates in résumé screening, as weii as the extent to which these include scaies or 

categories related to P-O fit. Less than half of respondents reported the use of specific 

rating scales to evaluate résumés (38.1 %). However, as predicted, the majority of such 

scales include those relevant to P-O fit. This finding is supportive of the need for the 

present program of research, especially due to the hi@ rate of inclusion of P-O fit 

categories in the résumé rating scales that are used by the survey respondents (7 1.9%). 

This phenornenon supports the importance placed on applicant-organization fit by huma. 

resources professionals in actual résumé screening practice. 
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A limitation to the design of Study 1 was recently discussed by Schwarz (1999). 

His review of research on self-report data indicates that providing research participants 

with response categories c m  increase response endorsement, as compared to an open 

response format. Thus, it is possible that providing survey respondents with the five 

aspects of organizational fit and fifieen categories of résumé information increased the 

importance or usefulness ratings of these items, compared to an alternative design 

involving open response format. Further research comparing response formats would 

help to resolve this issue. 
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CfIAPTER 4: Study2 

The second study in the present research program was designed to investigate the 

role of job-specific fit, job focus, organizational fit, and organizational focus in the cover 

letters and résumés of job applicants who were successful and unsuccessful in the 

résumélcover letter screening phase of an actual selection situation. Subject matter 

experts (people employed in professional human resources positions with a mininium of 

10 years of experience) performed blind raîhgs of each of these four factors for 36 

résumés and cover letters submitted in response to an advertisement for an administrative 

support position. A one-way MANOVA design was used to determine whether 

résumés/cover letten that were successful in the initial scleening differed in these ratings 

from résumésfcover letters that received an unsuccessftiI screening outcorne. 

The rationaie for this study was to extend the findings of the first study in the 

present program of research. In the first study, human resources professionals involved 

in employee selection gave their perceptions of the importance of aspects of 

organizational fit, the usefulness of a focused résumé in establishing potential for 

applicant-organization fit, and the utility of various types of résumé information in 

determining the potential for such f i t  Although these findings provide insight into 

selection practices, Graves and Karren (1992) demonstrated that self-reports can be 

imprecise reflections of how selection critena are applied in amal practice. 

This second study exaniined results for an actual résumé screening, to determine 

whether successful and unsuccessful résumédcover letters would differ in the ratings of 

job-specific and organizational fit they received from a panel of expert raters. Two 
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additional measures were examined in the present study, related to an applicant's focus 

on the job and on the organization in his or her résumé and cover letter. As discussed 

above, focus is somewhat distinct from fit. A résumé may be focused on a particular type 

of job or on a particular type of organization and organizational culture, which is an 

other-directed or in-mtiatoxy type of impression management tactic. However, such 

focus is likely to bacffire if the applicant lach actual fit. Indeed, Kristof (1996) went as 

far as to propose that job applicants who use stronger impression management tactics to 

convey impressions of P-O fit will tend to be lower in actual P-O fit after hire. 

In addition to the one-way MANOVAS to test for differences in rated potential for 

job fit, job focus, potential for organizationd fit, and organizational focus in successful 

and unsuccessful résumés and cover letters, hierarchical multiple regression andyses 

were utilized to test for the contributions to screening outcome prediction of ratings of 

potential for job fit, potential for organizational fit, and their interaction. It is expected 

that potential for organizational fit ratings will interact with potential for job fit ratings in 

prediction of résumé screening outcome, such that higher levels of rated organizational fit 

will be associated with greater likeiïhood of screening success at higher levels of rated 

job fit than will be the case for lower levels of rated job fit. This expectation is based on 

a belief that job fit is a pnmary concern in résumé screening, and that a sufficient IeveI of 

job fit is necessary before organizational fit considerations become salient. This 

prediction has received concepmal support fiorn Borman and Motowidlo (1997). 

Finally, examination of the contribution of focus to prediction of screening 

outcome by fit was conducted through hierarchical multiple regression analyses on (1) 
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combined résumé job and organizationd fit ratings, combined résumé job and 

organizational focus ratings, and their interaction, and (2) combined cover letter job and 

organizationd fit ratings, combined cover letter job and organizational focus ratings, and 

their interaction. Significant interaction effects were expected, indicating that focus is 

beneficid in terms of screening outcome at higher levels of fit but neutrd or even 

detrimental at lower levels of fit. At lower levels of fit, it is expected that focus will 

serve to highlight lack of fit, whereas at higher levels of fit, it is expected that focus will 

serve to enhance impressions of fit. 

The hypotheses tested in this study were: 

Hypothesis 20: Réswnés and cover Zetters thut received "proceed further" 

outcomes in the résumé screening will receive higher ratings of potential for job-specifir 

fir (P-Jfit) and job focus with respect tu the target job opening, us compared with 

résumés and cover letters that received "do not proceedfurther" outcomes in the 

original réswné screening. 

Hypothesis 26: Résumés and cover Zeîters that received "proceedfurther" 

screening outcomes will receive higher potential for organizational fit and higher 

organkational focus ratings than will those who receive "do not proceedfrrrther" 

screening outcornes. 

Hypothesis 2c: Ratings of applicam résumé focus on the job and organizution 

will add to prediction of screening outcomes thut is achieved by job and organizational 

fit ratings in an interaction with such fit ratings. The nature of such an interaction is 
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predicted to demonstrate t h t  focus is benejicial at higher levels uffir but not ar lower 

levds uffit. 

Kypothesis 26. Applican? P-O fit, discerned from a résumé, will a& tu prediction 

of résumé screening outcornes by upplicant P-Jflt, in an interaction with the P-JfSt 

ratings. This interaction will indtcate ?ha? P-O fit is more beneflcial for résumé 

screenùtg success at higher levels of rated P-Jfit t h  a? lower ZeveLr of rated P-Jfit. 

The first two of these hypotheses were tested twice. They were tested once with 

ratings of résumés (since résumés were the focus of the present research program), and 

again with ratings for the cover letters (since these were part of the original applicant 

submissions). The final two hypotheses are specific to résumés. 

Method 

Participants. A sample of 36 résumés and cover letters, responses to an actual 

advertisement for a ReceptionisWord Processor at an office of a national management 

consulting organization, were used in îhis study. Eighteen of the résumékover Ietter 

submissions received a "proceed further with this applicant" outcorne in the original 

screening of 235 responses to the advertisement. The remaining eighteen résumés and 

cover letters were randomly selected fiom the 217 submissions that received "do not 

proceed further with this applicant" outcomes in the original applicant screening of ad 

responses. The identimng information, including name, address, telephone nurnber, and 

name of 1 s t  employer, was removed fiom the résumés and cover letters pnor to their use 

in this study, in accordance with APA guidelines for the treatment of human participants 

in archival research. 
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Materials. Eight rating scales were used to assess applicant-job focus, applicant- 

organization focus, applicant-job fit, and applicant-organization fit, respectively, in each 

résumé and cover letter in the sample (see Appendix F). In addition, raters were given a 

copy of the newspaper advertisement that ran to solicit résumés for the position (with the 

name and address of the hiring organization deleted) and a one paragraph profile of the 

organization, including information about the foundedmanaging p a e r  and the 

organizational culture (see Appendix G). As discussed above, résumés and cover letters 

included 18 that received "pruceed fiuthep outcomes in the original screening and 18 

that were randody drawn from the 217 that received "do not proceed furthe? outcomes 

in the original résumé screening. 

Raters. Three subject matter experts in résumé screening served as  raters. Each 

rater was a human resources professional actively working in the field, with a minimum 

of 10 years training and experience in selection. The raters evaluated each résumé and 

cover letter in the sample, using the eight rating scales referred to above and presented in 

Appendix F. The raters volunteered their t h e ,  and they were given aaining and practice 

in using the rating scales on six sample résumés and cover letters prior to and at two 

breaks during the rating of the experimental résumés and cover letters. 

Procedure. The raters performed ratings of the 36 résumés and cover letters in a 

single session. Each rater received the résumés and cover letters in a different random 

order. Cover letters and résumés were kept in their original pairings. Narnes, contact 

information, narnes of references, and names of currentllast employer were removed from 
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each résumé and cover letter prior to the snidy, and genenc labels (e.g., "applicant name," 

"address", "current employer name") were put in their place. 

Pnor to the start of the session, raters were toId only that the study was about 

résumés and cover letters. They were given the rating scales, background job and 

Company information, and training on the meaning of penon-job fit (involving the 

potential to perform the tasks involved in the position of receptionist/word processor), of 

person-organization fit (involving the applicant's potentiai to fit with the organization's 

culture and values), and of person-job focus and person-organization focus. Each 

construct's definition appeared at the top of its rating scale form. The latter two concepts 

were described as distinct from potential for fit, involving instead an applicant's 

presentation of hisher background in a manner focused on the job or organization, as 

opposed to a more general presentation of one's background. Immediately following the 

completion of the study, the raters were told about the exact purpose and nature of the 

study. 

This study used one way MANOVAS to determine whether results of the pre- 

intewiew résumé screening (do not proceed m e r  with this applicant, continue to 

consider for selection, coded as 1 or 2) were associateci with differences in the mean 

ratings of potential for job-çpecific fit, job focus, potential for organizational fit, and 

organizationd focus (averaged across the three raters) of the résumés and cover letten. 

Two one-way MANOVAS were performed, one using ratings of the résumés, and the 

second using ratings of the cover letters. 



110 

In addition, two hierarchical multiple regression analyses were perfomed to 

detennine the extent to which combined job and organizational focus, as welI as the 

interaction between such aggregated focus ratings and aggregated fit ratings, added to 

prediction of applicant screening outcome by combined job and organizational fit ratings. 

One such anaiysis was perfomed for résumé ratings and the second for cover Ietter 

ratings. 

Finally, a third hierarchicai multiple regression analysis was perforrned on 

résumé job fit and organizational fit ratings, using screening outcome as the criterion 

measure. Potential for job fit ratings were entered first, then potential for organizational 

fit ratings were entered into the regression equation, followed by the entry of the product 

of these two ratings (their interaction). 

R d  ts 

Interrater reliability was computed for each of the eight rating categones 

involved in the study using an analysis of variance intraclass formula approach, as 

recornrnended by Ebel(1951). These may be found in TabIe 14. It can be seen that 

reliability coefficients ranged from a low of -67 for ratings of résumé organizational focus 

to a high of -88 for ratings of cover letter potential for job fit and cover letter job focus. 

Overall, retiabilities were higher for cover letter ratings than for résumé ratings, perhaps 

because of the greater amount and diversity of information found in the typical résumé. 

Each cover letter involved in this study was a single page in length, whereas most 

résumés used in the study were two or more pages in length. Ratings data were averaged 

across raters for use in the remaining analyses performed for Study 2. 



Table 14. 

Unbiased Estimates of Interrater Reliabilitv Coefficients for Three Raters of 3 6 Résumés 

and Cover Letters. Shidy 2. 

Reliabilitv Coeffkients 

Type of Raîing Résumé Cover Letter 

Potential for Job-Specific Fit 

Job Focus 

Potential for Organizational Fit 

Organizational Focus 

Note. Reliability coefficients are based on the ratings of 36 résumés and 36 cover letters. - 
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A matrix of the intercorrelations among the four résumé and four cover letter 

ratings is displayed in Table 15. Several patterns should be noted in this information. 

First, the correlations among résumé ratings (r = .80 to .92) and those among cover Ietter 

ratings (r = .94 to .96) are quite high. In addition, the correlations among résumé and 

cover letter ratings show considerable overlap (r = .53 to .80), dthough to a lesser degree 

than those within either résumé or cover Ietter ratings. Correlations between potentid for 

job fit ratings and job focus ratings and between potential for organizational fit ratings 

and organizational focus ratings tended to be higher for both résumé as well as cover 

Ietter ratings. However, among résumé ratings as well as among cover letter ratings, the 

highest correlation overalf was found between job focus ratings and organizational focus 

ratings. 

Descriptive statistics for each rating scale, subdivided by résum6/cover letter 

screening outcome category, may be found in Tables 16 and 17, and the means are 

graphed in Figures 3 and 4. These results reveal that each of the mean ratings for the 

"proceed furthei' outcome résumés and cover letters were higher than those for the 

résumés and cover l e m  that received "do not proceed M e r "  outcomes. Another 

notable aspect of these data is the relatively low standard deviations of the ratings, given 

that ratings were made on seven-point Likert scales. OveralI, the standard deviations for 

cover letter ratings were higher than those for résumé ratings. In addition, inspection of 

this table reveals that for cover letter ratings, standard deviations were somewhat higher 

for cover letters that received "proceed furthe? outcomes, whereas for résumé ratings, 



Table 15. 

Correlation Matrix for the Four Résumé and Four Cover Letter Ratings, Studv 2. 
- - - -- - - -- 

Rating Résumé Résumé Rhum6 Résumé Cover Cover Cover Letter Covcr Letier 
Job Fit Job Organiza- Organiza- Letter Lekter Organiza- Organiza- 

Focus tional Fit tional Focus Job Fit Job Focus tional Fit tional Focus 

Rdsumé Job Fit 1 .O0 -88 .80 ,86 -56 .59 .54 -53 

Résumé Job 
Focus 

Résumb Organi- 
zational Fit 

Résumé Organi- 
zational Focus 

Cover Letter Job 
Fit 

Cover Letter Job 
Focus 

Cover Letter 
Organizational 
Fit 

Cover Let ter 
Organizational 1 .O0 
Focus 

* 
Noie: a = 36. 



Table 16. 

Descriptive Statistics for 18 Successfûl and 18 Unsuccessful Résumés on Four Rating - 

Scales, Avera~ed across Raters, Studv 2. 

Job Fit 

Job Focus 

-- - 

Rating Category Screening Outcome - M SD 

Do Not Proceed Further 2.74 1 .O1 

Proceed Further 3.48 0.68 

Do Not Proceed Further 2.37 1 .O5 

Proceed Further 2.96 0.50 

Do Not Proceed Further 2-50 0.97 
Organizational Fit 

Proceed Further 3.22 0.66 

Do Not Proceed Further 2.17 1 .O0 
Organizationd Focus 

k e e d  Further 2.63 0.62 
Note: == 18. - 



Table 17. 

Descriutive Statistics for Successful and Unsuccessful Cover Letters on Four 

Rating Scaies, Averwed across Three Raters, Study 2. 

Rating Category Screening Outcorne - M - SD 

- 

Do Not Proceed Further 2.52 
Job Fit 

Proceed Further 3.26 

Do Not Proceed Further 2.30 1.25 
Job Focus 

froceed Further 3.1 1 1.52 

D o  Not Proceed Further 2.20 1.21 
Organizationai Fit 

Proceed Further 2.76 1.38 

Do Not Proceed Further 2.13 1.13 
Organizational Focus 

Proceed Further 2.89 1.54 

Note: a=  18. - 





roceed further 
~tcornes 

Job Fit Job Focus O rganiza- Organiza- 
tional Fit tional Focus 

Rating Category 

Figure 4. Mean ratings for 18 unsuccessful and 18 successful cover letters, averaged 

across three raters, Study 2. 
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standard deviations were somewhat lower for résumés that received "proceed furthe? 

outcornes. 

A one-way MANOVA was performed to determine if the initial résumé 

screening outcome (proceed further, do not proceed M e r )  was associated with 

differences in averaged résumé ratings of potential for job-specific fit, job focus, 

potential for organizational fit, and organizational focus as dependent variables. Due to 

the fact that two MANOVAS were performed in this study, the probability level required 

for statisticai significance was adjusted fkom .O5 to .025, utiiizing the Bonferroni 

correction for multiple comparisons. Pillai's Trace multivariate test revealed a 

simcant multivariate effect for résumé screening outcome (F(4,3 1) = 3.32, p = .023). 

The results of follow-up univariate ANOVAs are displayed in Table 18. It cm be noted 

that these revealed significant main effects indicating that each résumé screening 

outcome was associated with significantly different résumé ratings of potential for job- 

specific fit and of potential for organizational fit. In each of these two significant effects, 

résumés that received "proceed further" résumé outcornes received signif~cantly higher 

résumé ratings of potential for job and organizational fit. These findings support relevant 

predictions in Hypotheses 2a and 2b. 

A second one-way MANOVA was performed on the cover letter ratings. in this 

analysis, the nature of the screening outcome was not associated with statistically 

significant multivariate differences in cover letter ratings on the four scaies (Pillai's 

Trace F (4,3 1) = 1.13, p > -05). 



119 

Table 18. 

Analvses of Variance for Four Résumé Ratings Followinn a Statisticallv Simificant 

Multivariate Effect. 

Source 

Between subjects 

Screening outcome (Job Fit) 1 6.64* 

S within-group error - 34 (0-74) 

Screening outcome (Job Focus) 1 4.66 

S wiüiin-group error - 34 (0.68) 

Screening outcome (Organizational 1 
Fit) 

S within-group error - 34 

Screening outcome (Organizational 1 
Focus) 

S within-group error - 34 

Notes. 1. Values enclosed in parentheses represent mean square errors. 

2. Analyzed at .O25 level of ~ i , ~ c a n c e  due according to Bonferroni correction 

to control for Type 1 enor. 

* g < -025 
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The fmt of three hierarchicai multiple regression analyses involved averaged 

résumé job and organizationai fit ratings, averaged résumé job and organizationai focus 

ratings, and the product (interaction) of these two ratings composites as three predictors 

of the original screening outcome. Each was entered in the above order on three separate 

steps in the hierarchicd regression. The resulting regression model has been summarized 

in Table 19. As cari be seen, the combined résumé fit ratings were a signifkant predictor 

of résumé screening outcome, accountinp for 18.3% of the variance in the criterion. The 

addition of the combined résumé focus ratings accounted for an additional 6.7% of the 

variance in the screening outcome. The addition of the focus predictor failed to add 

significanùy to the prediction of the screening outcorne [F change (1,17) = 2.96, p < .IO]. 

However, with respect to Hypothesis 2c, the interaction of fit and focus did add 

significantly to the prediction achieved with these fmt two predictors alone [F change 

(1,X) = 7.25, p = .O 11. This interaction has been depicted graphicalIy in Figure 5 by 

plotting the resulting regression equation with high and low values of rated fit and rated 

focus. As can be seen, the form of the interaction is opposite to that predicted in 

Hypothesis Zc, as lower levels of rat& focus were associateci with greater likelihood of 

résumé screening success at higher levels of rated fit, whereas focus was relatively 

neutral with respect to likelihood of screening success at lower levels of rated fit. 

The second hierarchical multiple regression was identical to the first, except that 

cover Ietter ratings and screening outcornes (respectively) were used in the analyses. 

This regression model may be found in Table 20. In this analysis, neither predictor nor 
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Table 19. 

Model of Hierarchicd Multi~Ie Regression Analysis with Combined Résumé Fit Ratings 

as the First Predictor. Combined Résumé Focus Ratings as the Second Predictor. and the 

Résumé Fit x Focus Interaction as the Third Predictor. 

Predictor - R - R2 Std. Error Change F - df 12 

Résumé Fit -43 .18 -46 -18 7.64 1,34 .O 1 

Résumé Focus .50 -25 -45 .O7 2.96 1,33 .10 

Résumé Fit x .64 .40 .4 1 -15 8.22 1,32 .O 1 

Focus 

Note: n = 36. 
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RATED FTï (JOB & 0RGANfZATP:ONAL) 

Figure 5. Interaction of combined résumé fit ratings with combined résumé focus ratings 

for prediction of résumé screening outcorne, Study 2. 
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Table 20. 

Mode1 of Hierarchical Multiple Remession Analvsis with Combined Cover Letter Fit 

Ratings as the First Predictor, Cornbined Cover Letter Focus Ratin~s as the Second 

Predictor, and the Product of Aamegate Fit and Aame~ate Focus Ratin~s as the Third 

Predictor. 

Predictor - R - R~ Std. Error  change F - df LI 

Cover Letter Fit .244 .O6 .50 .O6 2.16 1,34 .IS 

Cover Letter -3 15 -10 .50 -04 1.45 1,33 .24 
Focus 

Cover Letter Fit -325 -1 1 .50 .O 1 0.23 1,32 -63 
x Focus 

Note: 11 = 36. - 
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the interaction between predictors accounted for a significant amount of variance in the 

criterion of cover Ietter screening outcome. 

Finally, to determine whether P-O fit impressions accounted for variance in 

addition to that accounted for by P-J fit or through interaction with P-J fit, one additional 

hierarchical multiple regression was performed. This waç done as a test of Hypothesis 

2d. Résumé ratings of potential for job fit were entered on the first step of the regression, 

followed by résumé ratings of potential for organizational fit, foilowed by the product of 

these two sets of ratings. As can be seen fiom the results in Table 21, résumé P-J fit 

accounted for 16% of the variance in résumé screening outcome @ = .O l4), and the 

addition of P-O fit ratings into the regression explained an additional 2% of the variance 

in the criterion (m.). As w u  the case with the other résumé regression analysis, the 

interaction of résumé job fit x résumé organizational fit added significantly to prediction 

of résumé screening outcome, explaining an additional 15% of the variance in the 

critenon [F change (1,32) = 7.25, p c -011. This interaction has been displayed 

graphically in Figure 6. As c m  be seen, higher levels of rated P-O fit were associated 

with greater likelihood of a successfid résumé screening outcorne at higher Ievels of rated 

P-J fit, than was the case at lower levels of rated P-J fit. 

Discussion 

The human resources professionals that served as raters for this study achieved 

acceptable to high levels of interrater reliability, indicating that potential for job-specific 

fit, job focus, potential for organizational fit, and organizational focus can be rated 

reliably in résumés and cover letters. In terms of résumé ratings, these findings are in 



Table 2 1. 

Mode1 of Hierarchical Multide Regression Analvsis with Résumé Job Fit Ratings as the 

First Predictor. Résumé Or~anizational Fit Ratinps as the Second Predictor. and the 

Product of these two Ratin~s as the Third Predictor. 

Predictor - R - R2 Std. Error Change F - df E 

Résumé Job 
Fit -40 .16 .47 -16 6.64 1,34 .O 1 

Résumé 
Organizational .43 
Fit 

Résumé Job x 
Organizational -58 
Fit 

Note: LI = 36. - 



+- 
LOW ORG'L FTï 

+- 
EIIGH ORG'L FIT 

LOW HIGH 
RATED JOB ETT 

Figure 6. Interaction of résumé ratings of potential for P-J fit with those of poten tial for 

P-O fit in prediction of résumé screening outcorne, Study 2. 
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agreement with those of Brown and Campion (1994) and Levine and Flory (2975). The 

fmding of higher reliabilities in cover Ietter ratings (.85 - .88) in the present study, as 

compared with résumé rating reliabilities (-67 - .71), could be attnbuted to several 

influences. One factor could be the greater length of the résumés as compared with the 

cover letters in this study. Another could be that résumés tend to cover a greater diversity 

of information than is the case for cover letters. Aggregating ratings across raters served 

to further reduce error in measurernent in the ratings for data analysis in the present 

study. 

As predicted by Hypotheses Sa and 2b, "proceed furthe? outcome résumés 

received significantly higher ratings for potential for job-specific fit and for potential for 

organizational fit. The former finding is consistent with traditional approaches to 

employee selection, as described by Borman et al. (1997). The latter of these two 

findings supports predictions of the ASA framework with respect to the importance of 

organizationally relevant considerations in ernployee selection, as résumés judged to 

demonstrate higher levels of applicant potential for organizational fit tended to be 

associated with successfûl résumé screening outcornes. 

However, the predicted association of résumé screening success with higher job 

focus and organizational focus ratings failed to achieve statistical significance in the 

MANOVA, although mean ratings were in the predicted direction. These latter results 

were contrary to predictions in Hypotheses 2a and 2b. They were not associated with 

greater variability in the focus ratings. However, the IeveI of job and organizational 

focus ratings of the appiicant résumés were lower than were the ratings for potential for 
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applicant-job and potential for applicant-organization fit. Therefore, the power to detect 

these differences could have been a factor in these findings with respect to focus, as there 

were oniy f 8 résumés in each screening outcome group. An explanation for these 

findings was provided by a hierarchical multiple regression. 

The hierarchical multiple regression on résumé rathgs and outcornes 

demonstrated that combined job and organizational fonis ratings added substantially (p 

change of .07) but not significantly (p c -10) to prediction by combined job and 

organizational fit ratings. However, the interaction between these two sets of predictors 

did achieve statistical significance. This demonstrated that such focus was detrimental 

(in tenns of screening outcome) for job applicant résumés at higher levels of perceived 

job and organizational fit, but not at lower leveIs of fit. This finding runs counter to 

predictions about the added benefit of job and orgaRizationa1 focus, as such focus tended 

to diminish the benefit of fit. It could be that focus was regardeci as manipulaîïve and 

insincere by the original résumé screener, bacErring in terms of screening outcome 

success. Such a conjecture has been supported in research on applicant impression 

management in résumés and cover Ietters by Knouse et al. (1988), in which impression 

management tactics resulted in lower ratings of applicant believability and honesty. 

Another possibility is that raters did not rate focus as intended by the principal researcher. 

The hierarchical multiple regression that utilized résumé job fit and 

organizational fit and their interaction as predictors of screening outcome demonstrated a 

significant interaction between these predictors. This interaction showed that 

organizational fit tends to have a more positive impact on screening success for résumés 
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that also receive high P-J fit ratings than is the case for low P-J f i t  résumés. Such a 

finding may be an indication that organizational f i t  considerations are more important for 

the screener when a résumé is perceived to reach a threshold of perceived job fit. 

The high intercorrelations among rating categones demonstrated extensive 

overlap among ratings in this study. At least three possibilities exist to account for these 

findine. The first is that the distinction between job and organizational congruence was 

blmed for the human resources professionals who served as raters, possibly due to their 

own personal expansion of the work performance criterion domain, as recommended by 

Borman and Motowidlo (1993). Such an interpretation is supported by the results of the 

hierarchical multiple regressions performed with résumé P-J fit and P-O fit predictors, 

which demonstrated that these two predictors accounted for virtudly identical variance in 

the screening outcome criterion. Further support for this conjecture was provided by 

Brea et al. (1993), who found, using an open-ended response format, that applicant- 

organization fit tended to be described in terms of job fit (experience) and general 

employability feahires, rather than those that could be considered as organization- 

specific. The second possibility is for the high degree of raîings overlap is that the 

instructions provided to raters did not make these distinctions sufficiently clear to the 

raters. Altematively, perhaps the instructions were clear, but the task of making such 

distinctions from résumés and cover letters is quite difFicult. The final study in this 

research project w il1 examine this latter possibility. 

The ciifferences in résumé screening outcornes (successfuVunsuccessfu1) 

associated with varying levels of rated résumé job-specific and organizationai fit was the 
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focus of the present study. However, the initial applicant screening that resulted in the 

"proceed furthe? and "do not proceed furthe? outcomes involved both cover letters and 

résumés. With respect to cover letter ratings, the MANOVA revealed that successfii and 

unsuccessful cover letters were not associated with signifïcant differences in their ratings 

on the four rating scales, whereas for résumés, significant differences were found in 

potential for applicant-job fit and in potential for applicant-organization fit ratings. In 

tenns of the generation of the original applicant screening outcomes, it is possible that 

more focus was placed on the résumé than on the cover letter in arriving at the initial 

screening decisions. This conjecture is worthy of further investigation. 

In sumrnary, the results of this second study provide further support for the 

importance of résumé-job as well as résumésrganization congruence in résumé 

screening outcomes. These results were obtained from a reanalysis of an actual applicant 

screening undertaken for an experienced technical support type role, that of receptionist- 

word processor. This demonstration in such a setting establishes high extemal validity 

for the conclusions about the importance of written presentations of applicant-job 

congruence as well as that of applicant-organization congruence for résumé screening 

outcomes. 

Predictions about the importance of cover letter-job and cover letter-organization 

congruence were not supported by the results of this study. In addition, predictions about 

the importance of résumé-job focus and résumé-organization focus for screening success 

were not supported. However, there was a strong trend @ < .IO, accounting for an 



additional 6 .78 in the variance in screening outcornes) for résumé focus to add to 

prediction of screening outcome by résumé fit ratings. 

The fuidings of this study do suggest that inferences about an applicant's 

potential for fit with an organization may be made in résumé screening. This is a difficult 

task, as résumés tend to focus on job-related biodata 
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CHAPTER 5: Stndy 3 

Study 3 utilized an experimentai approach to examine the effects of job-specific 

fit and organizational fit manipulation on résumé screening outcornes. Such an 

experimental approach dlows control over actud levels of presented applicant-job and 

applicant-organization congruence, unlike the previous study which dealt only with 

impressions of such congruence. 

In this study, two organizational profdes were created for financial services 

organizations, dong with a single position description for a commercial mortgage andyst 

(financial analyst) position. Résumés were constructed to vary at two levels (high, low) 

in potential for job-specific fit as welI as  in potential for applicant-organization fit, in a 2 

x 2 within-subjects design. Résumés high in organizational fit for one of the two 

organizational profiles were low in applicant-organization fit for the second 

organizational profile, and vice versa Thus organizational profde served as a between- 

subjects factor, resulting in a 2 x (2 x 2) design. Participants were human resources 

profession& with experience and/or training in employee selection and actively working 

in a human resources capacity for Canadian financial seMces organizations. Participants 

rated the experimental résumés on likelihood of inviting the applicant pomayed in each 

résumé for an interview for this position in this organization. Two other rating scales 

were utilized as manipulation checks, involving ratings of impressions of the applicants' 

potential for job-specific fit and potential for organizational fit. 

Main effects for both within-subjects factors, résumé fit with the position 

description (potential for job-specific fit) and résumé fit with the organizational profile 
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(potential for organizational fit) were expected Thus, the main hypotheses for this snidy 

were as foIlowing: 

Hypothesis 3a. Regardless of organization type or organizationalfit, résumés 

hzgher in fit with the position profle will receive higher intemiew likelihood ratings. 

Hypothesis 3b. Regardless of orgmization type or job-specifc fit, résumés 

higher in fit with the organizatioml profile utilized will receive higher interview 

likelihood ratings. 

Method 

Participants. Une hundred thirty-two human resources professionals working in 

financial services companies in Canada were asked to participate in this study as 

subjectlraters. Their names were obtaioed from fmancial services organizations listed in 

the Financial Services Canada 1998 directory. Potential participants were initially 

contacted by telephone, and 50 declined to participate. Research materials were mailed 

to 82 human resource professionals, and 60 responses were retumed. One respondent did 

not have either experience or training in employee sekction and was not included in the 

sample. Therefore, the effective participation rate (59 of 132) was 44.7 9%. 

Materials. Eight job applicant résumés were constructed (Appendix H), in 

which (a) the quality of the applicant was high or low with respect to the position under 

consideration, and (b) the quality of the applicant was high or low with respect to one of 

two organizational profiles prepared for this study. The fmt of the two organizational 

profiles depicted the organization (ABC Bank of Canada) as team and continuous 

learning oriented and seeking applicants with an opedfiexible career focus. This reflects 
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an organic organizational structure, according to the organiclmechanistic organizational 

structure distinction introduced by Burns and Stalker (1961). The second profile 

described an organization which has standardized its work to the point that work is done 

relatively independently of the work of others and which seeks individuais with a clear 

career focus who value becoming a master of a specialty, which is charactenstic of a 

mechanistic organizationd structure according to the Burns and Stalker framework (see 

Appendix I). This was a between-subjects factor. The first of two within-subjects 

manipulations, related to job-specific fit, involved graduation wiîh a bachelor's degree in 

business from a more versus less prestigious business school, one year of Dean's List 

versus no mention of Dean's List, rnembership in the Marketing Club at their university 

versus rnembership in another business club (Management, International Business), and 

relevant experience in marketing or financial services versus experience in non-financial 

services or marketing roles. The second manipulation, related to organizational fit, 

involved the following: evidence of team experience in work and extracumcular résumé 

aspects versus more emphasis on individual contributor roles and solitary interests (e.g., 

woodworking, running), evidence of additional coursework or training past the business 

degree versus nof and a specific and relevant career objective versus an open and general 

one, representing high and low levels of potential for organizational fit with respect to the 

Organizational Profile (see Appendix I). Years of work experience, claims of French 

knowledge, number of extracwricular activities, and graduation fiom a university degree 

program in business during the previous year were held constaa as was font, paper and 

length (one page). A résumé rating instrument (Appendix K) was constructed with three 



seven-point Liken scales for raîings of likelihood of inviting the applicant for an 

interview, impression of potential for job-specific fit, and impression of potential for 

organizational fit, used by the participants in the rating of each of the eight résumés. 

Two pretests were perfonned on the materials for Study 3 prior to their 

finalization. Twenty people participated in each pretest. Following each pretest, 

materials were modified tu make the experirnental manipulations sufficiently salient and 

to improve the standardization of the résumés in nonrnanipdated aspects. Following the 

first pretest, the second organizational profile/manipulation was included, requiring a 

second pretest. 

Procedure. The experimental design included two within-subjects factors (job- 

relevant qualifications-hi@, low x applicant-organization fit-hi&, low) and one 

between-subjects factor (organic versus mechanistic organizational profile). The 82 

financial services human resources professionds who agreed to participate in this 

experiment were given a copy of a Position DescriptiodIdeal Candidate Profile (see 

Appendix J) for a commercial mortgage analyst (financial analyst) position suitable as 

entry level for a graduate of a univenity business degree propim. Participants were also 

given one of two descriptions of the organization in which the opening existed (Appendix 

I). Fially, participants received eight résumés to evaluate using the three scales of the 

résumé rating instrument. (One scale served as the dependent measure, and the other two 

provided information for manipulation checks.) There were two résumés for each of the 

job fit - organizational fit level combinations. Each participant was asked to assume the 

role of a human resources representative with ABC Bank of Canada (see 
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cover/instniction letter, Appendix L) and to evaluate each résumé, indicating on a seven- 

point Likert-type scale the probability that the rater would ask each applicant to corne for 

an interview for the commercial mortgage specialist (financial analyst) position. 

Participants were also given an Inforneci Consent form (Appendix M) and a Background 

Information form (Appendix N) to complete. 

Examination of the ratings of initial impression of job-specific fit and initial 

impression of organizational fit were performed as manipulation checks. A 2 x (2 x 2) 

ANOVA with one between-subjects factor (organization type) and two within-subjects 

factor (job fit-high versus low, and organkational fit-high versus low) was employed to 

evaluate Hypotheses 3a and 3b. Main effects for job fit and organizational fit 

manipulations were predicted by these hypotheses. 

Results 

Participant data. Table 22 presents background data on the participants in this 

research study. Each participant had either experience or training in ernployee selection / 

résumé screening. 94.92% of participants had experience in résumé screening or 

employee selection, and experienced participants had an average of 9.17 years of 

experience in these îunctions (10.35 years in the mechanistic organizational group and 

8.03 in the organic organizational group). The difference between these rnean years of 

experience was not significant ( r  (57) = 1.12, f is .  ). As can be seen from the data in 

Table 22, these background statistics indicate that the participants in the mechanistic 

organizational group were somewhat more Iücely to have experience in employee 

selectionlrésumé screening (100% versus go%), to have training in employee 



Table 22. 

Descriptive Background Information on Studv 3 Participants. 

Mechanistic 

Organization 

Type of 

Organization 

Organic - M 8.03" 

Organization 90.00% - SD 7.03 72-40% ' 70.00% 

Experience in 

selection/screening 

Years in 

selection/screening 

Training in 

selectiodscreening 

Commercial 

mortgages 
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selection/résumé screening (79.3% versus 72.4%), and to corne fkom organizations that 

offer commercial mortgages (75.9% versus 70%) than was the case for participants in the 

organic organizational group. 

Manipulation checks. Ratings of potential for job-specific fit and potential for 

applicant-organization fit were obtai~ed as checks on the experimental résumé 

manipulations. Ratings data for impressions of potential for job-specific fit may be f o n d  

in Table 23. (Estimated marginal means are king reported rather than the arithmetic 

means and standard deviations, because these were analyzed in the ANOVA due to the 

unequal ce11 sizes. This is the case for both manipulation check ANOVAs, as weIl as for 

the ANOVA with respect to hypothesized differences in interview likelihood ratings.) 

The pattern of estimated marginal means shows that potential for job fit ratings are 

roughly at the sarne level for high job fit-high organizational fit and high job fit-low 

organizational fit cells for each organization, followed in magnitude from the low job fit- 

high organizational fit cells, with the lowest ratings evidenced in the low job fit-low 

organizationd fit cells. Standard errors of the mean for potential for job fit ratings are 

low overall, but are slightly higher for the mechanistic organization. 

Table 24 presents the estimated marginal means and standard errors for the 

ratings of impressions of potential for organizational fit. Inspection of these data reveals 

that the means range from lows in the low job fit-low organizational fit cells, to higher 

levels in the low job fit-high organizationai fit cells, to higher levels in the high job fit- 

low organizational fit cells, to their highest levels in the high job fit-high organizational 



Table 23, 

Estimaied Marginal Means and Standard Errors for Ratin~s of Imaressions of Potential for Applicant-Job Fit. Studv 3. 

High 

Organizational Fit Low 

Combined 

Mechanistic Organization --- - -- ---.-- 

Job Fit 

High Low Combined 

Est. Marginal Mean 5.00" 

Standard Error O. 19" 

Est. Marginal Mean 4.90" 

Standard Error O. 20" 

Est. Marginal Mean 4.95" 

Standard Error O. ISn  

Orgsic  Organization .-- -- ---- Combined ----- Organizntions -.-- ---- 

Job Fit Job Fit 

High Low Combined High Low Cornbined 



Table 24. 

Estiinated Marginal Means and Standard Errors for Ratings of Impressions of Potential for Applicant-Orpariizational Fit, Studv 3. 

Mechanisiic Organization ----- - Organic ---a- Organization Colnbined Orsnizations -- 

Job Fit Job Fit Job Fit 

High Low Combined 

Est. Marginal Mean 5 . 1 2 V . 8 4 "  4.48a 
High 

Standard Error 0.20" O.2la 0.lP 

High Low Combined 

Est. Marginal Mean 4.8Za 3.06" 
Organizational Fit Low 

Standard Error 0.20" 0.21" 0.17" 

High Low Combined 

5.45b 4.88b 5.17~ 

0.2@ 0.20b 0 .18~  

Est, Marginal Mean 4.97V.45" 4.21' 
Cornbined 

Standard Error 0.16" 0.17" 0.14a 

5-28' 4.36' 4.82' 

0,14' 0.15' 0.13' 

3.94Y.27b 3.4gb 3.88b 

0.20b 0.21b 0.17b 

4.54' 3.28' 3.91' 

0.14' 0.15' 0.12C 

4.86b 4.1gb 4,52b 

0.15b 0.17b 0.14" 

4.91c 3.82' 4.37' 

0.11' 0.12' 0.1P 
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fit cells. Standard enors again are low, roughly equivalent to the standard errors found 

for the potential for job fit ratinp. For the manipulation check of ratings of potential 

for job-specific fit, the ANOVA resulted in a significant main effect for the job fit 

manipulation [F (1,57) = 214.43, p < .001]. The nature of this effect was that résumés 

constructed to represent higher levels of fit with the position description indeed were 

rated as representing higher potential for job-specific fit, as intended No other 

significant effects were obtained in this analysis. 

An ANOVA was perfonned on the organizational fit ratings as a check on the 

adequacy of the organizational fit résumé manipulation. Significant main effects were 

obtained for the job fit manipulation [F(1,57) = 93.78, p < .O011 as well as for the 

organizationai fit manipulation [F(1,57) = 39.38, p c .001]. These effects reflected 

higher potentid for organizational fit ratings for the high job fit résumés, as compared to 

the low job fit résumés, and likewise for the high veaus low organizational fit résumés. 

The interaction of job fit level and organizational type was statistically 

significant for the potential for organizational fit ratings [F (1,57) = 14-12, p < .001]. 

Tukey-Krarner HSD follow up tests indicated that this interaction involved a pattern of 

equivaient estimated marginal means for high and Iow job fit résumés at high levels of 

job fk higher means for the high job fit résumés than for the low job fit résumés 

regardless of organization type, and higher ratings for Iow job fit résumé in the organic 

organization than in the mechanistic organization (see Table 24). 

In addition, the interaction of organizational fit level and organization type was 

significant in the ANOVA on organizational fit ratings. Tukey-Kramer HSD follow up 
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tests determined that the potential for organizational fit ratings were significantly greater 

for the high organizational fit résumés for the organic organization than they were for 

each of the three other organizationd fit - organization type cells (hi& organizational 

fitfmechanistic organization, low organizationai fivorganic organization, and low 

organizational fit/mechanistic organization). No other cornparisons achieved statistical 

significance. 

In summary, the above fmduigs indicate that the experimental manipulations 

worked as intended in the present study. This was demonstrateci by a si-cant main 

effect for the job fit manipulation in the ANOVA on potential for job fit ratings, and by a 

significant main effect for the organizational fit manipulation in the ANOVA on potential 

for organizationai fit ratings. 

Ratings of intemew iikelihood. Estimated marginal means for the résumé 

ratings of interview Iikelihood may be found in Table 25, grouped by job-specific fit and 

organizational fit level and nature of the target organization. As can be seen from 

examination of these results, mean ratings range from Iows of 2.8 1 to 3.45 for low job fit, 

low organizational fit cells for mechanistic and organic organization categories, to highs 

of 5.43 to 5.62 for high job fit, high organizational fit cells for these organizational 

categories. Intermediate rating levek were evidenced by Iow job fit, high organizational 

fit résumés and high job fit, 1ow organizational fit résumés. It should be noted that the 

pattern of means is identical for the two organizational profile groups, ranging from a low 
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in low job fit, low organizational fit ceIls, to low job fit, high organizational fit cells, to 

high job fit, low organizational fit cetls, to their highest levels in high job fit, high 

organizational fit cells. Mean ratings tend to be at roüghly the same Ievel for the two 

organizationd types in the various ceus of the résumé manipulations. Standard errors 

tend to be low overail but slightly higher for the mechanistic organizational profide than 

for the organic organizational profile. 

An ANOVA was performed on the interview fikelihood ratings data This 

induded one between-subjects factor (organizational profile-mechanistic versus organic) 

and two within-subjects factors (higher versus lower levels of applicant-job fit and higher 

versus Iower levels of applicant-organization fit). Table 26 surnrnarizes the results of this 

analysis, which reveaied a main effects for job fit and organizational fit manipulations in 

the interview Zikelihood ratings. Each of these main effects refiected higher ratings for 

high fit levels than for low fit levels in the résumés. The effect size for the job fit 

manipulation (e2 = .75) was greater than that for the organizational fit manipulation (E' = 

-17). The between subjects effect of organizational type was not statistically significant. 

The job fit x organizational fit interaction was found to be significant. No other 

interactions were found to be significant in this analysis. 

The job fit x organizational fit interaction demonstrated that the organizational fit 

manipulation resulted in ~ i ~ c a n t l y  greater interview Iikelihood ratings at low levels of 

job fit. However, this was not the case at high levels of job fit, where the organizational 

fit differences failed to achieve staîistical ~ i ~ c a a c e .  



Analvsis of Variance for uitewiew Likelihood Ratings following Résumé Screening, 

Source - df 
- - 

Between subjects 

Organizational profile 1 

S within-group error - 57 

Job Fit Ratings 1 

Organizational Fit Ratings 1 

Error (Job Fit) 57 

Job Fit x Organizational Fit Ratings 1 

Error (Job Fit x Organizational Fit) 57 

Job Fit Ratings x Organizational 1 
Profile 

Pooled Error (Organizational ProNe 94 
x S within-group) 

Organizational Fit Ratings x 1 
Organizationai Profile 

Pooled Error (Organizationd Profife 99 
x S within-group) 

Job Fit Ratings x Organizational Fit 1 
Ratings x Organizational Profile 

Pooled Error (ûrganizationd Profile x 8 1 
S within-groups) - 

Note: Values enclosed in parentheses represent mean square erron. - 
* g <  .O5 

* * p c O o l  
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Given Barr and Hitt's (1986) findings of differences in ernployability ratings 

with rates who were experienced versus inexpenenced in employee selection, it may be 

interesting to determine if years of participant experience in employee selection was a 

factor in the results of the present study. However, the study's hypotheses dealt only with 

the within-subjects effects in the experimental design, which would not be impacted by 

the addition of a covariate (Kirk, 1995). Includùig a covarïate of years of 

rater/participant experience would not impact the findings of the present study, as each 

within-subjects manipulation was experienced by each rater in the study. Thus an 

ANCOVA would not be appropriate in the present situation. 

Discussion 

Each hypothesis was codï~med by the results of this study. Hypotheses 3a and 

3b concemed the impact of higher résumé-job congruence and résumé-organization 

congruence on ratings of interview likelihood, and each of these predicted main effects 

was found. The obtained main effect of applicant résumé-position profile conpence 

( s i g q n g  a higher level of actuai résumé-job fit) on ratings of interview likelihood was 

anticipated based on previous research by Rasmussen (1984) and (to an extent) by 

Gilmore and Fems (1989a). Such an effect would be predicted by traditional task- 

onented approaches to employee selection (see Boman et al., 1997). 

The impact of applicant résumé-organizationd profile congruence on ratings of 

the likelihood of inviting an applicant for an interview represents a new contribution to 

research on résumé screening. That such a main effect occurred apart fiom any impact of 

organizational type indicates that applicant-organization fit was important regardless of 



whether the target organîzation was depicted as having a mechanistic or an organic 

structure. 

This pattern of findings would not be predicted by Borman et al.'s (1997) 

conjecture that P-O fit takes on increased importance in organic organizations, which 

require ernployee flexibility and adaptability to a series of new jobs / projects. The 

fadure to find either a main effect for organizational profile or an organizational fit 

manipulation x organizational profile interaction in interview Iikelihood ratings indicates 

that the main effect of organizational fit is unlikely to have resulted from impressions of 

general employability as opposed to those of applicant-organization fit, as a given résumé 

was either high or low in résumé-organizational congruence depending on which 

organizational profile was used. General employability by definition is not organization- 

specific, and thus the pattern of results obtained with respect to interview likelihood 

ratings do not support a general employability interpretation. This finding is contrary to 

those of Bretz el al. (1993) and Adkins et al. (1 994) from interview research. Whereas 

these studies found that impressions of P-O fit were largely comprised of impressions of 

general employability (and, in the case of Breiz et al., job-specific fit), the design of the 

present study rules out general employability as an interpretation of the results. However, 

the present findings are consistent with the results of Rynes and Gerhart's (1990) 

interview study, which found that recmiters pointed to interpersonal skills, future goal 

orientation, and physical attractiveness as indicators of applicant fit (firm-specific 

employability) when general employability was held constant. 
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The résumé manipulations of applicant-job congruence and applicant- 

organization congruence worked as intended in this study. These findings demonstrate 

that actuaI levels of résumé-job and résumé-orga-ion congruence fostered 

corresponding impressions of potentiai for applicant-job and applicant-organization fit. 

However, résumé-job and résumé-organization congruence each interacted with 

organization type for ratings of impressions of potential for applicant-organization fit. 

Coupled with the finding of a significant main effect of the applicant-job fit résumé 

manipulation for ratings of organizational fit, it appears that organizational fit ratings 

were dependent upon level of presented job fit as weii as presented organizational fit. 

That actual job fit leveI influenced impressions of organizational fit points to the high 

salience of job fit in résumé screming impressions. This finding is consistent with the 

interview-related findings of Bretz et d. (1993), in which impressions of P-O fit sternmed 

from perceptions of job-specific fit as well as from impressions of general employability. 

The impact of organizational fit manipulations was not nearIy as strong (effect size of 

.17) or as far-reaching as that of job fit manipulations (effect size .74). In the potential 

for job-specific fit ratings, the organizational fit manipulation did not impact results m a 

sigmficant fashion, as neither a main effect of the organizational fit manipulation nor a 

job-specific fit x organizational fit interaction were obtained- 

Whereas the manipulation checks provided confurnation of the effectiveness of 

the experimental manipulations in constnicting the résumés uulized in this study, it is 

important to note that asking participants to rate the potential for job and organizational 

fit represented by each résumé could have focused the study participants on these 
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considerations, thereby increasing the salience of these factors in the interview Mcelihood 

ratings. To minimize this potential impact, the interview Iikeühood rating scale appeared 

before impression of potential for job fit and impression of potential for organizational fit 

rating scales. However, over the course of the experimental ratings task for the eight 

résumés presented to participants in this snidy, repeated ratings of potential for job- 

specific fit and of organizational f i t  couid have affected the impact of the job fit and 

organizaîiond fit manipulations in the résumés on the screening outcomes. Schwan 

(1999) has presented cogent arguments and data about the ways in which questionnaire 

design can shape responses. It may be worthwhile to conduct a study similar to the 

present one, with the manipulation checks performed as pretests d e r  than as part of the 

expenmental task. 



CEiAPTER 6: General Discussion 

The pnmary aim of this program of research was to demonstrate that, whereas 

job-specific fit consideraiions are important in résumé screening outcomes, 

organizational fit aspects are dso important in such outcomes. The expected importance 

of job-specific fit considerations in résumé screening was based on traditional approaches 

to employee selection (see Borman et al., 1997), although the limited research relevant to 

résumé screening is only partially supportive of this prediction (Gilmore & Fems, 1989a; 

Rasmussen, 1984). Hypotheses related to the importance of impressions of and acnial 

applicant-organization fit in résumé screening outcomes were based upon predictions of 

Schneider's ASA framework (Schneider, 1987; Schneider et al., 1995), which has 

spurred increased interest in this issue (see Arvey & Murphy, 1998; Boman et al., 1997; 

Kristof, 1996). 

This objective was achieved in each study of this research program, which 

involved survey, archival research, and experimental approaches to examine these issues 

of applicant fit considerations in résumé screening decisions. Each hypothesis generated 

in the three studies within this research project was confirmeci, with a few relatively 

minor exceptions. 

Applicant-organization fit was perceived by human resources professionals to be 

extrernely important in hiring. It was dso an important consideration in actuai résumé 

screening decisionr. as both perceived and actuai Merences in presented applicant- 

organization fit were directly related to résumé screening success. That this occurred in 

a reanalysis of successful and unsuccessfd résumés fkom an actual selection situation, as 



well as in an experiment in which résumés were constructed to differ in actual P-O 

congmence, provides strong support for the importance of P-O fit, even in the 

preliminaiy stages of applicant screening for employment. Although predicted, these 

findings with respect to the importance of P-O fit in résumé screening are contrary to 

contentions of Borman et al. (1997), who argued that the interview stage of employee 

selection is the venue in which P-O fit considerations emerge. 

Predictions of the ASA framework (Schneider, 1987; Schneider et al., 1995) 

were confmed repeatedly in each of the present research studies. The ASA mode1 

argues that applicant congmence with organization's culture, values, needs, and 

opportunities will affect their attraction, selection, and retention by an organization. The 

findings reported herein support the importance of these considerations for applicant 

selection, even in the eariy stagz of selection at which résumé screening occurs, for a 

broad array of job categones from entry-level and support roles to those of professional 

and manager. It appears that P-O fit may interact with P-J fit, in addition to having a 

main effect on screening decisions (e.g., interview likelihood ratings). 

Résumé screening involves impression formation. Although the present research 

did not test specific predictions of impression formation theories, the data from these 

studies does appear to be consistent with the formation of category-based impressions in 

this process. 

In the first study, human resources professionals rated various aspects of P-O fit, 

important considerations in the ASA framework, on their importance in hiring. These 

self-reports consistently affirmed the high level of perceived importance of each aspect of 
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P-O fit, for each of five broad job categories, as would be predicted by the ASA 

framework, with onIy two minor exceptions. Human resources professionals also 

indicated which aspects of résumé information heip most to establish P-O fit, and these 

responses provide dues to specific biodata aspects that promote the impressions of P-O 

fit predicted by the ASA model to be important for applicant selection. However, self- 

reports about practice have been found to be incomplete as indicators of how selection 

criteria are applied in actual practice (Graves & Karren, 1992). The second and third 

studies provided demonstrations of the selection predictions of the ASA model in actual 

and simulated résumé screening decisions, which adds considerable credibility to the 

findings of the first study, in contrast to the fmdings of Graves and Karren. 

In the second study, examination of résumés used in an actual employee selection 

confirmed the prediction that résumés that received successful screening outcornes had 

~ i ~ c a n t l y  higher levels of P-J and P-O fit. Thus the self-reports of human resources 

professionals about the importance of P-O fit considerations in hiring were found to be 

the case in actud practice, providing further support for the operation of ASA processes 

in résumé screening practice. Finally, the expriment conducted in the third study 

demonstrated that actual ciifferences in P-I congruence and P-O congruence were 

refiected in human resources professionals' ratings of their impressions of such 

congruence. In addition, such P-J and P-O congruence Merences were reflected in 

ratings of the likeIihood of inviting applicants depicted in the résumés for interviews. 

Therefore, predictions of the ASA framework with respect to the importance of 
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applicant-organization congruence in résumé screening were dso  supported by the 

findings of this experiment, 

Differences in the importance of the organizational congruence aspects predicted 

to be important in the ASA framework were found in the present research. Skills-based 

aspects and résumé indicators of fit were regarded as most important overall, consistent 

with a traditional task orienteci approach to employee selection (Borman et al., 1997) and 

the findings of Bretz et al. (1993). However, each of the other aspects of P-O fit 

surveyed were also rated as highly important, with the exception of the expenence-based 

industry fit category for the two entry-Ievel position categories. The current findings also 

indicated that human resources professionals discriminated among aspects of applicant- 

organizational fit, and that they valued them differentially for specific categories of job 

positions. In addition, they rated a given applicant résumé differently for interview 

Mcelihood depending on which of two opposite (with respect to manipulated 

organizational fit aspects) organizational profiles was used, as evidenced by a main 

effect for résumé-organization congruence. This provided a strong demonstration of the 

importance of applicant-organization fit. The present research project represents the fîrst 

examination of the importance of various P-O fit aspects in selection. It would be 

worthwhile to investigate the relative effectiveness of various kinds of P-O fit 

manipulations in résumé self-presentations in the future. 

The current findings dso  indicate that the trend in the selection research 

literature of operationalizing applicant-organization fit solely in tenns of values 

congruence (Adkins & Werbel, 1994; Cable & Judge, 1997; Rynes & Gerhart, 1990) 



does capture an aspect of P-O congruence that is important to human resources 

professionals. The results in the present research did Hum the importance of values 

congruence for establishing applicant-organization fit in employment selection. This is 

in line with findings by Cable and Judge (1997) and Rynes and Gerhart (1990) in 

interview research, but at odds with the results of Bretz et al. (1993) and Adkins et al. 

(1994). In the present research, values congmence was rated as f k t  or second in 

importance among the five P-O fit aspects for each of the job categories exarnined in the 

fmt  study. However, ratings of the importance of various aspects of applicant- 

organization fit in selection, greater than the scale midpoint for d l  but two of the aspects 

of applicant-organization fit for each of the various job position categones, point to the 

rnultidimensionality of applicant-organization fit in the rninds of human resources 

professionals. These findings support the multidirnensional approach to P-O fit advanced 

in the Kristof (1996) rnodel. 

Job fit considerations had a stronger effect on screening outcomes than did those 

related to organizational fit in the third study, as anticipated. This phenornenon mirmrs 

survey ratings in the fmt study that reflected somewhat stronger interest in skills-based 

and job-related aspects and résumé indicators of P-O fit, in support of the findings of 

Bretz et al. (1993). However, in each of the present snidies, impressions of applicant- 

organization fit did have an important relationship with résumé screening outcomes, as 

found previously in interview settings by Cable and Judge (1997) for applicant- 

organization values congruence. Survey results indicated that skills-based aspects of P-O 

fit were rated as the singularly most important aspects and résumé indicators of applicant- 
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organization fit for positions below the manager level, whereas other aspects (e-g., values 

congruence) and indicators of P-O fit shared the role of primary importance for 

management ranks. This finding, coupled with the greater rated importance of P-O fit 

aspects and rated usefulness of résumé indicators of P-O fit for manager and professionai 

positions, is confirmation of the conjecture that P-O fit is most important for those d e s  

which are Iess prescribed by rules and supervision, and which Ïnvolve broader 

interaction, judgment, and discretion. 

In the second study of the current research program, the strength of the 

relationship of résumé P-O fit ratings with screening outcome was as strong as the 

résumé P-J fit ratings - screening outcome relationship. There was a very high degree of 

overlap between the job fit and organizational fit ratings, as was found previously in 

coilege recmiting interviews by Adkins et al. (1994) for correlations between general 

employability ratings and assessrnent of applicant-organization values congruence. The 

P-O fit and P-J fit ratings accounted for vimially identical variance in the screening 

outcome criteria In addition, the P-O fit manipulation check ANOVA in the third study 

found that P-O fit differences as weU as P-J fit differences in the résumé led to significant 

differences in P-O fit ratings. On the surface, these findings seem to indicate that the 

distinction between résumé P-O fit and P-J fit is not a strong one for human resources 

professionals, although job fit manipulation check in Smdy 3 did not demonstrate an 

infïuence of organizational fit differences in the applicant-job ratings. However, 

hierarchical analyses in Study 2 demonstrated that human resources professionals may 

indeed distinguish between P-J and P-O fit in terms of screening decisions, but that these 
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two factors interact, such that the benefit of P-O fit is greatest at higher levels of P-J fit. 

This would indicate that recruiters may stiU weight P-J fit more heavily overall, 

considering P-O fit when a sufficient level of P-I fit seems to be present. 

Perhaps these findings indicate that Borman and Motowidlo's (1993) urging, to 

expand the work performance criteria domain to incorporate contextual (organizationally 

relevant) as well as task-relevant considerations, has been heeded, dthough P-J fit seems 

to be a pnmary consideration. It may be that the P-J fit / P-O fit distinction wiU become 

less important over time, as  organizational-level outcomes become as integral to our 

notion of work performance as job-specific outcomes. On the other hand, assessment of 

applicants for ernployment may be more precise if component aspects and indicators of 

each type of personenvironment fit are delineated. The present findings have only 

scratched the surface of this complex issue. 

The credibility of the findings in this research program was enhanced by the use 

of actively employed human resources profession& who were knowledgeable about 

ernployee selection, which serves to provide a higher level of extemd validity for the 

findings of these studies. This comsponds with a trend in the literature on P-O fit in 

selection research, toward the use of professional samples (Adkins et al., 1994; Rynes & 

Gerhart, 1990; Brea et al., 1993; Cable Br Judge, 1997; Rynes & Gerhart, 1990). In 

addition, the measures obtained in the present studies involved evaluating the importance 

of résumé information in temis of intemiew intentions, potential for job fit, and/or 

potential for organizational f i t  These obviously are critical outcome measures in the 

résumé screening phase of employee selection. As discussed in the introduction, the 
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iimited research that exists on résumé screening-related effects has been somewhat shy 

about looking at outcomes, focusing instead on impressions of an applicant's personal 

charactenstics. Findly, in the second study of the present research project, an actual 

résumé screening process was examined. The study of an actual selection process 

presents a test situation with a high level of extemal validity. 

In terms of the ability of human resources professionals to discern differences in 

applicant-organization and applicant-job congruence, on the whole the news was 

positive. Participants reported substantial use of specific résumé rating scales (38.1 %, 

Study 1), and that such scales are highly likely to include categones related to applicant- 

organization fit (77.1 %, Study 1). The human resources professionals who participated 

in this research rated applicant-job and applicant-organization congmence constmcts in a 

reliable fashion (Study 2), although there was a very high degree of overlap in these 

ratings. Their résumé ratings of impressions for potential for applicant-job fit and for 

applicant-organization fit reflected actual résumé differences in these constmcts (Study 

3). In addition, a given résumé tended to be rated higher or lower in potential for P-O fit 

depending on which of two organizational profiles was utilized, with résumés 

constructed to be high in P-O fit for one organizational profile but lower in P-O fit for the 

second one. However, the research participants did tend to ascribe P-O fit in the absence 

of actual differences in P-O congruence for applicants with higher levels of actual 

résumé-job congruence (Study 3), and ratings of potential for P-J fit and of potential for 

P-O fit showed an extremely high level of overlap, especiaily with respect to prediction 

of résumé screening decisions (Study 2). 



The hypotheses about the association of résumé-job focus and résumé- 

organization focus, on the one hanci, and a résumé's success in a résumé screening for an 

actuai selection situation, on the other, were not confirmed. This appem to have been 

due to the interactive effect that focus exhibited with fit, as demonstrateci in a hierarchical 

multiple regression, rather than due to lack of clarity about the distinction between focus 

and fit in the min& of the raters, or to the relatively s d  number of résumés involved in 

the analyses (18 in each of two groups in a one-way MANOVA with four rating 

measures). Résumé P-O focus was rated as important to s w e y  participants in the fmt 

study, and the mean ratings of résumé-job and résumésrganization focus for successful 

and unsuccessfu1 résumés in the second study did demonstrate a consistent trend in the 

predicted direction. 

Zn addition, when cover letter ratings were used in a second MANOVA for this 

sarne study, significant results were not obtained for any of the measures. As mentioned 

above, this may have been due to the s m d  N and limited power involved in this study, as 

argued for the résumé focus ratings, since mean ratings of successful and unsuccessful 

applicant cover letters consistently were in the predicted direction. Other conjectures are 

that this nonsignif~cant outcome was due to greater emphasis on the résumé in the 

original applicant screening decisions or to the greater variability that was exhibited in 

combined résumé - cover letter ratings. 

One must bear in mind that the research findings in this second study were based 

on a single employee selection situation. Although access to acnial selection pools and 

screening decisions can be difF1cult to obtain, M e r  research on the issue of focus, 
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involving broader sampling of selection assignments, may serve to heighten the power of 

tests of difference as well as  the generalizability of the findings. In the light of the survey 

findings with respect to position category, it wouid be rneaningful to examine P-O and P- 

J focus for expenenced professional and manager roles. These roles were hypothesized 

to be ones in which P-O focus would be more important, as they are less constrained by 

procedural guidelines and close supervision. This hypothesis was confirmed repeatedly 

in the survey responses in Study 1. It thus seems worthwhile to pursue research into the 

roIe of P-O fit and focus consideraiions in employee selection for the job categones in 

which such considerations are perceived to be most important, at the professional and 

manager levels, particularly at the résumé screening stage that was the focus of the 

present research prograrn. 

Limitations in the Current Research 

At least two limitations in the present research prograrn should be discussed. 

One, as pointed out for the fmt study, involves the use of a closed-ended response format 

in the Résumé Screening Practices Survey. Schwarz (1999) has discussed the differences 

in results obtained with questions utilizing openendeci response formats, as compared 

with closed response formats. The latter could predispose survey respondents to answer 

that a given aspect of P-O fit is important in hiring, or that a given type of résumé 

information is useful in establishg an applicant's fit with the hiring organization, 

whereas such aspects or categories may be less likely to be Iisted to in response to open- 

ended questions about the aspects of P-O fit most important in hiring, or about the types 

of résumé information most useful in estabiishing applicant-organization fit. In addition, 
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repeated raiings of potential for applicant-job and applicant-organization fit, done as 

manipulation checks in the third study, could have predisposed study participants to these 

considerations when completing the interview likelihood ratings. To minirnize such 

impact, manipulation check ratings were presented after the interview likelihood ratings. 

However, in future research, it may be worthwhile to conduct the manipulation checks 

with a subset or separate gmup of participants. 

Future Research 

Many possibilities exist for future investigation into the issues addressed in diis 

research project. Since it appears that there are severai dimensions of applicant- 

organization fit important in hiring, research into the nature and relative importance of 

these dimensions in selection impressions and decisions seems warranted. Investigation 

into the impact on impression formation of various kinds of reaiïstic and skillful 

impression management tactics in job applicant résumé and interview presentations 

would provide important information for people sitting on both sides of the hiring desk. 

It would also be interesting to compare P-O fit impressions gained from résumé screening 

and interview settings. Finaily, research into the role of P-J and P-O considerations in 

the selection decisions of hiring (functional) managers, as opposed to human resources 

professionds, would dso be meanuigful. 

Demonstrations of the predictive vaiidity of various P-O fit predictors in 

effective selection decisions would caU for the investigation into predictors of actual 

post-hire P-O fit and contextual performance. This information could guide the 

development of effective, standardized résumé rating scales, providing valid prediction of 
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an applicant's potentid for post-hire P-O f i t  and effectiveness. Finding valid predictors 

of post-hire P-O fit is especially important, aven the relatively high percentage of human 

resources professionals in the present research who reporteci the use of specific résumé 

rating scales that include measures of an applicant's potential for organizationd fit. With 

the advent of electronic résumé submission and scanning technologies, it is becoming 

increasingly likely that organizations would benefit from research into meaningful 

biodata predictors of applicant-organization fit in résumé submissions. Predictors that 

can be utilized to guide standardized or electronic résumé screening instruments are 

likely to be welcomed by organizations. Perhaps they could be used in the construction 

of electronic application fomis, in a rnodemized version of the weighted application 

blank. An advantage to the growing use of such electronic application fonns is that they 

standardize the applicants' self-presentations and thus enhance reliability in the screening 

of initial applicant submissions for employment. This is lïkely to be partïculariy 

important for major search f m .  Hal Johnson (1999) recently remarked that Kom 

Ferry's New York office received 25,000 unsolicited résumés per month. Development 

of valid biodata predictors of P-O fit at the upper organizational levels at which f m  like 

Kom Ferry conduct executive searches is Iikely to provide significant selection utility for 

major search firms and highly desirable employers. 

Implications of the Present Research Findings 

For human resources professionals involved in employee selection, the findings 

in this research project shed some light on the complexity of impressions and inferences 

involved in résumé screening. Discerning P-O fit from a résumé is a difficult task, yet it 
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appears that résumé differences in P-O congruence are detected (even though P-J fit 

differences also were interpreted as reflective of P-O fit differences and Study 2 revealed 

considerable overlap between P-J fit and P-O fit ratings). Given that P-O fit assessrnents 

seem to be made in résumé screening, it may be wise to guide or structure such 

assessrnents through greater use of résumé rating scales that include scales relevant to 

important aspects of applicant-organization fit. Structured résumé rating instniments 

rnay serve to improve résumé screening validity in a manner similar to that involved in 

the increased validity gained through the use of strucnired interview techniques (e.g., 

Janz, 1989; Campion et al., 1988; Schmidt & Rader, 1999). 

For job seekers, the findhgs of the present research program highlight the 

importance of emphasizing key aspects of one's fit with the target organization in the 

résumé. This requires research into an organization's culture, structure, values, goals, 

opportunities, strategies, founder, etc. It also requires ski11 and effort in translating the 

resulting information into organizationally relevant categories, as well as in determinhg 

relevant aspects of one's background, goals, and successes. It seerns clear that tactics 

related solely to cover letter and interview presentations WU miss valuable impression 

management opportunities that are available in the résumé screening stage of selection. 

It appears from the present findings that investigation into the role of applicant 

résumé focus on P-O fit for résumé screening decisions may require a sufficiently large 

applicant pool, particularly in ternis of nurnbers of applicants with successful screening 

outcomes. A trend for job and organizational focus in a résumé to add to the prediction 

of résumé screening outcome by P-O fit and P-J fit ratings was found in the second study 
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of this research program. It does seem that applicant-organization fit and applicant- 

organization focus can be evaluated reliably in résumé screening. 

At a basic level, the research reported herein yields important information about 

résumé screening processes and outcornes, so limited in previous research. It also 

contributes to the small but growing body of research on the importance of organizational 

fit impressions in employee selection, providing the first such demonstration of this 

importance and test of the ASA framework in a résumé screening setting. 
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Appendix A 

Thank you for taking some of your valuable time to complete this bnef survey. 
Please answer each question to the best of your knowledge. Your responses 
will be handled in the strictest of confidence. Demographic information about 
you and your organization will be used only to build an aggregate profile of the 
human resources professionals who participa te in this survey. 

A. BACKGROUND INFORMATION 

About you 

1. Number of years of involvement in employee selection 0 
2. Have you had formal training in employee selection? O Yes El No 

About your company/organiization 

1. Number of employees in Canada: u 
2. Scope of operations: CI multinational O national 0 regional 

CI local 

3. Type of industry (Please check only one) 
O Agriculture & Fishing O AssociatiordNot-for-profit [3 Communications & 

Publishing 

O Construction O. Education O ElectronicdHigh Tech 

O Financial S e ~ c e s  0 Forest Products O Hospitality & 

Entertainment 

Ci Health Care O import &for Export O Mining, Srnelting &/or 

Petroleum 

0 Manufacturing iJ Professional Services O Public Administration 

O Real Estate O Retail O Transportation 

O Utilities Ci Wholesale, Distribution O Other 



B. S U R V N  QUESTIONS 

Ptease use the following scale for question 1. If one of these ratings is not 
applicable in your situation, please indicate so by "NK. 

1 2 3 4 5 6 7 
I 
Not at al1 Moderately Extremeiy 
Important Important important 

1 . ln the hiring process in general, for each of the following types of positions, please 
rate how important each of the aspects of organizational fit is to you. 

Aspect of Organizational Fit 

Fit between applicant personality 
and organizational culture. 

Fit between applicant values and 
organizational values. 

Fit between applicant goals and 
organizational opportunities to 
meet those goals 

Fit between applicant skills and 
organizational needdrequirements 

Fit between previous industry 
emerience and this industnr 

Tmes of Positions . - . . - - . - - - . . - 

Experienced 1 entry- ( e m  1 experienœd ( manager 
tethnical 1 Ievel unhr. 1 level 1 profesdonal 1 
support 1 grad ( MBA ( 1 

Please use the following scale for questions 2 and 3. If one of these ratings 
is not applicable in your situation, please indicate so by 'N/An. 

l 1 I I I I I 
Mot at al1 Moderateiy Extremeiy 
Usef ul Useful Usefui 

2. Beyond consideration of job-specific skfll tit, for each of the fol iowing types of 
positions, please rate the extent to which a resume that is highly specific and 
focused on aspects relevant to your organization's culture and values helps you in 
establishing an applicanfs fit with your organization? 

Experienced technical support 0 Expenenced professionaI 0 
Entry-level university graduate 0 werienced manager 0 
Entry-level MBA 0 



3. For each of the following types of positions, please indicate how useful each of the 
following categories of applicant resume information is to you in determining fit with 
your organization. 

Resume Information 

Jobrelated skills and 
corn pet encies 

Leadership experience 

Team orientation 

lnterest in teaming 

Collaborative approach 

Customer service orientation 

Experience in a stressful 
environment 

Career goals 

Range of interests 

Adaptability to change 

Persona1 impact on results 

Attention to detaif 

Energy 

Experience in analysis and 
planning 

Accountability 

- - - - - - - 

Types of Positions 
experi- 1 entry- 1 entry- 1 experi- ( manager 

4. Do you use specific rating scales to evaluate resumes? [7 Yes O No 

enced 
technical 
support 

If yes, are there any categories in these scales that represent fit with your 
organization's culture and values? O Yes O No 

level 
univ. 
grad 

level 
MBA 

- 

enced 
prof- 
sional 



5. Your cornments on this suwey, specific questions, or other infornation you 
believe to be relevant to resume screening or aspects of fi with your 
organization would be appreciated. 

Thank you for your participation in this research effort. 



Telephone Script - Recruitment For Survey Participation, Study 1 

Telephone calls to individuals on the mailing list of the sponsoring outplacement 
consulting office were be made by the principal researcher and a research assistant. To 
be solicited for participation, an individual's title had to s i g n e  a human resources role. 
Participant recruitment c d s  were to be made until surveys were retumed from at least 80 
individuais with either experience or training in employee selection. The following script 
was used in making these c a s ,  with deviations as necessary to answer the prospect's 
questions in an ethical and noncoercive manner. 

ResearchedAsst.: HelIo, is this <name>? ... This is <trame of researcher/asst.> frorn 
Murray Axmith and Associates in London, Ontario. The purpose of my c d  to you today 
is to ask if you would be willing to complete a brief mail-in survey on resume screening 
practices that you use in employee selection. The s w e y  will take approximately 10- 15 
minutes of your time, and a summary and descnption of the s w e y  results will be sent to 
those who participate in the survey. The survey is part of the research that cZ 
M a t h l e e n  Didc@is> conducting for <my/her> doctoral dissertation, under the 
supervision of Dr. Mitch Rothstein of the Ivey School of Business. Dr. Rothstein is an 
Organizationd Behaviour researcher w ho teac hes Career Management courses to M B  .A. 
and H.B.A. students. Would you be wiiling to participate in this research survey? 

Ifno: Thank you very much for your consideration of this request, and al1 the best to 
you. If you would like a description of the results of this survey, please contact Kathleen 
Dindoff at Murray Axmith and Associates, London, Ontario. 

Ifyes: Thank you very much for your willingness to take a few minutes of your time to 
complete this survey. 1 want to stress that your participation is entirely voluntary, and the 
data will be handled in the strictest of confidence. Reporting will be done only group 
results, such that it would be impossible to iden- an individual respondent or the 
Company he or she represents. We wilI mail you a copy of the survey today, and we 
would appreciate it if you could complete and r e m  it within one week of receiving it. 
Once the results of the survey are compileci, we wiII mail you a description of the results. 



Appendix C 

Informed Consent, Study 1 

INFOEWED CONSENT 

My signature on this form attests to my voluntary participation in completing the 
enclosed s w e y  on résumé screening practices. I acknowledge that 1 have not k e n  
coerced or pressured to complete this survey, and 1 understand that 1 rnay decide not to 
participate in this survey at any time with penalty or repercussion. I have received a 
cover letter with the survey that explains the general purpose of this s w e y  research, and 
1 understand that there are no known risks to my participation in this survey. 

1 understand that individual survey results will be handled and reportai in 
confidence, such that 1 or the organization that 1 represent cannot be identified in any 
reporting on survey results that may occur. 1 also understand that, should 1 complete and 
return this survey, I will receive feedback on the s w e y  results. 

1 have read, understood, and agree with the foregoing statements. 

SIGNATURE DATE 

COMPANY 



Appendix D 

Cover Letter, Study 1 

Dear d a m e > :  

Thank you for agreeing to complete the enclosed survey on résumé screening practices. 
As discussed on the telephone, your participation is entirely voluntary. The purpose of 
this study is to gain insight on aspects of résumé screening practices in Canadian 
organizations. This study is sponsored by Murray Axmith S.W. Ontario Ltd., and it is a 
part of a doctoral research project in Industrial and Organizationai Psychology that 1 am 
conducting in collaboration with Dr. Mitch Rothstein of the Ivey School of Business. We 
believe that the results of this survey will help to better understand the types of 
information that are important to recruiters today in screening résumés, and how that 
importance varies according to the type of position under consideration. It is our hope 
that organizations and applicants alike wiU benefit fkom this information. 

The survey should take approximately 15-20 minutes to complete, and a stamped retum 
envelope has been included for your convenience. Please r e m  your completed survey 
within two weeks of receiving it. 

Individual responses will be handled in the strictest of confidence, as is required by 
ethical codes of the University of Western Ontario and the Department of Psychology. 
Data wilI be handled and reported in a marner that ensures that individual responses 
cannot be identified, Once the results of the survey have been compiled and analyzed, 
you will be rnailed a surnmary report. 

1 appreciate your assistance with this research. With your help in projects such as these, 
employment screening practices can becorne more effective, applicants for employment 
cari learn to present their qualifications more meaningfidly, and employees can manager 
their career development in ways that will ensure their future marketability. 

Kathleen Dindoff, M.A., CM.P. 
Career Transition Consultant 
Doctoral Candidate, IndustriaVOrganizationai Psychology 



Feedback Letter, Study 1 

<Name, Title, and Address of Partrrtrcipant> 

Thank you for your participation in the survey on resume screening practices, which you 
completed in the Spring. This is part of my dissertation research in Industrial and 
Organizational Psychology at the University of Western Ontario, which is k ing  
perfonned under the supe~s ion  of Dr. Mitchell Rothstein of the Ivey School of 
Business. The participation of people m e  you has resulted in valuable information on 
current resume screening practices in Ontario organizations. h addition, I very rnuch 
appreciate your important input into my dissertation research. As prornised, a summary 
of results of the survey is described below. 

One hundred thuty surveys were sent to human resources professionals in organizations 
in southwestern Ontario. Eighty-four surveys were renirned, for a r e m  rate of 64.6%. 
The human resources professionals completing the survey had an average of 12.3 years 
experience in employee selection, and 76.2% had formal training in employee selection. 
The organizations represented by the survey participants had an average of 2126 
employees and were predominantly manufacturing companies with multinational scope. 

A tabulation of the responses has suggested that organizational fit considerations have 
devance to hurnan resowes recruiters even at the early stage of the selection process at 
which resume screening occurs. However, skilis-based resume aspects (job-related skills 
and competencies) were the most useful reswne aspects for establishing fit with the 
respondents' orgariizations. 

The types of résumé aspects most useful in establishing fit with an organization's culture 
and values, after job-related skiils and competencies, were team orientation, 
accountability (except for entry-Ievel positions), adaptability to change, collaborative 
approach, and customer service orientation. For manager and professional positions, 
leadership and experience in analysis and planning were also rated of significant value in 
establishing an applicant's fit with the organization (based on the résumé information). 

With respect to the aspects of organizationd fit that are most important in the hiring 
process in gened, for each type of position, applicant skiIls-organizational needs fit was 
rated as most important, followed by values fit and applicant personality-organizational 
culture fit. Fit between industry in which an applicant gained hidher expenence and the 
respondent's industry was the Ieast important aspect of organizational fit for each type of 
position. In addition, each aspect of organizational fit was more important for managers 
and experienced professionals than it was for experienced technical support, entry-level 
university graduate and entry-level MBA positions. 



Thirty-eight percent of the organizations that survey respondents represented use specific 
rating scales for résumé screening. Of those who use specific résumé rating scales, 77% 
of the scales include categones that involve assessrnent of an applicant's fit with the 
organizational culture and values. 

FinaIly, survey respondents indicated that a specific and fwused résumé was useful in 
establishing fit with the respondents' organizations for experienced technical support, 
experienced professionai and manager positions. Such a résumé was rnuch less helpful in 
evaluating an applicant's fit with the organization for entry-level university graduate and 
MBA graduate positions. 

There isn't any pubfished research on the importance of organizational fit considerations 
in résumé screening decisions, nor on the types of résumé information that helps human 
resources professionals to establish a candidate's potential for organizational fit. The 
sunrey that you completed forms one of three studies king conducted to investigate these 
issues. If you are interested in learning more about this topic, the following articles may 
be of interest to you. 

Brown, B.K., & Campion, M.A. (1994). Biodata phenomenology: Recruiters' 
perceptions and use of biographical information in résumé screening. 
Journal ofApplied Psychology, 79,897-908. 

Kristof, A.L. (1996). Person-organization fit: An integrative review of its 
conceptualizations, rneasurement, and implications. Personnel Psychology, 
49, 1-49. 

Should you have any questions about the survey, the resdts, or related issues, please feel 
free to contact me at (519) 642-4078 ext. 35 or kmdindof@julian.uwo.ca. 

Thank you again for your generous assistance with this research project. 

Sincerely , 

Kathleen Dindoff, M.A., C.M.P. 
Principal Researcher 



Appendix F 

Rating Scaies, Study 2 

JOB-SPECIFIC FIT RATING 

Definition of Job-Specific Fit: 
Job-specific fit refers to the extent to which an applicant's I.ésumé and cover 

Ietter information indicates that the applimnt has the abiïities to perform the tasks 
that the 'TteceptionisVWord Processo?' WU be required to perform, ag., preparing 
documents using WordPerfect 5.1, m e r i n g  the telephone and transferring calls, 
etc, as specified in the "Job Vacancy Advertisement." Please use this dennition of 
job-specific fit in your rating. 

Please rate the job-specSc fit represented by this applicant's résumé information, by 
circling the appropnate nurnber on the scale below: 

.P w Y - -r .c 

l. 1 1 I I 1 I 

1 2 3 4 5 6 7 
Very Poor Moderate Excellent fit 

Fit Fit 

Please rate the potential for job-specific fit represented by this applicant's cover letter 
information, by circling the appropriate number on the scale below: 

Very Poor 
Fit 

Moderate 
Fit 

Excellent fit 



ORGANLZATIONAL FIT RATING 

APPLICANT NXJ'MBER 

Defiition of Organhtional fit: 
Organizational fit refers to the extent to which an applicant's résumé and 

cover letter information indicates that the applicant has the persona1 qualities, 
values and background that will enable him or her to work welI in this particular 
organization, as specined in the "Organizational Profile? PIease use this definition 
of organizational fit in your rating. 

Please rate the potential for organizational fit represented by this applicant's résumé 
information, by circling the appropriate number on the scaIe below. 

Very Poor 
Fit 

Moderate 
Fit 

Excellent fit 

Please rate the potential for organizational fit represented by this applicant's cover letter 
information, by circling the appropriate number on the scale below: 

Very Poor 
Fit 

Moderate 
Fit 

Excellent fit 



JOB FOCUS R A ' X G  

Definition of Job Focus: 
Job Focus refers to the extent to which an applicant explicitly emphasizes 

the aspects of hidher résumé and cover letter information that are relevant to 
aspects of thhî job. Job Focus involves the degree that the appiicant emphasizes the 
unique fit between hisher qnalifications and the needs of the job, as opposed to a 
more generd presentation of qoalifications that might fit any administrative 
support job. Be sure to use this deFinition of job focus in your rathg. 

Please rate the job focus in thïs applicant's résumé presentation, by circling the 
appropriate number on the scale bdow: 

t t t Y v r 

L I 1 1 I I 1 

1 2 3 4 5 6 7 
Not at d l  Moderately 
Focused 

Whly  
Focused Focused 

Please rate the job focus in this applicant's cover Ietter presentation, by circhg the 
appropriate nurnber on the scale below: 

Not at al1 
Focused 

Moderatel y 
Focused 

Kghly 
Focused 



ORGANIZATIONAL FOC'S RATING 

APPLICANT MJMBER 

Definition of Organilntional FOCUS: 
Organi7ritiond Focus refers to the extent to which an appiicant expiicitly 

emphasizes the aspects of his/her résumé and cover letter information that are 
relevant to aspects of this organùation. Organïzational Focus involves the degree 
that the applicant emphasizes the unique fit between hidher q u ~ ~ c a t i o n s  and the 
needs of the organization, as opposed to a more generai presentation of 
qumcations that might fit any organizational setong. Be sure to use this 
definition of organi7ationaI focus on your ratings. 

Please rate the organizationd focus in this applicant's résumé presentation, by circling 
the appropriate nurnber on the scale below: 

Not at dl 
Focused 

Moderatel y 
Focused 

PIease rate the organizational focus in this applicant's cover letter presentation, by 
circling the appropriate number on the scale below: 

- - .. - - - - 
1 1 1 1 1 1 1 

1 2 3 4 5 6 7 
Not at dl Moderate1 y Higfi l~  
Focused Focused Focused 



Copy of Newspaper Job Adverthement, Organizationd Profie, Study 2 

RECEP'I?ONIST/WORD PROCESSOR 

1s required by a dynamic, busy professional organization. This is an exceptional 
opportunity for a M y  experienced individual who has: 

An excellent professional telephone marner 
Advanced cornputer skills in WordPerfect 5.1 
A self-starter with the flexibility to work independently 
Experience working with highly confidentid and sensitive materials 
Highly developed interpersonal skius, with demonsîrated tact, diplomacy and good 
judgement 
Ability to work with exseptional accuracy in an interruptive environment 
Superior written and verbal communication skills 

This full-time, permanent position offers an aîtractive salary and benefit package. 

Candidates may apply in confidence by submitting a resume, before October 24th, to: 

< Company Logo > Company N m e  
Company Address 
Company Fax Number 



ORGANIZATIONAL PROFILE 

The employer that is advertising for the ReceptionistWord Processor position is a 

local filiate of a respected international consulting firm, dealing with corporate 

sponsors in arranging services and with sponsored ernployees from al1 organizational 

ranks through to senior levels. The work pace in the local office c m  range from a hectic 

one with pressing deanIines and m u e n t  interruptions, to a more moderately paced one. 

The organization regards tact, professionalism, courtesy, and compassion as essential in 

dl employees, as weU as responsiveness, integrity, competence, good judgment, and 

loyalty. The founder of the corporate parent organization is a key figure and 

spokesperson in%e industry internationally, and he regards ethics and exceptional 

quality of service as keys to his business. The founder of the local affiliate worked with 

the largest office in the Company and with the parent organization for severai years. He 

started the local affiliate office five years pnor to this search for a ReceptionisWord 

Processor. The foundedpresident of the local affxliate is highly credentialed, and he 

enjoys an entrepreneurid roIe, dong with the control it fiords him. He tends to be a 

professional, innovative, supportive yet pnvate individual. He does expect loyalty, 

competence, integrity, and professionalism, and he will reward such with praise, time 

off, pay, Christmas functions and bonuses, and retumed loyalty. To date, the local 

affiliate has been far more successful than the parent Company anticipated, and it is 

consistently among the top offices of the f m ' s  15 Canadian offices. 



Appendix H 

Experimental Résumés, Study 3 

SUMMARY OF &UMÉ MANIPULATIONS: 

John Jones High Applicant-Job Fit High P-O Fit, Organic 
Organization * 

Roger Peterson High Applicant-Job Fit High P-O Fit, Organic 
Organization * 

Daniei Watters Low Applicant-Job Fit Low P-O Fit, Organic 
Organization * 

Jererny Jenkins Low Applicant-Job Fit Low P-O Fit, Organic 
Organization * 

Alexander Carlson High Applicant-Job Fit Low P-O Fit, Organic 
Organization * 

Andrew Smyîhe High Applicant-Job Fit Low P-O Fit, Organic 
Organization * 

David Evans Low Applicant-Job Fit High P-O Fit, Organic 
Organization * 

Samuel Jmis  Low Applicant-Job Fit High P-O Fit, ûrganic 
Organization * 

* Note: Each résumé the opposite level of P-O fit for the Mechanistic Organization 



JOHN JONES 

3-1 25 Essex Street + Toronto, Ontario M9W 1 S2 

(41 6) 691-2542 + e-mail jjayjones 9syrnpatico.ca 

OBJECTIVE: A position where I can use my business knowledge in a 
progressive organization that provides opportunities for advancement 

B. Comrn., University of Toronto, 1998 

Computer Courses (Microsoft Office), St. Clair College (Windsor), 1994-95 

Diplorna, Business Administration, St. Clair College (Windsor), 1993 

ROYAL TRUST, Toronto headquarters: Summer lntemship Çumrner 1998 
Assisted with new product launch in Wealth Management Setvices as part of a 
multidisciplinary project team 

ROYAL TRUST, Windsor Downtown: Personal Banking Officer 1993-1 995 
Suinmers 1996,1997 

Sold investrnent, retirernent and lending proàucts to new and existing clients 
Negotiated loan and GIC rates within prescnbed lirnits 
Counselled clients on financial planning and credit management issues 
Completed comprehensive training program 

ROYAL TRUST, Windsor South: Customer Service Representative 1993 

Computer Skills: Microsoft Office, MS Project, e-maivfax, lntemet 

Activities: Mernber, U of T Marketing Club 
U of T Biz School Softball Team; toumament participant, 

1996,1997 
Royal Trust Employee Social Cornmittee (Windsor) 
Royal Trust Softball Team (Windsor) 

Achievements: Dean's List, 1997, University of Toronto School of Business 

References will be supplied upon requesf 



ROGER PETERSON 
28 Downsview Ave #3, Etobicoke ON M9W 2x2, (41 6) 672-2545 rogepete 8 cltn.net 

CAREER GOAL Management trainee or other position where I can advance 
through hard work and business knowiedge. 

EDUCATlON B.A., Honors Business Administration 
ivey School of Business 
Dean's Iist, 1997 

Certificate, Adult Education, Part-time % Continuing 
Education, U WO 1994 

WORK HISTORY 

Canada Trust Cal1 Centre, London ON 1998-present 
Answer customer inquiries, market financial products to rneet customer needs. 

Freelance Cornputer Software T i n e r  1995-97 
Marketed software training services to software training providers and companies. 
Negotiated contracts and training schedules. 
Conducted computer software training for Fanshawe College, Productivity Point 
International, and on direct provider basis to cornpanies such as Canada Trust. 

Desktop Publishing Specialist, Kinko's Copies, London ON 1993, 1994-95 
Produced resumes, brochures, flyers, overheads, foms and a wide variety of other 
documents. utilizing Macintosh cornputers, Pagemaker and other software. 
Assisted other operations team members as needed. 

Sales Coordinator, Productivity Point International, London ON 1993-94 
Contacted corporate training sponsors to market computer technology training 
Answered inquiries from corporate training directors and individuab. 
Worked as part of sales & administration team. Participated on special project 
team for Iaunch of MCSE certification training, focusing on sales and marketing 
as~ects of the moiect. 

OTHER INFORMAWON 

Languages: English, working knowledge of French 
Cornputer Skils: Proficient in most current business and graphics 

software 
Achievements: Operateci own business for two years 

Demonstrated skill in prospecting & closing business 
deals 

A ctivities: lvey Business School Marketing Club, 1996-98 
Participate on three sports teams; Sigma Tau Fratemity 
Participant, UWO Water Polo Tournament, lvey Biz 

Tearn, '97 

REFERENCES Upon Request 



DANIEL WAïTERS 

4487 Orchard Park Blvd, North York, ON M8N 3P6 
(41 6) 884-6895 dwatterse wlu.business.ca 

CAREER GOAL Saledmarketing or marketing analyst position in the 
financial services industry, with an ernphasis on 
commercial business 

EDUCAlïON Bachelor of Commerce, June 1998 
Wilfrid Laurier University, Waterloo ON 

EXPERIENCE Meadowpark Gas Bar & Variety, Cambridge ON 
ORce Assistant (Summers, Holidays), 1996-present 
Perfonned various administrative functions on relief 
basis during summer vacations 
Reorganized store layout and merchandising 
Assisted with implementation of computerized cash 
register system 

Watters Construction, Cambridge ON 
Carpentry Foreperson, Carpenter, 1993-7996 

ACHIEVEMENTS Supewised carpentry crews of up to 4 people 

Developed hands-on as well as academic knowledge of 
business through work in family businesses 

EXTRACURRICULAR Management Club. Wiifrid Laurier University 

Participant, Toronto Island Cycling Race, 1997 

Weight training, cycling, skiing, chess 

ADDITIONAL SKILLS Cornputer literate in Microsoft ûffice '97, lntemet 

Good knowledge of accounting and office procedures 
Communication abilities in English and French 
Demonstrated ability to s u p e ~ s e  others 

REFERENCES Available upon request 



JEREMY JENKINS 2-755 Dunsmore Road, Scarborough ON M7T 4E2 

(41 6) 259-7743 9 jeremyjen kins Qsympatico.ca 

OBJECTIVE 

Marketing analyst position, with future potential for commercial sales & 
marketing responsibilities 

EDUCATlON 

B.Comm., Trent University, Peterborough, Ontario, 1998 

EXPERIENCE 

Assistant Manager Summer 1998 
Pro Hardware, Peterborough Square Mall 
Supervise store operations and 1-3 staff on my shifts 
Prepare bank deposits and sales reports 

Summer lnternship in Retail Operations Summer 1997 
Canadian Tire Corporation, Toronto corporate office 
Rotated among merchandising, purchasing and store accounting functions 

Sales Associate Part-time 1 993-1 998 
Pro Hardware, Peterborough Square MaIl 

Management Club, Trent University 

Participant, Toronto Harbourfront 10K Race 

Running, weight training, swirnming, colleding antique tools 

OTHER INFORMATION 

Cornputer literate in WordPerfect 7, Quattro Pro, Windows '95 & lntemet 

Willing to travel or relocate as required 

Active lifestyle, intemational travel experience, reliable 

References upon request 



ALEXANDER CARLSON 102-3662 Lakeshore Blvd., Toronto ON M5Z 2T2 

(41 6) 877-2569, carlsand 8aol.com 

JOB GOAL Financial Services Marketing, Commercial Sales a t 
Executive Level 

EDUCATION B.A., Honors Business Administration, 1998 
lvey School of Business, University of Westem 
Ontario, London, Canada 

Dean's List, 1997 

EXPERlENCE Summer Assistant / lntern 
London Life Mortgage Division, London, ~ ~ e 8 / 9 7  

Gained experience with documents required for 
mortgage renewal 
Perfonned tasks related to set-up of mortgage cal1 
centre 

Broker's Assistant 
Carlson lnsurance Brokers, London, Ontario 1993-98 

Assisted with property and casualty insurance 
needs, processed paperwork, performed data 
entry. 
Negotiated with insurance Company 
representatives to facilitate client claims 
processing. 

EXTRACURRICULAR Marketing Club, Ivey School of Business 1996-98 

Western Speed Skating Toumaments 1995,1996 

Music, roller blading, skating, theatre 

PROFILE OF SKILLS Good cornputer skills, Microsoft Office '97, lntemet 

Languages: English, working knowledge of French 

Experience with operations of farnily business 

Sales experience 

REFERENCES Upon request 



ANDREW SMYTHE 

704-22 Legend Drive + Markharn, Ontario L4V 2W9 + (905) 348-2728 
apsmythe@queens.business.ca 

CAREER OBJECTlVE 

Position in commercial lending, with future opportunity for saledmarketing role 

EDUCATION 

B.A., Honors Business Administration, June 1998 
Queens University, Kingston, Ontario 

Dean's list 1998 

EMPLOYMENT EXPERIENCE 

NESBITT BURNS SECURITIES, London, Ontario 1996-present 

Broker's Assistant (part-time, vacation relief), Dec. 1996-present 

Broker's Assistant (parental leave replacement), Apr.-Sept. 1996 

Handle telephone inquiries, schedule appointments and meetings, and produce 
correspondence in WordPerfect 7 

Make telephone sales prospecting calls to potential clients and annual calls to existing 
clients 

Prepare monthly sales recap reports and average portfolio growth analyses in Quattro 
Pro 

Update client database; perfonn research and special assignments as requested. 

Previous positions as waitperson, lifeguard, and construction labourer, 
1993-96 

Marketing Club, Faculty of Business, Queens University 1997-98 

Queens Grand Prix Participant 1995,1996 

ADDITIONAL INFORMATION 

Cornputer Skills: WordPerfect 7, Quattro Pro, Windows '95, lntemet 

Hobbies: Woodworking, fishing, music, car mechanics and 
restoration 

References: Will be provided upon request 



DAVID EVANS 
7-251 Carlysle Street 
Downsview, Ontario L23 9E3 

(905) 754-2827 
davevans @ gtn.net 

OBJECTIVE: Entry-level position for HBA graduate, with flexible opportunities 
for gro wth and advancement 

B.Comm., Faculty of Business 
Nippissing University, North Bay, Ontario 

Teambuilding Course, Nippissing University Athletic Program Surnmer 1995 

Outward Bound Program Summer 1994 
Intense outdoor program focused on teambuilding and group problem-solving 

EMPLOYMENT 

Work-Study Program Placement, Faculty of Business, Graphics SeMces 1997-98 
Assisted faculty, administrative staff and students with printing and graphics 
needs. 
Worked as part of a self-managed team that rotated equipment maintenance 
and customer service duties among the team memben. 

Help Desk Staff, Nippissing University Student Computing Facility 1995-97 
Assisted students with software and file management problems in drop-in 
centre. 

Crew Member, McDonaldCs Restaurant, Downsview ON (part-time/casual)l99385 

Management Club, Nippissing University 1997-98 

Nippissing University Varsity Volleyball Team 
Provincial toumament quarter-finals, 1997 

Cornputer Skills: Excellent knowledge of current wordprocessing, graphics, 
and spreadsheet software 

Hobbies: Team sportç of al1 kinds, especially volleyball, rowing, hockey 
Perfomiing in local comedy group 

References: Available upon request 



SAMUEL JARVIS 7-725 Eaton Road, Richmond Hill ON M8P 2S1 
(41 6) 621 -81 35 s m j a ~ s Q  ut.business.ca 

OBJECTIVE A position where t can use and expand my business 
knowledge, contributing to the success of the enterprise 

EDUCATlON B.A., Honors Business Administration, June 1998 
Laurentian University 

Four-day conference on recreation management, 1997 

Persona1 interest courses in sports psychology and 
coac hing 

WORK HISTORY Lead Counse/lor/Z)uty Manager Summer 1998 
Counsellor, Junior Counsellor Summers 1995-1996 
CAMP MUSKOKA 
Participated on project team to revarnp camp format and 
activities, 1995-96. 

Summer lntern Summer 1997 
TORONTO RAPTORS 
Worked on human resources project team that designed 
teambuilding serninar for head office staff. 

Sales Associate 1993-1 995 
SPORT CHEK 
Assisted customers with sporting goods equiprnent, ctothing. 
Resolved or refened customer problems and concerns. 

EXTRACURRICULAR Laurentian Business School Softball & Basketball Teams 
Participant, 3-on-3 Basketball Tournament, London ON, 
1997 
International Business Club, laurentian University 

SKiLLS & INTERESTS Cornputer SkilIs: WordPerfect 7,  Quattro Pro, Corel 
Presentations, Intemet 

Language Skills: English, basic proficiency in French 

Interests, Activities: Team cornpetitive sports of a11 
kinds, local soccer league tearn (3 years), band mernber, 
travel 

- - - -- 

REFERENCES Will be forwarded upon request 



RÉSUMÉ CONSTRUClïON GUIDELINES 

High Job Fit: 
Stronger academic performance (1 year on Dean's List) 
Graduation from a better business school (Ivey, Toronto, Queens) 
Relevant experience (Sales, Marketing, Finance) 
Membership in Marketing Club at school 

Organizational Fit (high for Organization 1; low for Organization 2): 
lnterest in leaming (some history of additional courseworWcontinuing 
education v. degree onfy) 
Team orientation, collaborative approach (work experience with team 
focus, participation in team sports, interest in group/tearn activities v. 
participation in individual sports or pursuits [skiing, cycling, running, 
mechanics, woodworking]) 
Career goals (generaVflexible focus v. specifidrelevant focus) 

Ensure equivalence re: 

# of years of work experience 
University degree in business 
Cornputer skills in cunent software (MS Office or WordPerfect Suite) 
membership in a business club at university (marketing v. other) 
additional activities/sports (group v solo) 
participation in a cornpetitive event (team v. solo cornpetition) 
French language skills 
one résumé per cell has "linedn (graphies) format 
one résumé per cell has entrepreneurial experience (self, family) 



Appendix 1 

Two Organizational Profiles, Stady 3 

ORGANIZATIONAL PROFILE (Mechanistic Structure) 

ABC BANK OF CANADA 

ABC Bank of Canada is one of Canada's five largest financial institutions. It is a publicly traded 
company, headquartered in Toronto, with operations throughout Canada and subsidiaries in the 
US., Caribbean, and Asia 

ABC Bank views itself as a progressive, values-guided company that pndes itself on its 
standardization of the work of the organization, enabling employees and functions to be 
consistent from location to location. 

As have al1 financial institutions. ABC Bank has undergone significant change in recent years to 
improve its financial performance, concentrate on core and emerging business opportunities, 
and irnprove the accountability and performance of its hurnan resources. As a result, it is 
important to ABC Bank tbat its employees are wilïing to adhere ta the bank's programs, 
policies, guidelines and procedures (which have been carefully researched and standardized), 
consulting the bank's appropriate policy/procedure manuai when necessaxy. 

Regardiess of position, ABC Bank values customer focus, integnty, professionalism, energy 
and self-reliance in its employees. It strives to hire employees who seek jobs that are clearly 
specified, with accountabilities that are not dependent on others. 

in addition, this organization seeks people who have a clear career focus on the type of 
position for which they are appiying, as the bank prefers to hire people who are focused on 
what they want and whose goals match the o p p o d t i e s  that the organization has to offer. 

It rewards salarieci employee performance and contributions with incentive pay and 
advancemen t opportunities. 

ABC Bank prides itself on k i n g  a key contributor to the economic h d t h  of Canada and 
Canadians. The organization is also dedicated to cornmunity involvement, and the Bank 
sponsors a number of comrmuiity and charitable events throughout Canada each year. 

DEAL EMPLOYEE PROFILE 

A person who is w i h g  to be individually accountable for the outcornes of his or her work. 

A person who has a clear focus and who is willing to follow the d e s  to achieve consistency and 
quaiity fiom the customer' s perspective. 

A person who is interested in becoming a master of his or her career speciality. 



ORGANIZATIONAL PROFILE (Organic Structure) 

ABC BANK OF CANADA 

ABC Bank of Canada is one of Canada's five largest financial institutions. It is a publicly traded 
company, headquartered in Toronto, with operations throughout Canada and subsidiaries in the 
U.S., Caribbean, and Asia. 

ABC Bank views itseif as a progressive, values-guided company that encourages and rewards 
continuous leaming in its employees- 

As have al1 financial instiiutions, ABC Bank has undergone significant change in recent years to 
irnprove its financial performance, concentrate on cote and ernerging business opportunities, 
and improve the accountability and performance of its human resources. As a result, it is 
important to ABC Bank that its employees are adaptable to change, seeing it as an opportunity 
rather than a threat. 

Regardiess of position, ABC Bank values customer focus, integrity, professionalism, energy 
and contribution to team outcornes in its employees. 

In addition, this organization seeks people who have an open focus on the type of position for 
which they are applying, as the bank prefers to move employees through different types of 
positions over time. 

Tt rewards salaried employee performance and contributions with incentive pay and 
advancement opportunities. 

ABC Bank prides itself on king a key contributor to the economic health of Canada and 
Canadians. The organization is also dedicated to comrnunity involvement, and the Bank 
sponsors a number of community and charitable events throughout Canada each year. 

IDEAL EMPLOYEE PROFILE 

An individual who is team-orienteci and willing to contribute to the effectiveness of his or her 
work team. 

A person who is adaptable to change, and with a flexible focus about his or her future goals. 

A person who is wiUing to engage in continuous leaming to adapt to future changes. 



Appendix J 

Position Description, Study 3 

POSITION DESCRIPTION 

COMMERCIAL MORTGAGE GNALYST @'INANCIAL ANALYST) 

Learns/understands key commercial mortgage nsk factors and analyzes the risk potential of 
commercial mortgage lending opportunities. Determines and evaluates significance of key 
issues in each Iending opportnnity. 

Evaluates negotiated cornmerciai mortgage deals for risk, fees, interest rates, coiiaterd, 
documentation and financial analysis on property owners. Makes recommendations 
regarding viabiiity of proposed deals to branch manager, who in mm secures final approval 
from Vice President, Commercial Lending. 

Analyzes commercial reai estate marketplace in specified geographic temtory (e.g., Western 
Canada) to ensure that market trends in commercial red estate and financing are understood 
and that the highest quality lending opportunities are pursued. 

Assists commercial rnortgage specialists with mortgage renewals and new mortgages. 
Cornpletes financial analysis on mortgage app1icants. Attends meetings with commercial 
mortgage specialist and commercial mortgage applicants to observe negotiation process. 

Develops and maintains contacts and relationships with colleagues in the branch and 
corporate office, and with key extemal people in commercial real estate in the bmch's 
temtory - commercial real estate brokers, developers, property ownedmanagers, key 
government and corporate officials. 

This is a salaried position with incentive compensation for individual and branch 
achievements. Entry base salary range is $40,000 - $60,000. 

Career progression to Commercial Mortgage Specialist (Commercial SaledMarketing 
Representative) in 2-5 years. In this role, employee will market cornmerciai mortgages 
vcrithin specified geographic temtory , negotiate tenns and close mortgage deals wi th 
property owners and their representatives. Expected compensation (base plus incentive) for 
a successfui commercial rnortgage specialist in the position for five years is $60,000 - 
$loo,ooo+. 

IDEAL CANDIDATE PROFILE 

Entry-level position for recent graàuate of university business program (H.B.A., B.Comm., 
or M.B.A. degree) 

Demonstrated interest in marketing/saIes. 

Prefer some experience/exposure to financial s e ~ c e s  or marketing. 



Résumé Rating Scaies, Study 3 

Résumé Nanie 

PIease use one RÉSUMÉ RATINGS form for each of the eight résumés provided to 
you. Wnte the name of the individual whose résumé you are evduating on this form. 
Acting as if you are a human resources representative for ABC Bank of Canada, 
please evaluate this résumé by giving it a rating in each of the four categories below, 
using the following rating scale. 

x. A A - L L A L 

1 2 3 4 5 6 7 
Low High 

1. Based on this individual's rbumé, the Position Descriptiodideal Candidate Profile, 
and the Organizational Profile, please rate how likely yüu are to invite fhis applicant 
for an interview. Please use the above scale in your rating. 

2. Please rate your impression ofpotentiol for job-speciffit for this applicant with 
respect to the position of Commercial Mortgage Analyst, based on this individual's 
résumé and the Position Description / Ideal Candidate Profile. Please use the above 
scale in your rating. 

RATING: 

3. Please rate your impression of potential fut organiZathmzljZt for ihis applicant with 
respect to ABC Bank of Canada, based on this individuaI's résumé and the 
Organizational Profile / Ideal Employee Profile. Please use the above scale in your 
rating. 

RATING: 



Appendîx L 

Cover Letter, Study 3 

Dear Research Participant, 

Thank you for agreeing to participate in this research study on Résumé Screening in 
Canadian financial services organizations. Please read the Position Descriptiofldeal 
Candidate Profile and the Organizarional Profie provided to you in the research study 
matenals, so that you understand their contents. Then, acting as a human resources 
representative for ABC Bank of Canada, read each of the eight résumés provided to you. 
These are from new graduates of university business programs at Ontario universities, 
and they are candidates for a Commercial Mortgage Analyst (financial analyst) position 
with the bank. Using the Résumé Rating forms provided to you, please evaluate each of 
these résumés. 

You may retum the compIeted study materials (eight rating forms-one per résumé, a 
Background Data form, and a signed informed consent form) by mail in the enclosed 
envelope. Altematively, you may prefer to fax the completed study materiais to (5 19) 
642-40 19. A Fax Back form has been included for your convenience. If returning the 
study materials by fax, you may transfer the raaings for each of the eight résumés from 
the ratings forms to the spaces provided on the front of the Fax Back form. Please 
inchde the Background Data form and the signed Infonned Consent form with the fax 
transmission. 

If you have any questions, please contact Kathleen Dindoff at (519) 642-4078 ext. 35, 
fax (5 19) 64240 1 9, or e-maii kmdindof @ julian.uwo.câ 

1 appreciate your participation in this research effort. After the data from this study has 
been compiled and analyzed, you will be maileci a report on the findings. 

S incerely, 

Kathleen Dindoff, M.A., C.M.P. 
Doctoral Candidate, Indusûial-Organizational Psychology 



Informed Consent, Stndy 3 

INILORMED CONSENT 

My signature on this f o m  attests to my voluntary participation in this research study on 
Résumé Screening, conducted by Kathleen Dindoff, Research Unit on Work and 
Productivity, University of Western Ontario. 1 acknowledge that 1 have not been 
coerced in any way to participate in this research study, and 1 understand that 1 may 
withdraw h m  participation at any time without consequence. I understand that there 
are no hown risks to my participation in this study. 1 also understand that the data and 
the ratings that 1 provide as part of this snidy wil1 be handled in the strictest of 
confidence and reported only on an aggregate basis, such that my datakatings, my 
identity or the organization thaî 1 represent will not be able to be identifed in any 
communication or reporting of the results of this study. Should 1 have any questions 
about this study, 1 understand that 1 am free to ask them. 

Name Date 

Signature 



Appendix N 

Participant Information Form, Stady 3 

RÉSUb& SCREENING S'IWDY 

BACKGROUND DATA 

Have your ever been involved in résumé screening or employee selection? 

Yes 0 Us? Number of years involvement 

Have you had formal W n g  in résumé screening or employee selection? 

Yes 

Does your organization offer commercial mortgages? 



Ethics Approvals 

The University of Western Ontario 
Departmen t of Psychology 

To: K- Dindof f  
From: Clive Seligman on behalf of  the Zthics and Srrbject Pool Conmi &tee 

Re:Bthical review o f  "Resune StudyD 
Protocol # 98 03 02 

STAT[7S 
& Approved 
- Approved condi tional to making changes listed below - 

(please file changes w i t h  your application to use the subject 
pool w i t h  Helen Harris in  Rm. 7304)  

- Please make the changes listed below- and resuhmit for review - 
SzW-DP POSTgB 

- Briefly describe the task required of subjects - - Do not "hypeU the advertising of  your study 
- Use IOcpi or 12cpi, w i e h  scandard l e t t e r  size,  for description - - Other (see attached sheetl - 

Brief ly  describe the task the srtbjects are agreeing to perfom 
Promise that the data will be kept confidential and used for 
research p w s e s  only 
Promise that audiç and/or video tapes w i l l  be erased, i n  part or 
entirely, at the subjects ' wishes a t  any time 
State how many credics the subjects w i l l  receive for participation 
state that subjects may tenuinate the experiment a t  any t h e  
w i  tbout loss of  promised credi t ( s )  
Stace t h a t  ehere are no knom risks to  participation or state the 
ri sks 
Sta t e  that subjects w i l l  receive w r i  tten feedback a t  the end o f  
the session or scudy and/or that subjects have had an opportunity 
to ask questions about the study 
Other (see attached sheetl - 

- Elaborate your feedback - - Rewrite your feedback a t  a level chat is understandable CO a - 
Psychology 020/023 student 

- Add a few references a t  the end and/or your name and how you can - 
be reached 

- Other (see attached sheetl - 
QZZiEE See attached camments 



The U n i  versi &y o f  W e s t e r n  On tar io  
Departmen t of Psychology 

October 16, 1998 

M S M O R A N D U M  

To : K a  &hl een Dindof f  
From:  Jim Olson  on  behalf o f  t h e  E t h i c s  and Subject Pool Cornmittee 

Re :Bthical  review of "Resume Screening" 
Protocol # 98 10 09 

Y 

STATDS 
x Approved 
- Approved condi t i o n a l  t o  making changes l i s t e d  be l  ow 

( p l e a s e  f i l e  changes w i t h  y o u r  a p p l i c a t i o n  t o  use tbe subjecr  
pool wi th H e l e n  H a r r i s  i n  Rm. 73041 - Please  make the changes l i s t e d  be low  and resubmi t  f o r  rev iew 

SIGN-UP POSTER 

- B r i e f l y  d e s c r i b e  the task r e q u i r e d  o f  s u b j e c t s  - Do n o t  f rhype f f  the a d v e r t i s i n g  o f  your  s t u d y  - U s e  lOcp i  or 1 2 c p i ,  w i t h  s tandard  l e t t e r  size, f o r  d e s c r i p t i o n  - O t h e r  (see a t t a c h e d  s h e e t )  

B r i e f l y  d e s c r i b e  the t a s k  the s u b j e c t s  are agree ing  t o  p e r f o m  
Promise t h a t  the d a t a  w i l l  be k e p t  c o n f i d e n t i a l  and used f o r  
r e s e a r c h  purposes  o n l y  
Promise tha t aud io  a n d / o r  v i d e o  t a p e s  w i l l  be erased ,  i n  par t  o r  
entirely, a t  the s u b j e c t s  w i s h e s  a t  any  t i m e  
S t a t e  how m a n y  credits the s u b j e c t s  w i l l  r e c e i v e  f o r  p a r t i c i p a t i o n  
S t a t e  that s u b j e c t s  may t e n n i n a t e  the experirnent a t  any t ime 
wi t h o u t  l o s s  o f  promised c r e d i  t ( s )  
S t a t e  t h a t  there a r e  no knom risks t o  p a r t i c i p a t i o n  o r  s t a t e  the 
risks 
S t a t e  that s u b j e c t s  w i l l  receive w r i t t e n  feedback a t  the end  o f  
the s e s s i o n  o r  study a n d / o r  t h a t  s u b j e c t s  have  had an oppor tuniey  
t u  a s k  q u e s t i o n s  abou t  the study 
Ocher (see a t t a c h e d  sheet) 

WRITTEN FEgDBACK 

- E l a b o r a t e  y o u r  feedback 
- R e m i  t e  y o u r  feedback  a t  a levez that i s  unders tandable  t o  a 

~ s y c h o l o g y  02 O / O Z 3  s t u d e n t  
- Add a few r e f e r e n c e s  a t  the end and /or  your  name and how you can 

be reached - orher (see a t t a c h e d  sheet) 

OTaBR --  S e e  a  t t a c h e d  comments 

c. M. R o t h s t e i n  




