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1. At first, I will make the statistical analysis of the correlation between interview score vs. the hire quality, or interview score vs. performance quality to find out the correlation coefficient between the two. I will analyze the low score of it to my supervisor in detail and try to persuade him to acknowledge the statistical significance of the method. I will show him the charts and the graphs to make him understand that the quality of the performance even of those applicants, who scored well, is low. I will put data of the quality level of applicants in the most significant areas like leadership skill, team-work, job ethics, management etc. and explain how the overall performance of candidates is not satisfying even they have scored well in the interview process. I will then persuade him to make the necessary changes in the interview method or initiate a new job applicant evaluation method that will also focus to find out a candidate’s quality in the above mentioned area. As interview is a very traditional method and candidates are often aware of what types of questions to be asked, they make them well-rehearsed and well-prepared mostly with fabricated answers (Bryant, 2013).  Therefore, it is necessary to change the evaluation method to asses an applicant’s true quality. I will concern him that if it is not achieved then in long-run, the company will face serious loss in profits and shareholders. 
2. Employers have a legal right to check the background of the applicants before deciding whether they will keep the person in the job. While every employer wants the best suitable employees to perform the job duties, they also seek for candidates who have no criminal backgrounds or other legal or moral issues that may cause concern for their job. Therefore, an employer has right to check the background regarding his employment history, education, criminal record, financial history, medical history, or use of online social media (U.S EEOC). 
Now-a-days internet background checks, especially social media background checks by the employers to search a potential employee for their organizations have highly been increased due to “the wide accessibility of the Internet that makes internet background checks readily accessible, in contrast to, for example, credit checks or criminal background checks, which are generally only available for specific purposes through consumer reporting agencies or the government.” (Reicher, 2013). There are both advantages and disadvantages of this method. While the process provide the employers with some immediate information like the type of his/her activities, pages/sites etc. he/she is involved in, posts/comments made by him/her to make a perception about the applicant, it must not be generalized or taken as absolute to discriminate the candidate.
If my company asks me to set-up a policy on online checks, I will consider the following criterions in the policy. First of all, it must be ensured that the account, blog, writing found in the applicant’s name is actually made by him/her, the result of the online background checks should be given the maximum priority, it should be analyzed with other checks and information also. If there is something derogatory such as any writings, blog post, comment found, the actual context of such things should be tried to be known. The checks should be carried on according to the FTC and EEOC federal laws. 
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