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Article Critique on Employment Interviews
Part I
[bookmark: _GoBack]The article “A Review of a Telephone-Administered Behavior-Based Interview Technique” authored by Oliphant, Hensen, and Oliphant examines the continual use of interviews despite several studies showing that interviews have limited influence in determining the validity of employment procedure. The purpose of the study was to shed more light on the reasons why managers continue to use interviews irrespective of the mixed reactions, highlight various interview methods as well as assess the predictive validity of behavioral interview. 
The authors’ main points for conducting this study include assessing the effectiveness of the telephone interview in the recruitment process. According to the authors, despite that others argue against the behavioral interview techniques; most managers still practice it anyway because of its effectiveness. The authors believe that despite the objections from a section of opponents of behavioral telephone-based interviews, it is still the most effective technique.  Further, the authors also examine the behavior-based interview highlighting the four steps involved in developing a behavioral interview. Here, the authors try to measure the effectiveness of behavioral-based interview. Their findings on the telephone-administered behavioral-based interview measured in terms of employee performance and job retention showed that the applicants with higher behavioral interview score recorded higher performance and high retention as well. 
Yes, I agree with the authors’ findings, especially that the applicants who scored higher in the behavioral interviews recorded better performance in five different measures and were less likely to leave the company. Buang et al. (2018) explain the significance of behavioral-based interview citing that it helps in evaluating the applicant’s experiences and behavior and use their behavior to assess whether they have the potential for success in the job if they are given a chance. While comparing the traditional interview and behavior-based interview, Buang et al. (2018) noted that behavioral-based interview is more effective because it contributes to 55% predictive indicator of the applicant's future behavior on the job compared to the traditional interview which contributes only 10% of the on-the-job behavior.
While measuring the success of such a technique, Oliphant et al. (2008) provide four main reasons why they believe that employment interviews are still effective. First, the authors believe that employment interviews are relevant because they indirectly add value to the recruitment process. Secondly, managers feel that face-to-face interviews are effective because it helps in yielding more valid judgments on the recruits’ observable interpersonal aspects. Thirdly, interviews are still considered effective because of the company’s policies and procedures as well as culture. Lastly, the authors believe that interviews are still relevant because they are effective in determining the performance that academic researchers have failed to study (Oliphant et al., 2008).
Despite the objection from various opponents of employment interviews, I think that behavior-based interviews conducted via the phone are less effective compared to face-to-face interviews. According to Buang et al. (2018), the recruitment process has become more challenging, especially with the fact that humans have become more complex in their cognitive, effective and also behavioral aspects. These features cannot be determined effectively through a telephone interview. However, there is a level that a telephone behavior-based interview could be helpful in choosing the right candidate for the job. As Oliphant et al. (2008) explain in their article, telephone-based interviews can be effective in determining the predictive validity of the applicants. However, as Buang et al. (2018) explain, an effective interview technique needs to be more holistic. 
Equal employment laws prohibit employers from exposing the applicants to any form of discrimination including discrimination against the racial background, skin color, sex, disability, genetic formation or even age. Further, employers are barred by the equal employment laws from retaliating against an applicant who has complained about discrimination. For women, the equal employment laws prohibit employers from discriminating women due to pregnancy, childbirth or medical condition associated with childbirth. The equal employment laws mandate employers to be more diligent as they seek employees by ensuring that they provide accommodative conditions that comply with the ADA Amendments Act of 2008. In the article, Oliphant et al. (2008) have shown the importance of telephone-based interviews including the high retention and higher performance. Even though the article has explained the significance of the behavior-based interview, the authors have not directly or indirectly examined the issue of equal employment policies. However, from their study findings, it may be deduced that the authors are aware of the concepts related to equal employment laws. Most discrimination takes place through face-to-face interviews. However, telephone interviews reduce the risks of being discriminated or the employer getting involved in litigations regarding discrimination. 
Part II
The following are examples of nondiscriminatory interview questions that focus on the applicant’s past experience as a valid future behavior predictor in the workplace.
1.) Tell me about your past experience of working under pressure and how worked through it effective?
2.) In case you come across an angry customer in the job, how would you handle it when the senior decision makers are not around?
3.) Tell me about how you either increased income or reduced the cost of business operation for your former employer?
4.) How do set your goals and provide an example of a goal that you have reached and how you achieved it?
5.) Have you made a decision that was not popular and how did you manage to handle it or implemented it?
6.) Tell me about any program that you may have implemented and resulted in the unsatisfactory outcome and what was your take-away on it?
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