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1. James, an HR staffing specialist, designs a role-play activity as the selection tool for the customer service representative (CSR),
and this activity is sampled from the CSR's actual tasks in the service encounters. If James shows that this role-play activity can
represent the important aspects of service performance of the CSR, what validity does James demonstrate for this role-play
activity?

A) Criterion-related validity B) Convergent validity C) Content validity
D) Incremental validity E) Internal validity

2. The following are four practices for conducting a selection interview: (1) Encourage candidates to ask questions during the
interview. (2) Use multiple interviewers. (3) Allow interviewers to discuss candidates between interviews. (4) Use
statistical procedure rather than clinical judgment to combine interview data.

Which practices are more helpful to structure a selection interview? : ,
A) (1) and (2) ..B)(2)and (3) . Cy(3)and (4) D)(1)and 3)only . E)(2)and (4)

3. In HRM practices, the point method is commonly used for .
A) forecasting labor demands and supplies B) conducting job evaluation in compensation management
C) estimating the cost of benefits and services D) establishing the recruiting yield pyramid

E) predicting KPI in performance management

4. Lisa finds that their company uses the following numerical rating scale to evaluate travel guides’ service performance on
resolving customers’ problems with itineraries, service, or accommeodations:

| 5-Excellent 4-Good 3-Fair 2-Poor 1-bad |

Suppose Lisa wants to make the anchor labels of the scale more specific by adding examples of good or bad performénce to
each scale value, What type of appraisal tools can Lisa develop?

A) Behaviorally anchored rating scale B) Graphic rating scale C) Anchor-centered checklist

D) Critical incident technique E) Objectives and key results

5. The following are four statements regarding EVLN model: (1) EVLN is the abbreviation of Exit-Voice-Loyalty-Negotiation.
(2) This model reflects employees’ four responses to dissatisfaction. (3) These four responses differ along two dimensions:

constructive/destructive and active/passive. (4) Loyalty and Voice in the EVLN model are both considered active responses.
Which of the above statements are frue?

A) (1) and (2) B) (2), (3), and (4) C) (2) and (3) D) (3) and (4) E) (1) and (4)

6. According to the full range leadership model, which of the following is the most "effective and active" leadership behavior?-
A) Inspirational motivation B) Intellectual stimulation C) Individualized consideration
D) Contingent rewards E) Idealized influence
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| © Peter explored how and when the time pressure of work and the supervisory support for creativity affect employees' creative
performance. Using a survey study, Peter found that the time pressure of work élicited employees;' burnout, which in turn
decreased employees' creative perfordlance In addition, the supervisory support for creativity fostered employees' work
engagement, which further increased employees' creative performance. Moreover, the supervisory support for creatmty
weakened the effect of the time pressure of work on employees' burnout.

Please answer Question 7, 8, and 9 based on Peter's research.

7. Which of the following theories can best explain Peter’s research findings?

A) Job demands-resources model B) Effort-reward imbalance model C) Conservation of resources theory
D) Transactional theory of work stress E) Challenge-hindrance model of work stress

8. Which variable serves as a moderator in Peter’s research?
A) Time pressure of work B) Supervisory support for creativity C) Burnout
D) Work engagement E) Creative performance

9. Regarding research design, Peter collected supervisor-subordinate dyad data; supervisors rated the subordinate's creative
performance, and subordinates rated the time pressure of work, the supervisory support for creativity, burnout, and work
engagement. In so doing, what issue did Peter try to deal with in the research design?

A) Generalizability - ' ‘ B) Misspecification " C) Heteroscedasticity
D) Common method variance - E) Level issue ’
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