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Evaluating Type I and II Decision Error  costs
  	The selection process involves information processing to evaluate the suitability of a candidate, which adversely increases the cost and time elements necessary to achieve the selection objective (Gatewood, Field & Barrick, 2010). However, the selection officer tends to experience Type-I and Type-II decision-errors irrespective of information processing processes.  
The type 1 error relates to the erroneous-acceptance of a candidate for an employment opportunity because he or she surpasses the knowledge, skills, and ability (KSA) requirement criteria but becomes unsuccessful in the job. The first cadre of the type-1 error cost concerns to the employment costs, which is manifested by low productivity, loss of profit, high operation-related accidents, absenteeism, and adverse corporate reputation (Gatewood, Field & Barrick, 2010). The second element of the type-1 error cost relates to the transfer, training, and terminating the employment contract (ibid). The third proponent of type-1 costs regards to the expenditure incurred to recruit another candidate with appropriate KSA composition and facilitate the organization replaces the erroneously accepted employee (ibid).    
The cost considerations involved in the type-11 decision errors are difficult to identify in the short-term. For instance, a rejected candidates should file for a discrimination litigation to facilitate the human resource officer rectify his or her indecision (Gatewood, Field & Barrick, 2010). The primary cost concerns that associate with the type-11 selection error includes litigation charges due to a discrimination-related lawsuit and failure to capitalize on the right caliber of employee. 
Identifiable Decision Errors 
   Figure 1: Outcomes of the Selection Decision
	OUTCOME/ PREDICTION
	Failure Predicted
	Success Predicted

	Success
	False Negative Error
	True Positive (High-Hit)

	Failure 
	True Negative (Low-Hit)
	False Positive-error


 (Source, Gatewood, Field & Barrick, 2010)
The figure above reveals four possible selection errors that can the CEO discover during the selection process. The model reveals the interactions of the prediction and possible outcomes available in the process. First, False Negative Error is identified when a decision yields success during the job-process when the decision-maker predicted a failure (Gatewood, Field & Barrick, 2010). The CEO realizes that the selection process discriminated a qualified candidate. Second, False Positive Error occurs when the CEO predicted a success during the selection process but the candidate selected fails to perform during the job placement (ibid). 
On the other hand, a True Positive (High-Hit) outcome is apparent when the CEO predicts a successful selection process and achieves the right caliber of employee. The high-hit outcome demonstrates significant efficiency in processing the available information about the suitability of a particular candidate (Gatewood, Field & Barrick, 2010). The True Negative outcomes is a right selection decision because the CEO predicted failures in the selection process and the hired candidate fails to perform adequately in the organization (ibid). 
Effects of the Selection Error
The selection process is an integral process for an organization because it facilitates a human resource officer to match the knowledge, skills, and ability (KSA) requirements. The CEO has an obligation to enhance efficacy in the selection process to achieve the True Positive and True Negative Outcomes because the two calibers of decision facilitate the company to achieve the expected outcomes (Gatewood, Field & Barrick, 2010). Notably, achieving the High Hit phenomenon provides the CEO with the ideal results because the selection process attracts the right caliber of employees and hedge against loss making (ibid). Efforts should be taken to minimize the attainment of a Low Hit phenomenon because it exhibits structural inadequacies in the entire selection phase in an organization. 
Further, the CEO has a duty to eradicate the attainment of a False Positive Error and False Negative Error because of the adverse ramifications. A False Positive Error has significant selection cost when the job position involved entail higher value in an organization (Gatewood, Field & Barrick, 2010). Equally, a False Negative Error is difficult to trace and mitigate because the company fails to acquire the right caliber of employees.  
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