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PRESIDENTIAL ADDRESS

Perscnel Assessiment: The Next Ten Years
Bruce W. Davey, Connecticut State Perscnnel Department, Hartford, Connecticut

About a mcath ago, Jernifer French called me and said she needad the title
of my Presidential Address right aay. So I gave her one, and immediately
regretted it. It seemed like a good idea at the time ¢ talk about the
next ten years of personnel assessment, with this being IMAAC's Tenth
Aruﬁvexsary—butafter:ttnughtabmtitauttle,ldecidedﬂut.ﬂﬂs
choice of topic was extremely pretsnticus. It would be hard to come wp
with a more pretentious title--unless maybe it was perscnnel assessment

over the next twenty years, I wanted to call Jemnifer and change the
tiﬂe,butitwastoolatebecausetheprogmwasalxeadybeingprinted.

But then I saw Gary Brumback's paper, and I felt much better. If Brumback
canccve.r4,000yearsinhistalkIguessIcantakeashotattenyears.
So h2xre goes.

Inconsidezingruwp:edictableﬂxefumreacumllyisinthisﬁeld,one
usefula:emiseistolodcattmlasttenyears,andtoasktheq\nstim-
how much did the persomnel assessment field change from 1976 to 1986, and
Mwmchofthatclurqecouldhavebempredicted? What I think you'll
findisamix—saneve:ypredictablet:uﬂsammarpﬁses. Alse the
more general the level of prediction, the more likely it is that the end
in question could have been predicted. For example, same safe bets back in
1976mﬂdhavebempredictiawofi:c:easedrelimondatapmcessing
methods; increased pressures from various civil rights groups; growing
mionstrengﬂxintteptmucsector;mﬂe:dblecertiﬂcatimmles;am
faverwxittentests,batmresupporthgvalidityreseard:onﬂbsetats.
Highly specific predictions within those broad areas would have been more
difficult, however. For example, it would have been difficult in 1976 to
predictﬂaatthecmparablemrthphermannmldhavetakmpreciselyﬂae
form that it did.

menitcmxestoqaeciﬁa,alothaschangedinten}ws. Let's take a
brief lock at 1976. In 1976 ncbody talked about validity generalization
(except perhaps Edwin Ghiselli). Camparable Worth was an unknown term.
There were no Uniform Guidelines on L Selection Procedures. Differ-
ential validity and cultural bias were g vogue. Offices everywhere were
devoid of microcamputers or word processors. Who here even knew what -
floppy disk was ten years ago? Assessment specialists were still very new
to the public sector, and they were almost all working in the area of test
validation. The Federal PACE exam was considered to be one of the best-dev-
eloped and best-validated exams in the country, prior to its demise. and

the Intergovernmental Persocnnel Act was alive and well, and showering us
with research funds.
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And of course there is IPMAAC itself--brand-new ten years ago and born cut
of the need for this new hreed of public sector assessment specialists to

th one another. Things were tough enough then that cammmnica-
tter of pure survival. But if I had to pick out cne develcp-
ment of the past 10 years that stands ocut over all the rest in Its signifi-
cance, I think that would have to be this., (Takes cut stickypad) The
inventicn of these little stickypads has totally revolutionized the world
of paper pushing and in-basket manipulation. And I don't know if we could
have predicted this immovation.

That brings us from 1976 to 1986. What about the future? Cbvicusly,
that's a little tricker, and for the most part, for reasons discussed
earlier, I'll have to be pretty general to be effective in my forecasting.
However, I would like to make a few specific predictiens. :

In 1996, I predict that IPMAAC's President will be sam:one named Deborah
ven Pallenburg., Deb at that time will be the Chief Personnel Psychologist
for the Federal Office of Big Government. She'll win handily because
she'll have the support of all those federal government persannelists who
came into the system with the return of big government in 1992...and a few
pecple will express concern that the federal members are beginning to take
over IPMAAC, Remember that you heard it here,

I also predict that in 1996 the IPMAAC Hacker will celebrate its 1,000th
page amniversary with a software offering that creates a three-dimensional
moving hologram of Larxry Jaccbson drinking pop and Bruce Duvey drinking
beer and both blowing ocut candles on an anniversary cake. That's sort of
an in-jcke for IPMAAC Hacker fans.

Same other predictions cf a less specific nature will now follow. Scme of
these will relate to the direction in which I think the roles of the
assessment specialist will evolve; same will relate to specific assessment
trends; and some will relate to technological advances. I have a feeling
my predictive accuracy rate will be best in the area of technological
advances.

I have to begin with my favorite area of prediction--trends in sumputeriza-
tion. It is a safe bet that the camuter will become even me s intearal to
ouwr work than ever before. The camputer, and especia®i’ *te persocnal
camputer, has arguably hrought about some of the most sira “.cunt changes
in persomnel assessment work between 1976 and 1986, wi: 1t semns certain
that this trend will contimue and will accelerate. I be'fgve that we are
on the threshold of yet another camputer explosion.

There's a new camputer technology on the horizon that's going to keep this
incredible revolution in an acceleration mode for a long time to come. The
camputers of the past (and doesn't that sound strange, to be talking about
the computers of the past?)--and the computers of today can process bits of
information at literally lightning-fast speeds—-but they're limited by the
fact that they presently can cnly process ane instruction at a time. That
creates a bottleneck known as the von Newmann bottleneck. Camputars may
have awesome processing speed which far exceeds the calculating capabilities
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of the human brain, but they have been unable to campete with the muman's
brain's ability to simultanecusly process a lot of information, in parallel.
We can prncess sights, » Sensations, and thoughts all at the same
time. A camuter can't do that. It has to stack its bits of informatien
mbermmoﬂmbecame;éthemmbctﬂaneck. ::rl-anew
camputer technology is develop right now which permits truly s taneous
processing of an incredible amount of information. The first parallel
processing machines are now being tested and are passing with flying
colors. So, the computer rewoluticn accelerates onward, and once again,
it's going to be a new ball game. Research on artificial intelligence is
going to blossom with parallel processing, and the onset of true "thinking"
cmputmis%tcbecmarealityinﬂnmtmyws. That's not a
prediction, it's recognition of an inevitability. '

With camputers that powerful, the nature of the interaction between camput-
ers and humans is going to change. Computers are going to became effective
at recognizing speech and sounds and visual information, and at

themselves. 1I'll let your own imngination consider the possibilities of
that, both for the world of work and information processing in general, and

testing in particular.

Now I'm going to backslide to the more comventional type of camputer and
its role in the inmediate future of personnal assessment. I see it becaming
more tightly integratzd to a number of aspects of personnel work, more so
than ever before. for example, in testing, the microcamputer is likely to
be used more and more for test administration. The micro-camputer is
capable of setting wp a mxch more personal interaction with test-takors
becmseitcangivaeachmeindividmlattmtim,mﬂitcmsupplyquidc
feedback. Ebrﬂmeofyouvdwwmttoﬂmsynposimonapproadnsto
ndcrocmputer-adninisteredtests,ym)cmthatﬂmeueavuietyofnew
testing techniques possible with & microcamputer which are not possible in
conventicnal modes. Camputerized ive allows the camputer to
identify a candidate's ability level with about seven times more efficiency
and speed than a traditicnal test. Simulation testing allows subiects to
make decisicns, and then gives them feedback on the consequences of their
actions, and lets them contimue to work through the problem in their own
way. Candidatesammreacceptingoftl':esekindsoftestsﬂunﬂwya;e
of traditional multiple choice tests, because they can see the correspond-
emetoreauty,asoppoaedtotheanmrmgofahmchofmltipledbice
questions and getting feedback on their performance a month later. Candi-
dates want feedback, and camputers can provide it.

I see the camputer being more effective in cother areas of personnel as
well, One possible fruitful area is that of performance evaluation.
Perhaps, scmehow or other, the camputer can be the focal point of a more
effective %ormame evaluation system. I can visualize a setup in which
there's an inter on the camputer and the evaluator, with the
camputer giving feedback on the rater's tendencies, or inconsistencies, or
how the ratings on the employee being rated campare with all cthers throagh-
ocut the department, and so forth. The camputer might aid in fashioning a
better narrative description of performance as well. The interaction might
even be such that the rater supplies the narrative and the camputer converts
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that into a numerical rating (if cne is necessary). In other words, I can
see a situation where the computer could ask the supervisor questicns about
the worker's performance, or give the supervisor a lot of choices frem
which to select appropriate responses, which the computer weould then
coavert into a series of ratings., Somehow I think there would be fewer
errors in performance ratings if the superviser campleted the performance
rating exercise under the counseling of samecne else--even if that samecne
else is a computer.

I could talk about camputer applications ail day--but that's enough for
now. I'd like to talk now about what I see to be the changing role of the
persomel assessment specialist over the next ten years.

Personnel Assessment Specialists in the public sector are a fairly new
breed. They were very rare in the public sector in the 1950's and 1960's.
They seem to have arrived as a common fixture in the early 1970's--not
coincidentally, at about the time of the EEO Act of 1972, which extended
the jurisdiction of EBOC's Testing Guidelines to state and local govern=-
ments. At that u.me, perscnnel assessment specialists were primarily
engaged in testing and test validavion, because that is where the greatest
perceived need was.

That trend seems to be changing., Perscnnel Assessment Specialists are
working their way into other areas of perscnnel where they are needed--for
example, classification and campensation. This is in part due to tie
traditional linkage of Assessment Specialists to the job analysis process,
and in part due to the pressure that the camparable werth movement is
putting on the compensation function. The camarable worth movement is
pPlacing the same kinds of pressures on the classification/canpensation
staffs as was placed on test development staffs over the previous ten
years. And the skills required to meet the challenge are again those of
the assessment specialist, especially now that they have court experience,
It also seems clear that the talents of assessment specialists can be put
to good use to design more sophisticated and scientific approaches to
salary surveys tha\ are now typically done.

In fact, there are many places where the assessment specialist's skills can
be used and should be used: Attitude surveys; Training needs analysis;
Productivity measurement; Analysis of sick leave and turnover data; Develop-
ment and implementation of more sophisticated performance evaluation

systems; and, perhaps, pay-for-performance systems.,

What I see happening in the public sector is that personnel assessment
specialists are serving strictly as testing specialists to a lesser and
lesser degree and becoming perscnnel assessment generalists to a greater
and greater degree.

A camparative look at IPMAAC Conference agendas over the ten years of its
existence will clearly confirm the trend. In IFMAAC's early days, IPMAAC's
program was almost entirely testing. Now, it is a cornucopia of assessment
practices.




It appears thit in the public sector, personnel assessment specialists are
becaming mucly more Liee the classic conception of I/0 Psychologists. What
I find especially intervsting about this is that we're on our way to caning
full circls on the speciaiist/generalist contimnm. As assessment special-
ists are becaning more caneralized, personnel analysts have becane more
specialized, We and they seem to have passed going in cpposite directions,

Maybe that needs clarification. Ten or fifteen yeurs ago it seemad that
every centralized personnel department operated on a personnel generalist
concept. Over time, that has shifted, especially at the state level. More
and more states have gone to a specialized approach, with the examinatien
section being split off from the classification section. In fact, many
states have specialty units within their testing uperation.

So, while personnel analysts have gotten more specialized, we personnel
assessment specialists have taken on broader and more varied responsibili-
ties, Maybe we should start calling curselves personnel assessment general-
ists

So much of what we do, and what our employers want us to do, iz shaped by
cutside forces—forces like EEO, and comparable worth, and truth in teste
ing-=-that a discussion of the next ten years would be barzen without
speculation on what sorts of forces will be pressuring us in the future.

Comparable worth is a major force which is just starting to hit its peak,
the coments of goverrment personalities sMwithstanding, I think the
issue of female equality in the workplace wi!l contimie to grow as an lusue
on the late 1980's and early 1990's~--it is not going to go away just
because scma members of the present administration want it to. It's too
big an issue to go away.

Amthergrmpwhichismlikelytoexertitsrightsastmgoesbyis
the candidate group at larye. They have started to do tha: on college
entrance exams, and I can't think of any reason why they wotldn't extend
that, in time, to employment tests. All the indicators are positive,
There's the Truth-in-Testing movement which hit heavily in the college
arena; the Freedam of Information movement; and a general trend toward
consumner advocacy in America.

In addition, labor unions in the public sector contimie to establish
themse'ves, and ocne of their traditioral issues is exam disclosure. All
the signs seem to point toward more camplete disclosure of test information.
It's a challenge that the personnel testing field will have to respend to.
We can't sit back and wait for the issue to enqulf us.

If v go into an economic boam, test disclosure won't be as muck of an
issue, Maybe the way we need to respond to pressures for full disclosure
on tests is to provide more feedback to candidates, hefere and after the
test. We can tell them what to expect and how to prepare for it. Aid
afterward, we can cgive them more feedback on why they got the score that
they did and what that score actua ly means. On a recent consulting
prcject where candidates were looking for full disclosure of the test so
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they could learn fram their mistakes, as they put it, I instead gave each
candidate a hreakdown of how well they did on each exam subtest, and also
how tha candidate group at large scored on the average on each subtest.
They were very happy with that. aAnd I think we're going t© have to system-
atically do more of that in the future if we're going to successfully deal
with pressures for disclosure.

An important trend to cmnsider is that the work force is getting older on
the average. The baby boamers are aging.

¥Why did I say that? Now I'm depressed.

I think that the trend towards an older work force is going to lead to an
aggressive push for the rights of older workers, and I think the chief
points of attack will be selection, performance evaluation, and pramotion.
And there is potential for the same kinds of knotty psychometric and social
issues and the minority adverse impact issue has produced. .

Think a minute about what happens to a worker, regardless of age, who isn't
very good. He or she stays at a particular job lewvel, and gets older. If
there's low turnover, other than pramotion, after a while you'll have two
sets of workers in that job...pecple who have been around a while and not
pramoted because they weren't very good and never were but now are older
and not very good...and young turks. The young turks get proemoted and this
leads to adverse impact.

You'll notice that l've been talking for perhaps fifteen minutes and
haven't yet mentioned validity generalization. Now why is that? I quess
it's because I seem to have an approach/avoidance reaction to validity
generalization. For a long time I wasn't sure why, but it's finally clear
to me. I think we in the testing field owe a lot to Frank Schmidt and to
John Runter, and to validity generalization and utility analysis, Lecause
they came along at just the right time. Testing was under fire, and these
guys and same others came along and said, "Hey--wait a minute. We've got
data to show that tests work, and that basic ability tests are valid across
a wide spectrum of jobs, and usirg them can save you meney." ‘'The testing
field needed to hear that, to give it back same confidence at a time when
it was being attacked fram all siies.

In that vein, validity generalization was great. But on the avoidance side
of my approach/awoidance camplex, I'm concerned that this movement might
inadvertently have within it a call for testers to "stand pat." Let me be
clear that I'm not saying that this is the pusition of Schmidt and Hunter...
but many practitioners seem to believe that the basic ability test is the
be-all and end-all of personnel selection, and you can't improve on it, and
instead we need to stand behind all the research that has been done on its
effectiveness. 1It's as if VG proponents are saying "Don't worry--what
you've been doing is fine." Well, that has a very conservative philosophy
if you think about it, and I'm not very conservative. It has within it the
seeds of a stand-pat position, and that's my big concern. We can't stand-
pat at a time when the best of the traditional tests predicts perhaps 25
percent of the variance in job performance, and is unpopular as hell
besides.



Let's reflect for a mament on the unpopularity of the written ability test.
Atthesamtinefederalgovenmentmdoingmofitsvaliditygenml—
ization work on the PACE exam, it discontinued its use. There's a massage
in there scmewhere, arﬂIﬂﬁ:ﬂc&emsaageiaﬂmtvalidityisec&mly
important, but adverse impact and candids te acceptance need to be considered
too. Otherwise, you lcse.

I'm hoping that future tests will lock at pecple more multidimensiocnally.
There's a lot about human potential that we don't yet understand. I hope
we're going to get a lot better at measuring it, and at cutting into that
75% of the variance that we can't predict. Again I think the camputer
holds part of the key to doing that.

And how could I possibly sit down without talking about what the next ten
years holds for IPMAAC? Well, I already told you about Deborah ven
Pallenburg and the thousandth page of the IPMAAC Hacker...now I'll give you
my more general predictions,

One feeling I have, and which I alluded to earlier, is that IPMAAC'S
membership composition will get more similar to Division 14 of the American
Psychological Association. Each year we seem to increase the percentage of
consultants and university-based members. I've alr heard same people
refexr to IPMPAC as a "poor man's Division 14." I prefer to see Division 14
as a "rich man's IPMAAC."

There are things thatIhcpewil.lmkeusranainmiqueasanorganizatim.
Chief among these is the cooperation spirit of IPMAAC. I see that as one
of IPMAAC's defining characteristics and I hope that spirit will never
fade. There are lots of people in this arganization who feel that the way
to advance our profession isthrmghslu:edpmductsandsmredtechmlogy
and shared cammmnication and support. And they're right. I hope that as
IPMPAC continues to mature as an organization, it never loses sight of this
fundamental concept--because it is the foundation and spirit of this

organizatioen.

It's been a great honor to serve you as your president for the past year.

Thankyoufortheopportmity-’mankyouforymrsmport-andmkeym
reservations early for Philadelphia.




SPECL.1L PRESENTATION

ihereWemveBeena:ﬂmereWeareM: An Appraisal of IPMAAC

Clyde J. Lindley, IPMAAC Historian, Center for Psychological Service,
Washington, D.C.

"Ceming together is a beginning,
Reeping together is progress,
And working together is success."

Theodore Roosevelt

INTRODUCTION

This is a very apt quotation for beginniny this paper. IPMRAC began by a
coming together of varied persons working in the personnel field with
special interests in the area of assessment. These persons .. e varied in
educaticnal background and the nature of their work expeviences. They were
held together by their cammon interest in problems of assessment of persons
in the workplace. They have kept together with increasing strength and
mumbers over IPMAAC'S ten-year history. The diversity of their backgrounds
has given more challenge to their approaches to projects undertaken. And
if working together is the measure of svccess it has been attained in large
measure.

The title of a talk or paper is always an interesting consideration.
Sametimes it is invented after the paper is written to fit the words set
down. Sometimes it is there as the starting point. The latter is the case
for me. I selected the topic and I'm stuck with it.

As I examine the topic, "Where We Have Been and Where We Are Going: An

Appraisal of IPMAAC," I am first impressed by its indication that IPMAAC is

;ﬁg concern. How could we have been sameplave without being? How
we be going sameplace without surviving?

The "appraisal” part of th topic suggests that we are mature enough to
take a critical look at what we have been doing. This critical lock should
assess those accamplishments of real significance to the purpcses of IPMAAC
as well as the identification of our shortcamings or areas of needing
improvement. This appraisal should end in helping us formilate better
defined goals with same indication of their importance and pricrity.

OBTAINING THE HISTORY

Iet us now look at the process of cbtaining the history. In May 1982, I
submitted a report for IPMAAC's Long Range Planning Conmittee titled
"Looking Backward in Order to Lock Forward." At that time my objective was
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to review what had been accamplished by IFMAAC with an assessment of how
} beencmiedmtsoﬂmtmcanperhapsbettartarget
cur future goals. This task embodied the review of all Minutes of IEMAAC
Board Meetings, Coamittee Reports, Newsletters (ACN) and related docir' 4ts,
and included discussions with key perscnnel. As your Historian, 1 nave
continued a similar process, with perhaps just a little more attention
toward the founding of IPMAAC. This involved a review of IIMA's Executive
Counci! Mirutes also, and discussions with the Executive Director of IDMA.

Before I summarize the early events that led to 1PMAAC, let me coment very
briefly on this process of evaluating and documanting our history. I found
this activity to be highly stimulating. Also, I continue to be impressed
with the extent and breadth of Camittee activities and the high "profes-
sionalstandardsofantmseﬁwhmbeendirectinga:ﬂguidmgmﬂac
and selecting targets for accamplishment. So many persons have contri-
buted their time and efforts to this process that it would be impossaible to
mention them all, So as I present this historical perspective, please
realize that there are many unidentified contributors in the background.
Mmypersonswlbsetvedmtheacardcfoirectorsﬂarmtmten-year
history, and the persons on IPMAAC'sS Comittees are ocur unsung heroes.
Mir&dicaﬂmmmmwillbeob\dmswhmrcitemracmliﬂmmts.

ORIGINS AND ESTABLISHMENT OF IPMAAC

Early in 1975 IPMA began plamning more concrete ways to meet the needs of
members with gspecial interests in selection and in other areas. This
culmimtedinccndactingaSwpoaimﬁor&]ectionSpeciaﬁstsinmicago
at the Water Tower Hotel, JMly 6-9, 1976. About 154 perscns attended this
neeting. Thomas Tyler was Director of Test Services for IPMA in 1975, and
along with Denald Tichenor, Executive [irector of IPMA, started the ball
rolling by inviting coments from William Gorham, Director, Personnel
Research -nd Development Center, USCSC, and Charles Sproule, Chief, Division
of Researc. and Special Projects, State of Pennsylvania. Here I would like
to emphasize the significant role played by Tom Tyler. Through his efforts
he encouraged and stimulated the A~velopment of the selection symposium and
provided an opportunity for the ). csons in attendance to consider how they
wanted to meet their urmet needs. Bill Gorham, Charlie Sproule, Ted
Darany, and Glenn McClung, to mention only a few, had key roles in this

develcopment,

The ideas about the new organization were discussed at the Chicago meeting
where forty persons worked on special camnittees relaced to this organiza-
tion's development. An ad hoc executive committee was formed to establish
the new organization within IPMA. It was to be called "TPMA Assessment
Council." The temporary executive committee's function was to guide the
work on developiny the new association, make plans for mambership, annual
meetings, etc. The camittee was chaired by Bill Gorham. Members of the
camittee were: Andy Anderson, S.C. Perscnnel Division; Theodere Darany,
(at that time) USCSC, Waminister, PA; Charles W. Grapetine, Milwaukee
Personnel Department; Jamas C. Johnson, Tennessee State Department of
Personnel; Arleen Kleber, OODESP, Garden Grove, CA; Glenn McClung, Denver
Career Service; Robert Shoop, MO Personnel Division, and Charles Sproule, PA

9

16



State CSC. Again let me repeat that many other persons contributed to the
activities of this Conmittee. Same are mentioned in the Special Assessment
Council 1986 San Francisco Conference issue.

The Executive Council of IPMA at its meeting of October 18-19, 1976 request-
od President Muriel Morse (TPMA) to respond to Dr. Gorham's request advising
that IPMAAC was approved as a section of IPMA,

W2 were born!
THE ACRONYM "IPMAAC"

Let me digress briefly on the acronym IFMAAC. The last two letters "ac"
starx! for Assessment Council. These distinguish us as an organization.
The Assessment Council is a section of the International Personnel Manage-
ment Association (IPMA), the parent organization. Those making ap the
original council represented a group of IFPMA members particularly interested
in psychnlogical testing and its application to such personnel problems as
selection, placement, promotion, performance evaluation, etc. The term
"assessment" was chosen rather than "testing" to better irdicate the
broader coverage in terms of functions and types of assessing procedures
used. In addition to psychological tests, we shall keep in mind that
assessment procedures also include such things as interviews, training
and experience rating, self-esteem, physical examinations, strength and
agility testing, assessment center evaluations, and evaluations of the
functioning of the public service organization itself, usually referred to
as organizational development and management. Throughout all of these
assessment concerns runs the concept of ethical standards for practice and
professional acocountability. This broadened coverage of assessment - grown
out of testing - has markedly increased the responsibilities and importance
of IRMAAC,

IPMAAC PURPOSES

It may be helpful at this point to review the purposes of the Intermational
Persormel Management Association Assessment Council. (This is taken from
the November 1977 IPMAAC Assessment News.) :

1. To support the general purposes of the Internaticnal Personnel
Management Association. :

2. To encourage and give direction to public personnel assessment
maintenance and improvement efforts in fields such as, but not
limited to, selection, performance evaluation, training evaluation,
and organizational effectiveness.

3. To encourage and facilitate intergoverrmental cooperation, information
exchange, ard rescurce sharing.

4. To define professional standards for public personnel assessment.
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5. To encourage, give direction to, and provide means for the delivery of
training and education efforts to upgrade the experiise of public
persomel assessment specialists.,

6. To influence public policy relating to public personnel assessment.

7. To heighten the awareness of public officials and administrators of
the needs of public perscnnel assessment.

IDENT " ICATION OF PROELEM AREAS

Mrﬂeyeastmméebeenmnymthatmaoudsand/ormnnit-
tees have emphasized again and again that are in need of greater progress
or which represent deficiencies. I have grouped these in three areas.

Membership in IPMAAC

1. Contimuing need 0 attract new members.

2. The need to attract minorities.

3. The need to reach smaller public service agencies that have few
resources in the assessment zrea,

Communication links

1. Too little camunication to the membership.

2. Not encugh communication with perscnnel directors.

3. Too little camumnication among camittees.

4, The need to provide contimuing commmnication with IPMA.
5. The need to prawote informatien sharing.

Professional identity
1. The unique role that assessment specialists h:wve in public perscnnel
assessment.

2. The broad and varied backgrounds of persons in IDMAAC.

3. The emphasis on practical but professionally sound approaches to
solving assessment problems. .

4, The problem of developing professional standards for the wide variety
of perscns engaged in assessment activities in public personnel
work.,

MAJOR ACOCMPLISHMENTS

Now I would like to talk about our major accamplishments. It would be
impossible to cite all the accamplishments, However, here are what I
consider to be major accomplishments achieved by IPMAAC since its founding
in the Fall of 1976:
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A viable IPMA Assessment Council with about 500 members. You
can be proud of your organization for it started out by providing
professiocnal information exchanges in the assessment area and
continues this directicn now. We are truly a professional
organizaticn!

Sponsor of Anmual IPMAAC Conferences.

Publication of IPMAAC Newsletter (IPMA Assessment Council News);
initially three times a year, now quarterly, with expanded

coverage, and regional correspondents.

Spongor of Workshcps and Seminars (at the IPMAAC Conference, at
Regional IPMA meetings and at the IPMA Annual Conference);
sponsor of program sessions at the Anmal IPMA Conference.

Development of Standards for Sharing Item Bank Materials.

Publication of the Proceedings of Annual IPMAAC Conferences on
Public Perscnnel Assessment.

Publication of Sourcebock: Information Sources and Services in

Personnel Assessment (two separate editions, 1981 and 1983) .

Sponsorship of a Student Award Program (first one at the Anmal
IMAAC Conference, June 6-10, 1982, Minneapolis, Minnesota).

Completion of a survey of public sector agencies natiorwide to
identify common research needs, successful cooperative projects,
and useful sources of information on personnel assessment.

Publication of the IPMAAC Hacker as a special resource to
persons actively using camputers in ccwe phase of personnel work.

Publication of Pexsonnel Assessment Sources (PASS) on a regular
basis.

Code of professicnal principles (ethics) for perscmnel selecticn
specialists.

Review of the Uniform Guidelines on Emplovee Selection Proce-
dures.

Review of the revised APA Standards for Educaticnal and Psycholo-
gical Testing.

Nationwide job analysis of selection specialists (ongoing, with
substantial progress already made).

12



RECOMMENDATIONS:  FUTURE OUTLOOK

These recommendations point to things that in my opinion should occupy
thinking and efforts on the part of IPMAAC. They are particularly addressed
to all IPMAAC members. They are not to be locked upon as offered in a
spirit of negative criticism or of neglect in appreciating the many excel-
lenc accamplishments and services of IPMAAC, but as possibly helpful

suggestions for charting future emphases,

1, IPMAAC should contime to strive for a more effective relationship
with IPMA,

IPMAAC was founded on an organizational structure in which IPMA
constitutes the parent group, and IPMAAC constitutes a subgroup
organizing itself in relation to the parent group. IPMA strongly
supported the subgroup's organization and purposes, and the beginning
relationship was cbvicusly strong. Over its ten-year history, the
relationshipattimssesnstohavegrommetamms. In later
years relation have improved. It was good to hear Dr. Pounian
(President of IPMA) state in his cpening address, "IPMAAC is an
essential part of IFMA." He emphasized that there is *a need to
develop and strengthen that relationship.” Although IFMAAC represents
specialized interests, ithasmhtogainbybemgapartofﬂxe
largsr area of persomnel interests represented by IPMA. Hence, the
recamendation that as the Assesament Council contimes to grow, it
consider maintaining effective camumiczxtion with IPMA as being very
important. Here are a few suggestions for IPMAAC to consider:

a. Invite selected IPMA members to make presentati'ns at IPMAAC
Annual Conferences. (They should not be IPMAAC members).

b. Involve personnel directors in clscussions about possible joint
projects.

c. Strengﬂ\eninterchangesbyinvitingmrematbersofmmecu-
tivecomciltobepresentatmetingsofthemaoudof

Directors.

2. Crganizational Functicning Needs Constant Reviewing.

In my earlier report I emphasized commnication in organizational
functioning and I reemphasize it aqain now. ‘

Several important Long Range Planning Committees or Continuity
Committees have intensive analyses of IPMAAC'S objectives and recom-
mended specific actions to improve our organization. Soame of these
have focused on IPMAAC's Board functioning, improving IPMAAC's
financial management, and its professional recognition and stature.
Much of this activity has resulted in real improvement in directicn
and identifying practical goals for the organization., This type of
activity should be continued with the opportunity for more input fram
the membership to consider the various objectives and/or goals.
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3.

Organizational functioning, including short and long-term planning,
are hichly dependent upon commnication. So it follows that long
range planning for IPMAAC must give attention to the conmmication
problems., We must be sure that IPMAAC membership is informed of what
is going on and is sufficiently brought into the picture. We must be
sure that our organizatiocnal structure of camittees for carrving out
our functions is effective. Too many camittees and camittees too
large to meet face to face are likely to bog down because of cammmi-
cation problems.

Before a major activia (
gquestion 1

To maintain progress, the long range plamning effort must, as it
were, have its eye in the sky, must be more attuned to satellites
than the metallic telephone wire. IFPMAAC must become a prophet in
sensing needs and services in the persomnel area of the future.
Target objectives here rust first be exploratory. They must be
brainstormed with all stopes off for the expression of ideas. The long
range problem is really one of defining and clarifying cbjectives for
the future. Even an organization like IPMAAC usually spends most of
its resources on "putting out fires," rather than effective long
range planning. Therefore, it is important that same concerted
attention be given tc developing what the future cbjectives of IPMAAC
should be, as the w.rld of work changes abcut us.

IPMAAC NEWSLETTER (ACN) contirnues to need Support.

The production of the Newsletter is an important function of IPMAAC
because its purpose is to let the membership know what is going on.
At present the Newsletter dces not convey encugh information on the
activities of the IPMAAC Board of Directors and its various cammit-
tees, Going back to the IPMAAC Board of Directors' Meeting in April
1977, these comments were made about the Newsletter. It should
rrovide the official organ for transmitting IPMAAC business and
correspondence to IPMAAC members. It should serve as the vehicle for
amouncement of IPMAAC activities and other activities of interest to
members. I should also pramote membership and provide news of the
activity ¢f IPMAAC members, This was a good statement of purpose,
To summarize, the AN should cover the significant activities of
IPMAAC, its Board of Directors and committee chairs/members. The
Regicnal Correspondents need your help in submitting information
about your activities in thuir regions.

Membership and membe- ship involvement must be recognized as very
important.

IPMAAC membership is now samewhat below its peak. (We should be
concerned with what this means.)

14
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6.

There are same membership areas which are sadly lacking. One of these
is colleges and universities. There is a need for recruitment of
nmbersmacadaucpermlw!chmmsinpersmluﬂ
furnish an important aspect of training for potential and actual
persommelists,

IPMAAC sorely needs a separate accurate list of members., This
membership list should contain at minimm the name, agency or organi-
zation, position title, adiress and telephone number, A firstetime

Membership Directory. There should be a separate
list.i.ngofmmmmbarsinﬂmmmrectory.

Adequate membership from minority groups must be an aim. Special
attenticn needs to be given to minority groups (blacks, Hispanics,
Asians), dependent to same extent upcn the locale of functioning.

IPMAAC Anmial Conferences.

The annual conferences should be locke. upon as a most Lgezﬁt::t
activity contributing to the survival of IPMAAC. “The excellent
quality of the conferences so far has undoubtedly had favorable
influences in creating a good image for IRMRAC.

Here it is desirable to repeat prior recamendations (my original
report of the Long Range Planning Cammittee in 1982).

Conferences should offer appeals to both technically trained and
non-technically trained personnelists. Programs should be varied,
especially in the direction of presentations of benefit to persons
new to the assesasment field. Conferences should be planned to
attract non-members in the personnel field as well as members.
Attracting them might constitute a road to their becaning members.

Efforts should be contimied to encourage members to attend the anmual
conferences. IPMA records indicate less than cne-half of membership
attends. It would be helpful, in planning efforts to improve attend-
ance, to study inh more detail the reascns for non-atterdance. With
increasing cutting of agency support of erployee conference attendance
expenses, these factors related to non-attendance need reconsideraticn
and sericus attention. Perhaps there should be consideration of a
request from members to support contributions that would be used to
send a limited mmber of younger new members to the anmual conference.

Contributions to "Public Perscnnel Management.”

The recamendations made in the past that IPMAAC should became mare
visible in IPMA's journal should continue to be emphasized. The past

recamendations were brought to fruition in the Special IPMAAC Issue
of the jownal (Winter 1984), published in 1985. This issue was
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devoted to Assessment Techni:ues and Challenges, with myself and
Thelma Hunt sexving as special issue tors. IPMAAC might consider
recamending to IFMA another special issue on an appropriate topic.

I bring up again the occasionally recurring question of IPMAAC
undertaking publication of a séparate journal. This would be a very
expensive undertaking, and does not seem to be currently justified as
best serving IPMAAC's needs. Such a journal would also be in campe-
tition with already well established journals dealing with assesament
and measurement issues (see the Sourcebook: Information Sources and
Services in Personnal Assessment) .

Relationship with Other Organizations.

IPMAAC should contimue relationships with professicnal organizations
functioning or contributing to the assessment field. In the past few
years ties have continued with PIC, WRIPAC and other consortia, and
we have strengthened relationshipe with Division 14 of the American
Psychological Association and these activities should continue.
Liaison with APA's Division 5, Measurement and Evaluation is also
important. But IPMAAC not became so identified with such
Divisions of APA that their cbjectives are indis : 2

IPMARC members are not professiona psychologists., IPMAAC must
cont:imetomintainabroadarspecmofnmbership.

Sane areas of IPMAAC concern call particularly for closer relationship
with other organizations. As an example, I think of the area of
career development. Here the 2merican Association of Counseling and
Development might be interested in liaison activities.

AREAS NEEDING EMPHASIS

Sare inportant areas of kroad personnel concemns appear neglected by
IPMAAC, I will mention only a few.

1.

The importance of motivation in relation to employment,

To apply for a job one must be motivated by knowledge of its nature
and opportunities to satisfy cne's potential. To stay in che job
one must be motivated by same "reward" (ranging from money alone and
sanething to occupy one's time, to highest level of self-actualiza-
tion). Public employment has been accused of being the place where
un-work-productive motivation and lack of self-actualization have
been able to flourish. In anticipated "tight" public money and
increased legal restraints on retenticns and pramotions, motivational
aspects of employee qualifications are likely to became much more
;:nrucial in hiring and promotion. IPMAAC can make real contributions
this area.
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The problem related to retirement.

IPMPAC's potential contributions cannot be set down in detail. This
m\ﬂ.dhavetobeplacebyplaceandagencybyagency. From my
observations of retirement approaches and systems, one general
recommendation cames out first. Pay more attention to the process of
retirement, as contrasteG with the "clerical” details connected with
effecting it. By the "process of retirement" I refer to informing
ard preparing the retiree, dealing with the attitudes of workere at
all levels toward retirement policies, helping retirees adjust to
retirement, etc.

The special problems of the older worker.

misproblenhasbeenaddressedinymrNemletter,u\er. Many
qQuestions remain unanswered, and little data is available in the
public employment area (except for the Federal Guvernment)., How long
can older workers remain productive? How will agencies provide
"upgrading” incentives for yourger workers if older persons remain in
key positions? A real challenge exists in this area.

The special prcblems of women in the workforce.

with individual sexual behavior and practices and sexual harassment
in the workplace. The propensity, in the present era of legally
oriented attitudes, to pursue such issues with legal challenges or
lawsuits has emphasized many of the problems that still exist.

The older hiring, promotion, and pay differential problems mainly
center around fairness. Does it represent fair and equal opportunity
consideration that only a small percentage of police jobs are filled
by women? 1Is it fair that routine office jobs (often considered
boring) are mainly filled by women? 1Is it fair that top management
joks are mostly filled by men? There are many subsidiary problems
(to be solved first) before solution of such prohlems as these can be
logically attacked. The most fundamental is the establishment of jab
tasks and qualifications for performing them. These must then be
related to inherent differences between the sexes. If wanen inherent-
ly do not possess a needed qualification for a specific job (such as
great upper amm shoulder strength) then differentiaticn in sexual
hiring rates is defensible. Top management jobs have often been
discussed in relation to women. Related factors to be considered are
the matter of cpportunities or lack thereof for wamen in attaining
necessary experiences for top jabs.

There must be an awareness of the future %sinthegsitia;
of the workforce and the ications for assessment activities.

We need information about the changes in the workplace brought about
by the advances of physical and social sciences. The former have
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brought about the workplace changes associated with the camputer and
all its accompaniments. The latter have replaced rigidity with
flextime work hours, and quality circles and participatory management
emhases. Similar changes will accelerate in the next decade. We
should be in the forefront of develcping the best metheds of adapting
to these changes to achieve continued productivity in the workplace.

6. IPMAAC should strive to improve the acceptance and image of public
employment .

Public employment needs to be a top goal instead of a last resort.
Efforts toward improvement. can be directed toward both personal
attitudes and the public work envirorment itself.

FINAL APPRAISAL

In reviewing and evaluating IPMAAC in its ten-year history, it is cbvious
that the Assessment Council has achieved professional status and recognition
in helping solve important problems related to assesament in the personnel
field.

IPMAZC has been blessed with good direction by a large number of dedicated
Board and Committee members. They have charted cbjectives and directives
for cbtaining goals which have produced geod results. There is no reason
to reconmend that IFMAAC adopt any major about face policies,

In the main, my caments relating to evaluations and recamendations have
already been given same attention by IFMAAC. Even though IFMAAC has been
going in the right direction, it is desirable periodically for any crganiza-
tion to take a good hard look at what it has been doing in order to assess
where it might make improvements. My evaluations and recommendations are
offered to meet this need.

Working together we can continue our progress.
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KEYNOTE ADDRESS

Avaledictimfor'resgoudeums

William A. Gorham, Ft. Lauderdale, Flerida
(First President of IPMAAC, 1976)

Almost ten years ago, in Chicago, on July 6, 1976, I addressed the Selecticn
Specialists' Symposium Conference. That, as it turned out, was also the
organizing conference for what emarged as this organization: The Interna-
ticnal Personnel Management Association Assessment Council.

matmstrefirsttimtmtlhadbeenhanmdtcbea"xemw."
In order to know what was expected of me, I had locked to the dictionary to
find out what a proper "keynote address" was, or what a "keynote speaker"
was supposed to do. I reparted that definition to you then, but in case
sane of you have forgotten, or weren't there, or wonder what I'm supposed
to do today, here it is again:

"Keynote address or keynote speech. n: an address (as at a political
convention) intended to present those issues of primary interest to
the assenbly but often concentrated upon arousing unity and enthi-
siasm. (The keynote adiress...is a highly emoticnal performance-D.l),
McRean] "

As I reread that 1976 address in preparation for this, my second "keynote
address,”Isea.rchedﬁurevidencesﬂmtIludlivedupto, or in this case
spaken up to, the definition, Some of the major issues that I presented in
1976 (I'm not sure whether they were those of the conference attendees or
ny own) were:

o The status of the issue of different group mean test scores and its
meaning for us.

o Adverse impact vs. validity. Could validity be expected to overcame
fatal cases of adverse impact?

o Evaluating the worth of selection tools to and for ocur own employers.

o] Theneedforanmcrganizationtoneetthem\argingreqtﬁmmtsof
public personnel measurement specialists.

In my own retrospective view (also known as "hindsight,” a well-known
psychological construct) same of the key issues of that day seem to have

beei, identified. Conference participants, however, added many more in the
symposia and papers.
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As to whether unity and enthusiasm were aroused, I can hardly claim to have
"concentrated” upon that aspect of keynotership, since those of you who
were there listened to 26 pages of text befcre I came to this:

"We are...proposing a new. organization to accammodate the needs of
all of theee who want to identify as public personnel psychologists., ..
a constructive response to the crises of oir time. The time is
right; the need is here; we have an cpportunity to £ill a gap and to
provide leadership in ocur own field. Many of us are enthusiastic and
rexly to unite. Let us begin to meet our crises together."

It is one thing to arcuse unity and enthusiasm, but that is a barren
exercise if results do not occur. If political parties don't elect offi-
cials then generating unity and enthusiasm in keynote addresses may be fun,
but has little other validity.

But today's IPMAAC clearly has continued the unity and enthusiasm for these
10 years. Further, theres are results in the form of unique professicnally
responsive contributions by members and the organization to the cammen
good. Quite simply, you have succeeded. Professional gaps have been
continually and ably filled. A new leadership emerged and is well establi-
shed., I applaud ard congratulate you.

Adlai Stevenson in addressing a group once said, "I understand that I am
here to speak to you and that you are here to listen. I hope that we both
canclude at the same time." If what I have so far said sounds like the end
of a keynote address, it is not. Please do not conclude your listening, I°
still havethecbligationaxﬂintmttospeakabmtsaneoftoday's issues,
and I shall, although clearly ocut of practice, attampt to arouse unity,
although I am skeptical that it is needed. Bear in mind that I have not
been in the crucible of national issues since 1979. However, seven years
nayhaveallmedmtoaquireacartainamuntofdetachedperspective.

BesidesthefomxiingofIMAc,whatwashappeninginmmfieldtenyears
ago?

o Washington v. Davis was decided by the Supreme Court as we
convened., We discussed it at a general session. You will recall
that the case involved testing practices in the District of
Columbia Police Department. As it turned aut, the acceptance of
training success as a criterion was probably the most important
cutcome since Federal enforcement agencies had continually
rejected that idea in work on testing quidelines.

o The Federal Executive Agency Guidelines were published two months
after we met, in September 1976.

o EECC withdrew from the Guidelines consensus process, republishing
their 1970 Guidelines.
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Bow I managed to talk to you in 1976 about issues of the day without a
sirqlereferemetoinpmdhag?ederummxgmidemnsisatotalmystery
to me today. I had been deeply embroiled in that activity for years,
Perhaps so long that I didn't believe that we'd ever conclude. For, a
process which should have proceeded alang systematic cooperative lines
among Federal goverrment agencies was, instead, more nearly like what we
envision arms control negotiations to be like. There was more acrimony
than harmony; more divisiveness than cooperation; more dependence upon
intuition than upon science. I am distressed even today that skilled human
resources—including my own—-which could have been doing more about the
basic peooblems in minority unemployment were, instead, sapped over a five
year period to produce a document in 1978 which has had little influence on
the employment of minorities and women.

This is not going to be a "kiss and tell" history session, but a sort of
history lesson which I urge you to attend. We may cycle around again
sameday. When I was in graduate school I was lesst interested in the
history of psychology. I now understand why it is sc important., I did not
suspectthe.ntmthuldchrmicleandbeapartofit; ut we should
certainly not repeat our mistakes,

What was the problem? Rather, what were the problems? Beyond the sharply
contrasting viewpoints of the Federal agencies involved, there was, from
the beginning, a lack of acceptance of a sound scientific basis for the
development of the technical aspects of the Guidelines,

Now, I must go back even further., Two decades agc, in 1966, EECC published
its first guidelines consisting of scme very general principles and a four
page report fram a three-person "panel of outstanding psychologists, all of
whan have broad experience in the testing field...” and an attorney. Now,
the usual training and experience which is relied upon' in qualifying
cutstanding psychologists is that of industrial or measurement psycholoyy.
One psychologist was a Fellow of Division 14. Excellent! The second was a
diplamate in clinical psychology. The third was apparently not a member of
the ’merican Psychological Association. Thus, one of four qualified
scientifically.

Amang other things, the 1966 guidelines stated:
"g) Tests should be validated for minorities. The sample
population (norms) used in validating the tests should inclufe
representative members of the minority groups to which the tests
will be applied. Only a test which has been validated for
minorities can be assumed to be free of inadvertent bias."

Icanthjmcofmbettermrdthang:gabootodescribetheabove
requirement, Webster defines that temm as

"l. An imaginary habgoblin or terror described to frighten
children into good conduct.

2. Samething that rauses needless fear.”
21
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That bugaboo--an imaginary terror--caused more mischief and delay i:: the
next dozen years than any other. Further, it was fuzzy in that it scemed
to mix ~r confuse the concepts or requirements of including mincrities in a
validncion study and performing separate validation studies for minorities.
Of course when validotion studies were referred to, the writers cnly meant
"criterion-related validation studies." Anything other than criterion-
related validity seamed beyond the authors of these 1966 quidelines,

Nowhere was the real issue frontally addressed, i.e., the oft-noted differ-
ences in test scores betwesn minorities and others. This amission is most
curious since it had been resurrected in the mid-1960's frcm the early
1950's, and was a source of major interest in the late 1960's as a result
of same rather inconclusive studies. 1In 1967 the technical spokesperson
for the EEOC in %s&i&ul testimony described the results of two of
these studies of new concept, differential validity" as "truly amazing"
with implications that could be enoxmous. In 1969 cne more study was added

and the representative concluded"...much evidence has been accumulated that
minorities' test scores may underestimate their job performance..."

It was then only a small step to include a requirement for differential
validation in the 1970 EEOC Guidelines and in the 1971 Department of Labor
Crder.

Before warning the public about the hazards of cigarette smoking, the
Surgecn General responsibly develcped camprehensive, publically reviewable
and reascnably convincing evidence available to the Federal goverrment
regarding differential va.idity or differential prediction in 1970.
Nevertheless, based upon an untested hypothesis, test users were put on
notice, clearly without meaningful scientific support, that it would be
unacceptable to use a test absent such a study. The 1970 Guidelines were
subsequently disavowed ty the advisory camittee which had Thelped work on
an earlier version, but it tock four years for the cammittee to state
publically,"...these published Guidelines contained material which had
never been seen in any form by members of the advisory cammittee and with
which most members took great exception as being either untenable or
urnworkable..." But, absent a meaningful challenge, the. concept became
entrenched and the root cause of years of inter-agency acrimony and wrangl-
ing cn this and a number of issues which metastasized fiom it.

In the meantime, other researchers had begun same seriocus study of the
issue. In 1966 the Educational Testing Service and the [then] U.S. Civil
Service C~mmission began a cooperative research effort to study the fairnmess
to Blacks and Chicarios of a variety of employment tests for different kinds
of occupations. The study was to take six years. The results demolished
the viability of the concept and caused responsible professionals to
rethink ani, in same cases, to renounce their prior views. There came an
electrifying day in June 1972 when the results were reviewed and camented
upon publically in a forum which I co-chaired. Here are same of the words
of Bob Guion at that meeting: '
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"...In light of my previously published views, the findings of these
studies are not personally very satisfying...l would summarize the
information here, and that emexging in the general literature as
well, by suggesting that, as a general rule, the validity of a test
against a specified criteriom is likely to be about the same for all
caners., . "

And the late S. Rains Wallace at the same public conference:

"...It appears to me to be about time for us to accept the proposition
that written aptitude tests, administered correctly and evaluated
against reasonably reliable, unbiased, and relevant criteria, do
abmtthesamejobincneethnicgm:pasmamtmr.

"It seems clear that pecple like me who expected to act as a moderator
variable forvalidityrelatimmhipamemng. It also seams clear
that people who assumed that all written tests were inarpropriate and
unfair instruments if applied outside of the WASP culture were

equally wrong..."

Thus, in the views of many leading responsible profegsionals, the issue of
differential prediction/test fairness was reasonably resolved by mid 1972.

The now defunct Equal Employment Opportunity Coardinating Council, establi-
shed by law in March 1972 haeld its first meeting in November of that year
and directed its attention to the testing issue and to the desirability of
a conmon f{ederal agency position on t2a%ing quidelines., (There were then
three in existence: EBOC, QFCC, and "<3.) Staff fram the involved five

mttlwirdifﬁerencesmtestim,a:ﬂsodidmhnmryn, 1973. On
February 8, 1973, thepri:nipalsofﬂ'nemairectedﬂastaffgxmxpto
reassemble, iron out the differences and, within a month, produce uniform
testing quidelines. This directive derived from the intent of Congress and
the wiil of the President, yet it tock over five years, closer to six,
three presidents, dozens of federal officials and the time of hundreds of
camentators before that directive was camlied with.,

Following the February 8, 1973 directive, the chief staff representatives
fram each agency agreed upon 13 principles which was to make the guideline
writing process easier (February 26, 1973). Two bear locking at: the good
news arnd the bad news, so to speak.

megoodnsvsmsthattheremuldnotbeapreferenceamngﬂxethree
validation strategies; the choice would depend upon the situation. EROC
staff was aghast. Its position in active litigation was undermined as well
As its posture in vegard to all enployers that criterion-related validation
was thepreferredmetmdandthatresorti:gtoanyothermﬂmquuireda
prior proof that criterion-related validation was infeasible. In defiance
of their own staff dirvector, EBOC attorneys wrote to the Department of
Justice on March 27, 1973, "...The policy which the Commission [EBOC] has
followed is thatanenployeractsathiswnperilwhenheusessateother
approach..." (Note that EROC viewed employers in the masculine gender.)

23

)

3



But "...at his own PERIL..."! If that wasn't goverrment arrogence at its
worst. Imagine how many of us were living in a perilous world, unbeknown
to EEOC. Despite this agreement of principle, as late as the Spring of
1978 the Justice Department attacked an employer's use of contint validity
on the grounds that it presented no risk since, if followed properly, the
procedures could always lead to a conclusion of validity. Criterion-related
validity, however, presented risks, the Department said, and therefare that
was why the employer did not use itl

Well, all that was the good news. Now, the bad. Differential prediction
would be included in the Guidelines. I was appalled. After six years of
research in which I had been perscnally involved, the expenditure of
millions of dollars-—a lot of it federal money--and the resultant conclusion
that this was a non-phenamenon identified erronecusly by same badly conduct-
ed studies, here it was alive, well, and being fertilized. Justice and the
EEOC simply ignored the mainstream findings of professional research
although bambarded over the next five years by objections from the psycho-
logical profession.

I suppose that I have contemplated this curiosity more than any other
because its inclusion spread pernicious roots into other aspects of the
Guidelines as well as the develommental process itself. If it had been
abandoned, however, you can imagine how EEOC personnel credibility would
have been eroded.

I have written elsewhere that in the Guidelines developmental process there
were no tradeoffs. I had meant "development” to encampass the writing
process. While I have never discussed with them what went on among the
agency staff chiefs, I have a strong feeling that there was a tradeoff of
the parity of the validation strategies for the inclusion of differential
prediction. It was a poor tradeoff, because I believe we would have won
the first anyhow based upon professional consensus.,

Even as late as the Spring of 1978 Jim Scharf, when he was with EEOC
attempted to get reconsideration of inclusion of this section in the
GQuidelines. This was a view that he had shared with me as early as 1976:
that the continued inclusicn of differential prediction would badly serve
the groups that his agency was interested in, But it was to no avail.
After all these assaults, a Justice Department attormey who had been in the
thick of things since 1972 and had urged that it (differential prediction)
be allowed to "go on a little more," opined, with a straight face, in 1978,
that "I understand scme pecple don't believe it zxists.”

The assertion through the Guidelines that differential prediction was alive
and well ia the face of the overwhelming evidence to the contrary was
summarized by Frank Schmidt as follows: that the refusal to accept scienti-
fic findings, as it has been through the ages, holds firm because it
contradicts deeply held social, political, or religious beliefs. He aptly
illustrated this with the reactions of the wife of the Archbishop of
Canterbury upon hearing for the first time about the theory of evolution.
Her statement was: "It's not true, and if it is, let us hope it does not
become generally known."
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I opine (with a probability of being right greater than .95) that the
requirement was left standing because certain agencies of the federal
government anticipated that they could tolerate negative professional
reaction more than negative reaction from other constituencies.

In a rare show of deference to professicnal standards, federal officials
excusedtheinclusionofdifﬁere:mlpredictimmtmgmﬂsthatthe
1974 APA Standards required suwch an investigation. What a chicken and ey
situationl  The 1974 requirement was there because of *...roqulations
pursuant to civil rights legislation...® At any rate. I note that it is
downgraded in the 1985 APA Standards as a requirement.

Intheend,ofcourae,allwirgittosmﬂwasarﬂstillisablatant
insalttoﬂxemmbersofandtotheverygm:paammidzﬂaazidelines
were concerned. Minorities and women are capable of facing facts, but
agemieschaxgedtobeﬂniradmtesshieldedﬂm.ﬁrmﬂmtmestataof
affairs, In the first place, to hold cut any hope that these studies would
be&minabtmdamewastoflymﬂnfaoeofthamidam\esﬂmalm.
The Guidelines allow the user to deatermine if a criterion-related validation
study is feasible. Schmidt, Runter, and Urry came to the rescue on this
ismetenywsagowithﬂuirsmimlmiclemmplesize. If users
follwﬂzeirguidance,theu'srequi:edasapncticalmttnrambeyad
most enployers. Studiesmightbedombylugemlthyaployers,gm:ps
of employers, orbytestp:blishersmmightbeabletoassmblelugews
across organjzations. The Schmidt et. al. article contributed to cur tacit
decisimmttorocktheboatanymandtolmdiffmtialprediction
inthe&idelinessincemdxshﬂiam,uap:actialmtter,virtuany
impossible to do. mtaslmgasﬂ:erequiranmtisleftstarﬂmgthmis
amisleadhxgsigmlbeingsentbythefedenlmmtﬂutaam!mit
believestestsdobelmved.ifferentlyfordiffemntgm:pe.

If few employers can do meaningful critericn-related studies, where does
that leaveuse:ceptintheamofcmtmtaxﬂcms&uctvalidity? Once
again, Schmidt and Hunter to the rescue. They have spent years assembling
the data so that we really need not be on the treadmill of criterion-related
studies. The validity generalization work done by Schmidt, Rmter, and
their followers may just be the most important original measurement contri-
bution of the last decade. It is seldom that cne sees one's work acknow-
ledged in the professional measurement Standards in one's lifetime. But
the 1985 Standards, I note, recognize this development and offer guidance
for transportability.

During the develomment of the Guidelines a mumber of other issues surfaced
which were susceptible of resolution through reference to and deference to
the existing research literature but which were intuited along for several
years, For example, one of the enforcement agencies continually worked to
establish minimm cutoff test scores for many jobs (truck driver was often
cited). because, it was alleged, that more of the skills would logically not
make for better job performance. Ilistenedtothisforalong and
then one day Hawk fmntheDeparmentofLaborcametonyofficewitha
copy of his study of the linearly of scme 17,000 regression coefficients.
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The results clearly showed that for a wide variety of tests and jobs
non-linearity was a chance phencmenon except for certain types of person-
ality measures which are not at issue. Thus the basis for both cutoffs and

ranking thro jhout the range of scores is not cnly permissible but support-
able. .

The point which emerges is that the development process was basically
flawed in that a scientific basis for the Guidelines was always a grudging
last resort. Where scientific knowledge is established such as in differ-
ential prediction, linearity of regressicn, etc., the burden should not be
upn a test user, but should shift to those who claim inappropriateness for
a specific situation. Science, more often than not, got in the way of what
the federal enforcement agencies wanted to do. I do not mean to imply
venality; rather, I believe the actions can be attributed to the elan that
typically fuels new goverrmental initiatives. At the same time, please be
aware that case law was written into the Guidelines as fast as it .
As a result the Guidelines is primarily a litigating document. In the
waning days of its construction the Office of Personnel Management withdrew
and withheld its active legal involvement leaving lawyers from Justice to
EEQC to do exactly what they wanted under the blessing and protectiocn of a
political leadership committed to mumbers not merit; to intuition, not
knowledge; and to onercus employer burdens in the belief that it would be
easier to0 hire minorities and women than to meet the technical requirements
of the Quidelines. Please be aware that the Justice Department which, in
the Spring of 1978, had courted the APA Conmittee on Tests and Assessment
to txry to seawre an endorsement of a late draft of the Guidelines did not
even bother tn try for that endorsement for the final Guidelines. Either
this was a case of "Don't ask the question if you don't want to hear the
answer," or the arrogant confidence that the federal govermment no longer
needed suwch an endorsement.

In the end I signed off on a recamendation to publish the Guidelines in
the belief that they were consistent with the policy goals of that particul-
ar administration. Please be aware that I never signed the Guidelines them-
selves. I did speak to groups about the Guidelines, made a couple of
training films and was generally encouraging and in a position to see that
they got implemented in the federal government. These activities were the
loci of my last months at OPM and my farewell, my valediction, to the
Guidelines themselves. I have not spoken or written publi.ally about them
until now. I doubt that I will again. I & not intend, iike many famed
concert stars, to give lifelong "farewell tours," at least not singing the
same tunes.

But in seven years absent the scens I have, as I suggested earlier, acquired
certain perspectives which I want to share with you. First, not only was
the developmental process flawed but the basic assumptions themselves were
flawed. I would suggest that those who believed that tough testing gquide-
lines would cause a significant increase in the employment of minorities
and women were wrong. Employers got smart: they learned how to validate
tests. Ms. Norton, once Chair of the EEOC, and certainly one of the most
able persons to hold that office said, in the 1970's:

26

33



"My hat is off to the psychologists.” She did not see "evidence that
valddatedtestshaveinfactgottenblackmﬁbmbodws,orfor
that matter females into places as a result of the validatici, of
those tests. We do not quite see the causal relationship we had

expected to see."

What non-psychologists failed to anticipate is that, despite Guidelines and
the cnercus documentation requirements, while the process of validition may
seem mystical \nd difficult, once the rudiments are campetently carried
out, validity is darned difficult to avoid.

Secord, let's put the Guidelines in perspective.’ They are not the center
ofﬂapermlmamramntﬁverse,uﬂﬂntismstpmbablywhyIdid
not deal with them ten years ago. The history that I have touched upon
today spans mostly a 14 year period, 1972-1986. It seens only a mament ago
that we began. In ancther of those moments it will be the yaar 2000. Over
26 million new jobs will become available by then in the United States.
mtthemisamiversityofcnuugoauﬂywhidipmjectsﬂzatbyttnttime
Black male will fall to 308! The presence or absence of testing
guidelines < vemthimtodowiththistmfoldmgpmicanmgeﬁy.
Certainly this issue eclipees in importance most cthers, ard it is vartually
unrelatedtoeqmlerploymtmﬂmitybothineﬁologyaxﬂinsolutim.

The decade of the 1970's will be remembered as a defensive reactive cne in
and for public personnel management. The only game in town, and the
cornerstone of public policy concern in most matters was equal employment
opportunity. When I ceased active imvolvement in professional activities
seven years ago, it was difficult to find a measurement conference, a
professional meeting, seminar, training session, workshop, symposium, or

Eachofushashadtheexperienceof,menreadingabook,bamingthepage
a.ndfindingthatwiutue'rereadingdmn'tseenmcmnectwithmtwe've
just read. We have simply turned more than one page. I last looked at
thisorganizationa:ﬂwhatismdoinqinmn. < lock again today and
findIhavemtmmedmepagetoomanymtIanintoamwmapteror
almost another book. You have moved from reactive to proactive; from

have reviewed these many times. My content analysis clearly shows that you
are in a new chapter of professional excitement, development, diversifica-
tion and progress, theintensityandcha.racterofwhidxhasramlybeen
matched. This is what we hoped for in 1976; scientific and process develop=-
ment and improvements in our field and the use of them.
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Today I have said the infusion of professional scientific knowledge into
the Guidelines was grudging when it should have been the only sound founda-
tion for their development, issuance, and enforcement. My view was and is
that we do not need technical gquidelines beyond professiocnal Standards so

long as the latter are kept current with the state of knowledge.

Having said that, I am going to contradict myself It was probably better
to have had federal gquidelines, even with their £1:+s, than not to have had
them. I believe they helpe. stimulate the ver) :x'vancements and improve-
ments that I see and am commending today. Perhaps these would have come
about anyway, but I believe the Guidelines stimuiated them both in speed
and content. Having gained a momentum of their own, professional advance-
ments ani contributions are now being made independent ¢. and virtually
without reference to, lederal testing quidelines. They have a life of
their own, thanks to those of you who have made contributions, who have
used them, and who have made this organization an important professicnal
resourc' and conduit. :

While I said farewell to Guidelines seven years ago and left the scene,
that is rct th2 valediction which is the cne I honor today. YOU have met
the Guidelines and, in one way or another, conquered them. YOU have gone
so far beyond them that it is YOU who have said farewell to them. YOU have
said a far more meaningful farewell by making them an cbsolete curiosity of
the past. YOUR work has made YOU, individually awl collectively, the
valedictorians, the winners, and the charters of the :future. Your profes-
siocnalism today makes me rejoice to have been a part of jywur early chapters.
I thank YOU for enriching my life and for asking me here today.

ASSESSMENT CENTER TOPICS (Paper Sessium)

The Assessment Center: Effects of Koling on Dimension-Specific Ratings

Phillip E. Lowry and Clinton Richads, University of Nevada las Vegas

One of the principal concerns of personnel administrators is the development
and selection of persannel. The assessment center i¢ an important tool for
these joint purposes, Properly conducted assessment centers have been
shown to be reliable predictors of job success and appropriate for affirma-
tive action programs (e.g., Howard, 1974). Tha assessment center is,
howeve  costly in camparison with many ‘other cammonly used techmiques for
personnel selection.
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The pooling of assessor judgments is one practice that adds significantly
to the cost of an assessment center. If candidate ratings could be deter-
mined by a nimple arithmetic dacision rule based on independent assessor
judgments without significantly savings could be realized. However, the
most definitive current guidalines for +he assesmment center process
clearly support the pooling of assessor judgments. According to the
Standards and Ethical Considirations for Assessment Center Operatione,
(Task Force, 1980 v J ts assessors at an

The focus question of the present study is whether dimengion-specific
pooling has a significant impact on ratings, Several practitioners have
prcviously reported that the gverall ratings obtained by pooling were
highly correlated with overall ratings obtained by aritimetic rules anly
(Russell, 1983, Joiner and Carlin, 1983, 1985). However, Sackett and
Wilson (1982) found less disagreement among assessors (prior to pooling
discussions) on over:ll ratings than on dimension-specific ratings.

METHOD

Data for tiis sticy were collected during three assessment centers conducted
for city covernments. Two of the “hree assessment centers were selection
centers. One was a career develozment center. Ivaurteen individuals were
rated on five dimenciuns by thirteen assessors. “wo scores were developed
by the assassors for each participant on each climension; the pPrepooling
score (the raw arithmetir~ score before any discussion), and the consensus
score (the agresd upon scor: after discussion). ur primary hypothesis is
that the performance dimension scores will be significantly changed by the
pooling discussions.

sions. The results of the MANOVA analysis indicate a significant pooling
impact (spproximate F of 2.67, significant at .03 level). All but cne of
the performance dimenslions, written cammunications, was significantly
cha:x;edfmnthepre—poolmgtocmsensusratinqperiods. Scores on oral
comriunications, problem soiving, decisiveness, and influence all
significantly. Scores changed more in tha development center than in the
selection centers. Changes were great encugh to affect participant rankings
wnly in the development center.

DISCUSST XN

together with other criteria for making selection decisions. In this case,
the changes in performance dimension scores can have a significant and
important ~“lect cn the total standing of a participant even if the rankings
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remain the same before and after the pooling discussions. The impact may
be even more pronounced when the selection authority differentially weighs
the dimension scores. 1In develcpment centers, even small changes in
performance dimension scores could have an impact on feedback given to
participants., In fact, the information available for feedback could
increase as a result of pooling even though dimension scores did not

change.

More research is needed on the impact of pooling. A mumber of conditions
may influence the observed effects. First, variations in the pooling
process itself may produce different effects, Our research indicates that
dimension specific pooling does have a significant effect on scores. The
research of Russell (1983) and Joiner and Carlin (1983, 1985) suggests that
pooling for overall scores has anly a small effect.

Pre~pooling evaluation procedures may ulso influence the effects of pooling.
For example, pooling is likely to have less impact when assessors are able
to cbserve all participants in all exercises. This was done in the two
selection assessment centers but not in the development center. Perhaps
this explains in part the apparently greater impact of pooling in the
development center. In interviews conducted after the davelopment center
was concluded, assessors were emphatic about their felt need for pooling.

Ancther difference between the development aad selection centers which may
have affected the results was the differences among assesscrs. In the
selection centers the assessors were essentially hancgeneocus with respect
to their job background and culture. They were fire service otficers
assessing fire service officers. On the other hand, in the development
center the assessors had campletely different job backgrounds, from each
other and from the participants.
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I?rofessioml and Sitandards Related to Assessor

the Assessment Center Method

Patvick T. Maher
Personnel & Organizational Development Consultants, Inc., La Palma, CA

Assessment centers require trained assessors, but many public agency
assessment centers do not use adequately trained assessors. Fitzgerald and
Quaintance (1982) woiced scme concerns of assessor training time reported
by some jurisdictions of from one hour to five days. Yeager (1986) and
Byham (1977) alsofomﬂrangesofmtrainmgtothreeweeksofmm:g.

Assessment centers are covered by the Standards and Ethical Considerations
t

for Assessment Center tions (Standards), first issued in 1975, and
revisad In 1978 with an expansicn of the section dealing with assessment

center txaining and guidelines to determ’'ne assessor caupetence.

It is well recognized that length of training is not relevant to quality or
relevance of training, The Standards envision an assesscr certification
programivhichcouldensuretheaequacyoftrainingandtheadequacyof
learning.

Evidence exists, however, to support the idea that adequate assessor
training will require a minimm amount of time, Jaffee (1985}, Brademss
(1985), Humphreys (1986), Maher (1984), and Byham (1977) state that assessor
training requires three to five days.

In examining the assessor's role and its re? aaonship to the validity of
assessment centers, Olshfski and Cunningham {1986) found assessor

to be especially important, particularly as it is applied to carefyl
observatinn and thoughtful attention to Jjudgments based cn observed beiia-
vior.
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Research for this paper indicated that, while assessor training has been
virtually ignored, other relevant informatiocn exists. For example, Wexley,
Sanders, and Yukl (1973) found that contrast effects can only be reduced by
a fairly-intensive training program. Latham, Wexley, and Pursell (1975)
found that performance-measurement variance due to rater differences can be
reduced by training observers to minimize rating errors. Ivancevich's
(1979) research findings support other research on the importance of
training effects in reducing psychametric error, and showed that intense
training significantly reduced halo and leniency error.

Just as there is a lack of professional literature dealing specifically
with assessor training, there is a similar vacuum in the legal issue.
Byham (1980) reviewed "all known court cases dealing with the assessment
center method" as of Jamuary 1, 1980. The majority of cases imvulving
assessment centers seem to be resolved on issues other than the adequacy of
the assessment center process itself.

In the first cas¢ involving the legal adequacy of the assessment center,
the often-cited Berry v. City of Qmaha, a variety of issues were raised,
including whether assessor train was adequate. The court found that
adequate and camwparable training allows different groups of candidates to
be fairly assessed by different groups of assessors.

The only other major case that deals with the issue of assesscr training is
Fire v. City of St. louis. The city's validation report anticipated at
least three to four days of traininc to "assure standardization of assess-
ment.” In the actual admiistration of the assessment center, only two
days of training was given for interview and training simulations, and cne
day of training for those assessing a fire simulation. The appellate court
found the raw data sswed substantial variance among the ratings given by
the assessors in that the statistical coefficients of correlation gave an
incamplete picture of the reliability of the procedure. While the appellate
court overturned the district court's finding that the fire simulator was a
job-related examinaticn procedure, they were hesitant to hold that the
district court erred in sustaining the validity of the interview and
training portions of the assessment center procedure.

Same have advanced the idea that assessur training must be assessment
center specific. This concept does nut appear to have been addressed in
améu of the literature, and a critical examination of it would tend to
refute it.

In addition to adequate training, there is a need for certification of
trained assessors. Frank and Whipple (1978) report that there is an
cbvious need for the development of a camprehensive assessor certification
program. Cohen (1978) states that one way to reduce the likelihood of vast
assessor ability differences is to implement a certificaticn procedure
reqtt;ired of all assessors after training but prior to actual assessment
duties.
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The extent to which assessor training, length, as well as content,

the reliability of the subjective decisions of assessors should be
addressed. In additicn, the importance of assessor training in establishing
consistency of grading scores between varicus groups of assessors and/or
candidate groups mus* also be addressed, especially given the potential
that these specific issues may be raised in later legal dwll’.enges. (See,

by way of example, David v. Michigan Civil Service Commission.

While the courts have not dealt with the traliing of assessors to any
great extent, it is likely that we can anticipate court challenges in the
ﬁtue.

Since the Standarxds place extremely strong emphasis on trained assessors,
it scoms that considerably more attention would have be:n devoted to this
particular aspect of the assessment center procedure.
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Def Your Agssesamerit Center the A Case
Richard C. Joines

Management & Personnel Systems, Inc., San Francisco, CA

Introduction: In 1982, the author developed a pramotional examination for
Battallon Chiefs in the San Francisco Fire Department. The examination
consisted of a multiple-choice test, two leaderless groups discussion (LGD)
exercises and an individual problem analysis/report exarcise., There were
82 candidates. After the examination, a graup of candidates, primarily
consisting of individmlswlnhadbeenoperatingasaattalionauefson
temrporary appointments, filed a case against the examination in Superior
Court (Carrozzi et. al. v. Civil Service Commission of the City and Coun
of San Francisco, california Superior Court No. 805-940, %§§35. ﬁ%
Clty/County prevailed in defending

the examination.

tiffscwpledwithﬂ\émysinwhichﬂuseargmemwererehmtedbythe
author. The summary which follows adiresses the more significant technical
issues that were addressed.

Issue: Weigtgg‘ the Exam Parts

Q%im‘é%ggz The announcement for the examination stated that 1000
points d be sible, as follows: multiple choice test = 550; two LGD

exercises = 170; report exercise = 200; senicrity = 80. The opposing
experts argued that the effective weights of the exam parts were not
equivalent to the amounced weights. Due to a larger standard deviation,
the assessment portion carried a greater weight in detemmining overall
rank-crdering on the list. The actual weight of the multiple-.clbice test

not 37%. Within the assessment portion, the written report carried an
effective weight of 20%, not 17%; and the LGD exercises had an effective
weight of 17%, not 20%.

Rebuttal: The examinaticn did not list percentage weights for any of the
test components, but rather, total points possible on each comx.sent in an
examination that had 1000 points possible. Thus, the Coamission had not
specified percentage weights that the camponent test parts should carry.
Moreover, standardization of scores in this case would have had minimal
impact an the ranking of candidates.
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Issue: Consistency between Writien and Oral Exercises

W: Argued that the correlations between common assessment
10N8 the report exercise and the LGD's should have been higher.

The assessment dimension, judgment & decision making, was rated in both the
report exercise and the LGD's. The correlation was only .10, whereas the
correlations of the assesament dimension within the written e: srcise and
within the L&D's was significantly higher. This suggests that the ratings
within exercises were largely a function of halo and that the dimension
themselves were meaningless.

Rebuttal: The correlaticn reported by opposing experts was incorrectly
calculated. In actuality, the correlation for judgment and decision making
between the report and LGD exercises was .49. This correlation is reason-
able and consistent with other reported research. .

A general relationship between scores on cammon dimension assessment
dimensions between written and oral assessment exercises would be expected.
However, there is no necessary degree of correspondence required in oxder
to support the validity of the separate exercises, The written and oral
assesament exercises are not designed or intended to produce correlations
comparable to those cbtained for parallel forms of a test: if this were so,
there would be no need to use both written and oral exercises.

Differences in candidate scores are expected. The written exercise regquired
analysis of a number of administrative and fire related issues on an
individual basis, coupled with- the ability to coamit the analysis to a
written report. The problem solving and decision making skills elicited by
the LG required the ability to incorporate the ideas and points made by
others as well as convey information in an understandable and cogent
manner. Thus, both written and oral exercises ave included in the process
and the cbtained correlations were reascnable. They were not irdicative of
deficiencies in the validity of the process as charged by opposing experts.

Issue: Assessor Training

@%%rﬁ: Argued that the length of the assesscr training program
was iclient. They maintained that a good program would be on the

order of three weeks, with five days oceing a bare minimum. References to
scme private sector training programs were made in support of their argu-
ment.

Rebuttal: There is no consensus within the profession on the length of
training time required for assessors to function properly. Same experts
believe that the training program should be at least equivalent to the
length of the assessment process, whe' :as others believe it should be
double this amount.

Approximately ane day of training was provided the assessors who rated the
report exercise. Three and cne-half days were devoted to rating 82 reports.
All of the assessors were one management level higher than the candidates
and were from major fire departments. The assessors urderstood the preblems
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contai:adintheexercise,waretraj:edinﬂnthreeassesmntdimnsions
that were rated, and were provided standardized guidance for in the form of
points to consider in reviewing candidate reports. Thus, ocne day of
training was provided for a 90 minute exsrcise, with only three dimensions
being rated.” This is not comparable to the private sector training programs
used as comparisons--programs which may assess candidates from three to
five days using multiple assessment formats and rating candidates on 10-20
dimensions.

and negative behavioral examples. The assessors were trained in
behavior, classifying behavior a.d evaluating behavior. They completed
practice exercises and cbserved an I videotape of fire personnel.

Issue: Choice of Assessors

% Argued that college professors or professicnal psycho-
sts s ve been used.

Rebuttsl: Research supports the view that managers one level higher than
the target position can function just as effectively as assessors and
psychologists or others.

Issue: Test Security

W: Argued that use of the same L& problems over a period
o yscmprcnisedthemandbmefittedﬂmecandidateswhotook
the exam later in the week. In response to the rebuttal position that
there were no significant differences between the mean scores for any two

daysdmimﬂefourdaymperiod,ﬂmcpppsim&gertsmndthatthis

ionally skilled individuals or individuals whose performance was better as
a result of foreknowledge of the LD problems.

assessment dimension—regardless of ‘he level of competition or behaviors
of other individuals. Thus, candidates were rated against external criter-
ia. All candidates in any given group of five or six L@ participants
could have scored high; or all could have scored low. Thus, opposing
experts were wrong in their contention that candidate ratings were simply
fit to a bell curve.
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Issue: Size of LGD Groups

i : Argued that is was inproper to have same LGD groups
c st of six candidates, whereas in most instances there were only
five participants. Given a 60 minute IGD with five participants, ez:h
participant would have an average of 12 minutes of active participaticn.
With six candidates per group, only 10 minutes would be available. Facing
this discrepancy, bogus candidates shculd have been used (» "2 players) to
fom groups consisting of six candidates across all ILGD's.

Rebuttal: Given 82 candidates, it was necessary to have 14 LGD's with five
candidates and two 1GD's with six candidates. The sample of behavior
available in the six candidate groups was not substantially different fram
that available in the five candidate groups. Using bogus candidates across
fourteen IGD's is no solution at all. Two groups would not have been
standardized. Bogus candidates might vary their behavior from cne group to
the next, further lessening standardization of the process.

¢ This case involved a number of technical issues relevant to the
way which assessment centers in the public sector are conducted. Space
does not permit coverage of all these issues; hopefully those which have
been described will offer meaningful insights into the kinds of issues that
may becane the subject of litigation.

Employee ;. -ug and Alcohol Abuse - Industry's Approach
Peter P, Greaney, M.D., University of California at Irvine

The annual cost to industry of employee drug and alcohol use has been
estimated at up to $16.4 billion dcllars. A confidential mail survey of
national organizations conducted in 1981 reported that 80% of the respond-
ents had to deal directly with drug problems (1), While alcohol was the
most camonly abused substance (82%), marijuana incidents occurred in more
than half the fimms (55%), and both heroin and cocaine use reported by
cne-fifth of the organization. The survey confirmed that drug usage in the
workplace is relatively widespread and it is not confined to blue collar
minority groups. An employee whose drug and alcohol usage impairs his or
her health and interferes with safe efficient work performance has a
problem, Irrespective of whether the employee uses a drug off or on the
job, or even the type of drug used, tie behavior induced by drug use
r;duces id:;rployee performance, lowers employee morale and increases the risk
of acc ts.
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Emwployers use a variety of means to cambat eployee drug and alcchol use.
The most widely used technique istodevalopacaupanypoliqma.lcdaol
and other drugs. Policy manuals outline the organization's position on
drug and alcochol abuse, including acute drug intoxication on the job and
the buying and selling of illicit drugs at the workplace. Ancther procedure
is to establish an occcupational treatnmxtpmgram‘&meprimrytargetis
workers whose job performance is impaired. The employee assistance,
twaledmrherorbroadbrushappmachtotheismeofaplcyaembstance
abuse has proven viable in many business settings (2). The employee
assistance program (EAP) is a confidential service that intervenes with
troubled workers, whether self or Superviscr referred, and provides training
to supervisors, wnion representatives and employees, Intervention varies
with the particular program from simple triage to diagnostic evaluation,
motivation, referral and follow-up. The treatment, nommally subsidized hy
the campany but provided at an accredited treatment facility not affiliated
with the firm, usually is considered a condition of continued employment.
It is estimated that 50-75% of all EAP referrals involved alcohol misuse,
and rehabilitation rates average 70% of referrals.

Although the weight of evidence suggests that occupational programs are
relatively effective, caxrent limitations reduce their overall effectiveness
in maintaining a drug-free work force. Most EAP programs reach only 5% of
the target population and case finding methods in a majority of EAP's are
crude, bbnitoringprogmsuccessisdifﬁcu.}tgssuccesshasbemdeﬁned

Another method of providing a drug free work place involves urine drug
screening on all employment applicants and selective screening of suspected
abusers. Urine tcxicologyscreem.ngisaneffectivetesttodetemnnthe
presence of drugs in the urine. Thin-layer chramatography and radio immune
assays or modified techniques, such as enzyme multiplied immuno assay
technique (EMIT), test for a wide spectrum of drugs including marijuana,
PCP, heroin, cpiates, amphetamines. A great deal of weight is often placed
on positive findings; however, the test does not provide information about
thepattemofuseandcanmtdistingushbetwemtheoccasimaluaerm
the chronic abuser (3). 'mecostefﬁectivenessofthisapproachcanbe
mprwedbylimitmgthetestsbasedontheresultsofﬂaepm-erploynmt
medical examination (4). There are serious questions about the reliability
ofﬂ\eresultsofscree.ningur:i.nefcxdnags. In a recent evaluation of the
performance of 13 laboratories, error rates for amphetamines, barbiturates,
methadone, cocaine, codeine and morphine ranged from 11% - 94%, 19% - 100%,
0% - 33%, 0% - 100%, and 5% - 100%, respectively. False positives ranged
fram 0% - 6%, 0% = 378, 0% - 668, 0% - 6%, 0% - 7%, and 0% - 108, respect-
ively (5). The results suggest the need for menitoring the performance of
organizations and contract laboratories with blind quality-control samples.
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All urine toxicology screening tests require confirmation by a alternative
method prior to being considered positive. Where puuiitive action is
contemplated, additional tests may be necessary to accurately quantify
urine ard serum drug levels.

The problems of drug use among employees is steadily increasing and has not
been thoroughly investigated. As none of the above three approaches to
maintaining a drug-free workplace is ideal, organizations may wish to
cansider using a combination of policy development, pre-employment examina-
tion with selective urine toxicology screening, employee education, EAP
referral and rehabilitation, recognizing the limitations of each methcd-

ology.
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INNOVATIONS RELATED TO WORK SAMPLES, SIMULATIONS, AND IN-BASKETS
Clerical Work Samples: Three Practical Approaches to Scoring

Janet L. McGuire, Psychological Services, Inc., Washington, D.C.

INTRODUCTION

Staffing and testing specialists in State and local govermments face a
variety of practical problems in developing tailored work sample tests for
entry and pramotional clerical vacancies. Job content can vary widely
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across both occupations and specific vacancies, and the professional
literature offers littleinthewayofwidanceonhmtoadaptmthods and
procedures fram large-scale, standardized testing to smaller-scale, tailored
applications,

Sare jurisdictions are able to sidestep the difficult problem of how to
mdpoh:tsandsetmtoffscoresbytheuseofcreativecmditingand
certification approaches. Among these are banding, overall judgment of
"qualified" vs. "“unqualified", and other approaches. Other jurisdictions
must meet rigid civil service rules requiring 70% pass points, elaborate
tie-hreaking procedures, and the like.

For many jurisdictions, however, the process of developing a scoring
approach and determining reasonable passing points is a tortucus one. This

and the cutoff score. These approaches were develcped in a small local
government setting for use in filling individual clerical vacancies with a
high degree of political sensitivity or clerical union interest.

CLERICAL POSITIONS COVERED

The three positions covered three different clerical levels. Job A was a
kind of Service Clerk/Accounting Clerk mixture, located in the office that
processed taxes. Job B was a specialized Word Processing Operator position,
initially filled through reclassification of standard secretarial jobs but
increasingly fi"led through ocutside recruitment. Job C was a highly
responsibleposit.macungaspﬁmaryassistanttomemiefmerkinan
elected official's office.

SCORING APPFOACHES COVERED

The three approaches can be summarized as: the "error weighting" approach,
the "skills weighting” approach, and the "judgment template"” apprcach.
Each approach is described in this paper, together with same ideas for
applying it to other selection situations. _

THE ERROR WEIGHTING AFPROACH
SETTING AND CRITICAL SELBECTION FACTORS

The jobs in this case were entry clerical jobs in the tax office. They had
heavy turmnover and a history of difficulties in selection. For much of the
year, pecple in these jobs performed detail-criented desk work, adding and
checking figures, processing forms, and handling cozrespordence relating to
taxes. For two hectic months, they also staffed crowded information

and responded to long lines of angry, confused taxpayers, many of
whom had urusual names, spoke limited English, or were unfamiliar with the
State's tax procedures.
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TEST FORMAT

For Jab A, the work sample format selected was a set of tasks similar to
primary duties of the position. The examination process included an
alphabetizing exercise, an exercise imvolving standard forms and letters, a
ta:rcﬂfsnzn checking and correction exercise, and an interactive role play
g L J

Each exercise represented an assigmment that every new employee would face,
with little training, during the first two months of work. They were
chosen because they represented assigmments where poor perfoarmance would
lead to an immediate consideration of temminating the employee if they
could not handle that assigrment.

SCORING AND CUTCEF APPROACH

It was determined that the key issue in gaining buy-off fram this office on
the examination was to evaluate the seriousness of different kinds of
errors that might be made on these assigrments. After lengthy debates over
possible scoring approaches, we settled on defiriitions of "major errors"
and "minor errcrs® that could be made on any given exercise. For example,
a minor errcr in the alphabetizing task was defined as any two address
caxds that were transposed one position from where they should have been.
A major error was any transportation more than one position away from its
correct place. The supervisor of the filing work indicated that up to
three minor errors might be tolerable, given that mmber of cards to file,
but that no major errors were tolerable, since filing errors quickly
caumulated and made the files chaotic., Similarly major and minor errors
mxei;:.d:ntifiedonlettersandtaxfome.mrcisesandalsomthemleplay
exercise.

In each case, ME's determined how many minor errors and how many major
errors would be tolerated fram a new employee. The various exercises were
ranked in order of importance, and a final decision was made as to how many
major or minor errors, on which exercises, would constitute a screencut on
the examination as a whole. Scores were reported to applicants and to the
department in terms of these errors, rather than as positive scores. This
made it very clear to the department exactly what kind of risks they would
face in hiring any individual on the certified list.

RESULTS

The work sample test and the scoring approach were both successful for Job
A. Officials indicated that they were seeing a more qualified group of
applicants on the certified lists, that they understood exactly what they
were getting when they inteiviewed the applicants, and that the applicants
they hired were more skilled at the tasks assigned to new workers, and made
far fewer mistakes, than those hired under the previocus system. They also
found that scores expressed in terms of number of errors, rather than
positive points, gave them useful information for selection purpose.
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The approach was also helpful in dealing with unsuccessful job applicants,
since they could understand exactly what made them fail.

IMPLICATIONS

The errcr weighting approach was well suited to this situation because the
work was so detailed and involved so many repetitive tagks where mistakes
could be clearly defined and consequences clearly demonstrated. The
weighting of different kinds of errors=--in this case in temms of major and
'mimr—aumedPersomeltommyf:unthepmmepti‘muﬂspem-
ticns engaged in by the selecting officials on the written test, and move
m:dsthestarﬂardstmyacmallyuaedmjtdgea!ployeeadomgthiskind
of work. It would be likely to adapt best to use with entry-level kinds of
jobs, where applicants might otherwise challenge an sssessment of their
aptitude, or where selecting officials have haen unakle to Clearly define
their selection needs or their reservations about the methods used for
selection.

THE SKILLS WEIGHTING APPROACH
SETTING AND CRITICAL SKILL FACTORS

mise:mnimtionmsdevelopedtwoyearsaftertheintmducﬁmofamrd
processing system. 'I'hisintrodmtionhadbeengm:alandsme‘d:athap-
hazard, The first machines had been delivered, placed next to the desks of
various clerical employees, and after a week or so of training, thase
employees began doing word processing. As they recam: more skilled, they
were given more work to do. Eventually there were pressures to recl:ssify
the jobs upward, given the additicnal camplexity of the work.

Ihegoalmstodeﬁmtrejomylevelmrdpmcessingjobbasedprinarily
on direct machine skills. Wordprocessmgtniningmrseswzremtyetat
a point where camwpletion of training cuuld be used as a standard, and
va.ricusme_nbersoftheclericalunimbelievedthat there were same employ-
ees currently being paid at the journey level who did not possess adequate
skills, and -others not qualifying at the journey level who did possess them.

AS&Ecarmitteevasfomdtoasa.stinplaminganddevelcpmgmetests.
misgroupbeganbycreatingacmprehemiveoutumofallmjorskill
functions on the County's word processing system and taking a survey of
current word processing operators to see which functions they knew how to
perform and how frequently their jobs called on these skills,

TEST FORMAT

The final format for the examination process was a multiple-choice jab
knowledge test followed by an on-screen work sample exercise. Both campon-
ents covered a full range of the word processing skills on the cutline; the
written test covered knowledge of how to perform various functions, while
the performance piece covered skill in applying that knowledge to an actual
performance task,
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The performance test consisted of cne draft letter with handwritten editing
notations to be entered into the word processor as a new document, and a
three-page report already on the machine that required further editing.
Both documents were to be printed after editing.

SCORING AND CUTCFF APPROACH

Most jobs in the jurisdiction were found to require a mixture of basic,
intermediate, and advanced level functions. The final approach selected
was to score each phase of the test with three subscores, cne each for
basic, intermediate, and advanced level skills. A pass point was set for
each subscore based on the use survey and on pretest results from a sample
of experienced journey-level operat~rs identified by the word processing
training coordinator as knowledgable at an independent level of functioning
on the machine. To pass the test, an individual had to obtain a passing
score on each of the three levels. Those who failed cne or both of the
upper levels could take remedial courses or study their training manuals
for those functions and take the test again after a waiting period.

RESULTS

Although there were quite a few problems developing tivis examination,
including the fact that scoring the performance test was time-consuming and
difficult, overall the separation of scores by different skills categeries
or weights was helpful to both applicants and selecting supervisors.
Applicants who failed the test received more useful information on what to
study than they would have if the test had had a single score.

IMPLICATIONS

This scoring approach can be useful to anyone who is trying to develop a
test for skills that are not absolute, but are dispersed unpredictably
through eicher the qualified workforce, or the applicant pool, or both. It
is also useful for situations in which the skills base is changing over
time.

For any such test, it is critical to have same source of information from a
training perspective to assist in defining skill levels appropriately.
Part of the rationale behind using a test of this sort was the fact that
the knowledge and skill requirements for word processing jobs required
fairly extensive training, Very few individuals were able to teach them-
selves the full range of techniques on the system within a short time
period.

The tie-in back to the training materials or programs can also serve to
make the test more palatable to applicants, since it can be seen as an aid
in diagnosis and career progression, rather than just as a barrier to being
hired or pramoted.
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THE JUDGMENTAL TEMPLATE ASPROACH
SETTING AND CRITICAL SKILLS FACTORS

This was a highly political selection situziion. The vacant position was
in an elected official's office at a high lovel in the jurisdiction. The
previousimmbentwasﬂnaﬂypersonmhadeverheldﬂnjobarﬂwas
unavailable to interview about the job content. The new sel super-
visordecidedtorevisetheduties,andwantedtogiveafa.irshotatthe

TEST FORMAT

The examination format finally chosen consisted of a clerical in-bagket
style exercise. A resource folder was compiled for each candidate including
a simplified list of office policies and responsibilities, several schedules
and routing lists, and other materials to provide gquidance for the exercise.
This resowrce fo]derwaspmvidedtocandiudahesinadvameaxﬁkeptbyﬂm
for reference during the exercise. Items in the in-basket included corres-
pordence, mail, notes from the supervisor, items to prepare and type such
as meeting agendas, replies to corresponderce, and phone messages to handle.

SCORING AND ZUTGFF APPROACH

The selecting supervisor was interviewed to determine what in her view
wuldbeanaceeptablaapproachtohmdlingeachitaninthain—basket.
Her judgments were broken down into three scorable factors: responsive
actions, pricritizing and problem analysis, and follow-through. A form was
developed to be filledwtbycandidatesasamaryoftl‘m.r&cisim
in the exercise, and the supervisor prepared a camprehensive samnary of all
responses that she falt deserved point credic. Points were awarded based
a the supervisor's input a- to how she would judge the adequacy of res-
ponsesifthecandidatevan.anewerployee. The final score was a total
of all points from the template cutline. It reflected the degree to which
candidates had processed the work and matched the supervisor's judgments.
Using the scoring template, each in-basket could be evaluated in about 15
minutes, rather than the hours it could have taken assessor-style.

RESULTS

‘this test approach was well received by most of the clerical applicants who
participated in the examination. They felt it challenged them and gave
them a realistic picture of what the work would entail., The selecting
supervisor .smnd it helpful in making her final selection. She was given
access both to scores and to in-basket folders of each candidate interview-
ed, and was able to discuss with candidates the reascr.s for her judgments
in the scoring template and the candidates' understanding of the "second-in-
camand" role of the job.
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The candidate selected was not samecne the supervisor expected to do well,
but performance after selection bore ocut the high score she received on the
test. Other candidates were able to better understand the reasons for
their non-selection. Finally, use of the supervisor's template and the
cbjective point-scoring allowed the participation of ocutside raters for the
exam without creating the possibility that their evaluations would widely
differ from the supervisor's preferred solutions to the judgment problems
in the in-basket.

IMPLICATIONS

Sametimes there are no "right" or "wrong" answers in work samples. As an
alternative to using pooled judgments of raters (the assessment center
model) for scoring, it may make sense to accept the notion that the super-
visor's judgments on handling a problem constitute the most reasonable
scoring template. This approach can be used best in situations where this
concept will make sense to the applicants, especially for jobs where the
coordination between this vacancy and the supervisor's position is exten-
sive.

The Multiple-Choice In-Basket Exercise as Developed and Used by the
New Jersey Department of Civil Service

John C. Rraus, New Jexsey Department of Civil Service

lLarge candidate populations usuully preclude a test developer's use of
examination modes such as orals, essays and assessment centers. This
becames most acute when testing for middle-to-upper management positions,
since those examination methodologies which are usually considered the
least efficient are, in fact, often the nost preferred. For the State of
New Jersey, which maintains a centralized civil service system and is
responsible for over 10,000 state, county and municipai titles, this
prablem is not unusual. Indeed, logistical and fiscal considerations
seriously restrict a test developer's options in selecting the appropriate
examination methodology and place an over-reliance on the multiple-choice
(MC) format. In addition to the candidate population size, the multitude
of titles discourages position-specific, multi-part examinations.

Therefore, a methodology was sought which would effectively assess manager-
ial skills and abilities in an efficient manner. The new instrument or
procedure would be .equired to handle large candidate populations and be
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more generic in content than traditional position-specific examinations. 1f
an efficient method was devised as a first camponent, then subsequent
multiple parts could be more easily introduced, since the candidate popula-

The primary cbetacle was candidate population size. For example, a popula-
tion of more than 20 candidatas is usually considered too large for an oral
examination. Similarly, a population of 30 to 60 candidates (depending on
the length of the examination) isusuallymideredtoola:geforming

The efficiency of the MC examination foimat for large candidate counts,
however, could not be overlouked. Scme way was therefore needed to incorp-
orate the MC scoring format into a test product which more closely approx-
imated job behaviors, In determining the actual content of the new methodo-
logy, our attention was primarily directed to assessment center exercises.
The in-basket exercise quickly became the most attractive choice because it
met several criteria: 1) it is the most widely accepted assessment center
exercise for measuring the abilities and skills (e.g., planning and crgani-
zation, judgment, problem znalysis) required in the managerial and admini-
strative positions. Indeed, as a work sample and from the perspective of
face validity, there i= no reasen to question the in-basket exercise. 2)
the in-basket could easily be made generic in content and used simultaneous-
ly for various titles. 3) this exercise appeared to lend itself best to MC
answers,

We decided to develop the first MC in-basket for nine different management
positions (involving 16 different symbols or fecilities) in the social
sexrvice area, Alltitlesmealsoscm&xledmhaveasecmdparte:mim-
tion component, such as an oral or essay, administered at a later date.
Only those candidateswhopassedthemin-basketmdbepemittedto
take the second-part examination.

As with the traditional in-basket, the MC in-basket consisted of various
correspondence, organization charts, background material, "stuffing mater-
ials," etec. Although the in-basket was geared to the social service area,
it remained sufficiently "generic" in that no technical knowledge of the
field was required. Rather, "guneric" issues such as pramotions, parking
problems, disciplinary matters, scheduling conflicts, letters of camplaint,
budget expenditures, etc. were presented.

In consideration of test administration time constraints and candidate
"load," the total number of stimulus items was limited to seventeen,
(Subsequent MC-in-baskets have consisted of 15 to 20 items)., All the items
were numbered and presented in cne booklet.

In conjunction with and subsequent to the development of these itams or
stimuli, MC questions were also being generated. Questions were designed
O measuwre various skills and abilities such as judgment, planning and
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organizaticn, and were worded so that they referred back to a particular
item or set of items. A total of 32 MC questions were used. (Subsequent
MC in-baskets have ranged from 25 to 45 questions). All the MC questions
were presented in a booklet separate from the stimuli. It was previcusly
decided that the answers wculd be determined by pre~testing, That is,
three consultants, with excellent management credentials and experience
across various agencies within the social service field, were contracted to
determine the correct answer cheices. This process required each consultant
to take the examination and to derive answers independently. In order for
a question or item to be retained, all consultants had to agree on the
answer,

Pre-testing with the consultants proved invaluable. For example, ambiguity
and data inconsistency across the stimuli were . identified and corrected.
Perhaps more meaningful, however, was the consultants' ability to provide
the proper perspective on the stimuli or items presented. That is, scme
problems or errors which were embedded in the stimuli were found to be too
subtle for detection. Other times the consultants claimed that the

analysis of a particular detail or item was unreascnable in light of the
responsibility and level of the position tested (e.g., subordinates, not
the manager, would be responsible for examining such detail). The entire
consultant pre-test process was quite rigorocus and tock several weeks to

accanplish,

Since the format was a departure from what candidates are led to expect, an
explanation was in order. Therefore, six weeks prior to the administration,
a letter was sent to all candidates briefly explaining the format, what was

being measured, and the process of pre-testing.

More than 400 candidates toock the examination across the various titles and
symbols. An overall reliability coefficient (K=R) of .70 was achieved for
the 31 questions (one question was deleted as a result of its ambiguity) .
Candidate feedback to this hybrid examination was quite positiv:, with
caments that it was "refreshing, job related and challenging." Negative
caments were conmparatively few. Only two candidate appeal letters were
received which challenged the answers to individual test items. They
basically stated that the "answers only reflected the preferred 'style' of
the consultants and were not in agreement with management principles." Two
instructors of management courses were asked to review these items in
response to these appeals and found the appeals to have ro merit. However,
it was decided that any pre-testing involving future MC in-baskets would
also imolve an experienced instructor fram a management training program.

In addition to the qualitative improvement to ocur examination product, the
MC in-basket has been a resounding success in terms of organizational
efficiency. Other intangible factors, such as improved public relations,
are also evident. Appointing authorities, in fact, have requested that MC
in-baskets be administered for future examination announcements. As a
result, five of these exercises have been developed to date. Four are
directed at middle-management positions; cne for upper-management., Their
use within the Department's Division of Examinations has spanned from
engineering to accounting managerial titles. Indeed, while MC in-baskets
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may require extensive time to develop, their “return" in terms of "milage”
or re-use demonstrates that they have been well worth the effort,

An illustration of the in-basket exercises and the MC exam was given,

ATTRITION: ANALYSIS AND SELECTION-RELATED SOLUTIONS (Paper Session)

Biodata Resexrch Project: The New York State Experience

Glerda K. Corcicne, New York State Department of Civil Service
Robert Means, OXICON/McGraw-Hill, Inc.

Introduction/Background

The New York State Department of Civil Service and OXICON/McGraw=Hill, Inc.
(a California-based consulting firm) are conducting a two-year research
effort to see ifbiogramicaldatacanheusedtoiuproveﬂzeselectimof
Mental Hygiene Therapy Aide Trainees (MHTATS).

In New York State, the over 20,000 Mental Hygiene Therapy Aides (MHTAs)
cmstitutethelargestnmberofd:l.rectca.repmvide:s to the mentally and

Mental Hygiene Therapy Aides and Trainees carry ocut a wide variety of
routine and often repstitive tasks connected with the personal care,
treatment, and rehabilitation of mentally and developmentally disabled
patients. They encourage and guide patients in the development of daily
living skills and take care of the patients' personal needs when the
patient is unable to do so for him/herself.

New York State's current selection procedure for the Trainee position
requires that applicants read, write and speak English, and that they
capete in a written examination which tests their understanding of how to
care for the mentally ill and disabled. The salary for this entry-level
position is $14,000 which is, for most parts of the State, a very attractive
entzyzi.:vel salary to meay individuals who have no gpecialized education or
experience.
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An attractive entry-level salary, coupled with no specialized education or
experience requirements may cause cne to wonder why New York State is
concerned with improving the selecting of MHTATS.

It appears that although MHTATSs are aware that pramotion to journey-level
status is dependent on successful camwletion of a rigid training program,
they are unaware or unprepared for the distasteful and frequently, stressful
aspects of the job including changing diapers on adults, warding off
abusive behavior and spending months teaching adults basic daily living
skills. This mismatch of people to jobs has led to significant performance
and tenwre problems in the first ysar after hire. This, in turn, translat.s
to high costs in recruitment, training, and counseling, not to mention the
decreased quality of care to patients, and overwhelming cost to taxpayers.

In addition, morale among current employees is low. While Trainees are in
classroam training, an unreasonable burden is placed on current staff who
are forced to care for more patients than normally planned for and who are
forced to work overtime when coverage on the next shift is insufficient.
This develops into a vicious cycle, causing absenteeism due to illness and
fatigue, which causes more overtime and possibly a lower level of perform~
ance for those remaining Aides and Trainees.

New York State is attempting to address the problems of poor performance
and high turnover for these positions by researching an alternative select-
ion mechanism which has the potential of "matching” applicants to the MHTA
position. During the first year of the reseaxch study, a biographical
questionnaire was developed which appears to predict, without adverse
impact on protected class members, the high performance and long tenure
probability of candidates for the MHTAT position. The second year of the
study, currently urderway, will provide New York State with enough addit-
ional information to determine whether the results fram the first year can
be generalized to future MHTA applicant populations.

Biodata - Definition and Use

Biodata is a multi-purpose process based on the premise that past behavicr
is predictive of future behavior. It captures an individual's motivation
attributes, measuring affective, not cognitive, needs. It addresses the
question, what drives a person?

Operaticnally, biodata matches an applicant's background, experiences, and
preferences against that of a composite profile of successful incumbents to
yield an cbjective measurement of an applicant's fit for a job.

Biodata has been used for employee selection in the private sector and
public jurisdictions and has been shown to be predictive of performance and
temre, without adverse impact. It has been used in the private sector for
over 60 years for such titles as bank tellers, engineers, sales represen .a-
tives, and managers. More recently, biodata has came into use in public
jurisdictions for such titles as eligibility workers, clerks, and correction
officer trainees,
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Overviev - nent Parts of Research

In researching biodata for any title, data must be gathered from three
major sources: a biographical questionnaire that incumbents and applicants
respond to; aperﬁomeevaluatimmﬂahtmbentswmﬂ\ose

For the performance profile, the responses of the top performers will be
campared to the responses of low performers to find out how they are
different. For the twnover profile, the responses of long tenure
bentswillbecatpa:edtotheresponsesofshorttmurehmbentstofind
cut how they are different,

Afterrmhgalltmpmblaucases,trnmtdngmbegm. As one

matching
response sheets, Consequently, of the 6,576 response sheets and 7,360
performance evaluation forms submitted, only 3,693 actually matched, an ™"
sizable by normal stzndards, but constituting a relatively small percentage

revealed that applicants were considerably younger and had more
directly relevant prior experience, but had only slightly more formal
education. In both applicant and incumbent groups, minorities were

facilities, the research revealed that the average importance attached
dimensions

When camparing performance evaluations with other factors, age more
than tenure is correlated with performance evaluations, educational
level is not correlated with performance evaluations, and females and
whites receive samewhat higher evaluations than males and minorities,
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Secord Year

The second year of the project currently undexway, is a simple predictive
follow-up study. The volume of individuals involved is cut in half,
thereby reducing the administrative camplications.

Conclusion

New York State belrieves biodata offers significant potential for improving
the screening and selection of Mental Hygiene Therapy Aide Trainees, The
instrument developed during the first year appears to predict performance
and tenure without adverse impact on protected class members. Although the
sanples are a relatively small percentage of the population, the samples
are, as mentioned earlier sizeable by nommal standards and the statistical
results are consistent across samples.

The second year of the study should provide New York State with enough
additional information to determine whether the results fram the first year
can be generalized to future applicant populations. New York State Depart-—
ment of Civil Service will then be in a position toc determine whether
bicdata will be used in selecting future Mental Hygiene Therapy Aide
Trainees.

Police Dispatcher: A2An Analysis of Attrition
George Rost, City of los 2ngeles Personnel Department, Los Ange . “A

Until 1982 the los Angeles Police Department employed Radio Telephone
Operators who tock written instructions from officers and then dispatched
patrol cars. At that time the decision was made to install a new camputer
dispatch system and to civilianize the communications operation. The City
established 4 new class of Police Service Representative (PSR) to do both
functions - take calls fram the public and dispatch patrol cars. Also the
911 emergency system would be made operaticnal. The new system using 911
did not go into operation until 1984 after significant hardware problems.

As a result of this changeover, 193 PSR's were hired in 1984. One hundred
five of them left during training. In 1985 the Police Department establish-
ed ' camittee to study the attrition problem and invited us to join it.
The Personnel Department then decided to do a study to analyze attrition.

52



The study included:

1) Survey of other jurisdictions
2) Analysis of test results for the 193 PSR's hired
3) Interviews with PSR's

4) Job analyais and typing requirement

RiclnrdManmsoarﬂSandinelenofmstaffdidmstofthewrkontm
study and their contributions are gratefully acknowledged. Rich prepared
mostofthestaffreportstmtfomeq,thebasisofﬂusreport.

I. Survey of Other Jurisdictions
Method

We developed a questiomaire designed to gain a picture of police
dispatching and attrition in jurisdictions using civilian dispatch
personnel. The survey consisted of 31 questions and covered a
variety of dispatch related topics including demographics, selection
procedure, recruitment practices, turnover rates and training.
Results were gathered from 14 jurisdictions.

Results

meﬁourpﬁnmypm-eiploynmttesﬂngpmcedumsusedkysm'veyed
agencies are written tests, oral interviews, typing tests and, in 57%

of reported cases, simlatim/or performance tests,

While the basic test types exist, there appears to be minimal consen-
sus on testing specifics, Most frequently tested abilities lay within the
memory, verbal, and following directions domains. Surprisingly few
agencies indicated that they tested "decision making” or prioritizing®
abilities directly.

Reported training attrition rates appeared, for whatever reason, to be
clustered into three groups: A low level (158 and below), moderate level
(20~30%), and a high level (40% or sveater) .

No single, identifiable factor emerged fram the survey data to explain why
sare agencies experience low training attrition rates while same had high
rates,

While most -agencies used a typing test, there were significant differences
in speed requirements. Interestingly, of the two agencies using the
highest speed levels (45 WPM); cne repcrted a S50% training attrition rate
while the other reported 20%. Clearly, typing ability does not quarantee
training success although most agency perscnnel believe it to be a important
job related factor.
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II.

Analysis of Test Results for the PSR's Hired in 1984

Method

Data for the study were gathered for all persons who entered PSR
training classes between January 30, 1984 and January 20, 1985, The
total of 233 individuals was distributed among 6 classes.

Data on each individuil's race, sex, written, oral and final selection
scores were collected from Personnel Department records. A detemina-
tion of whather the individual took the entiy exam on an Open or
Prawotional basis was also made. Attrition statistics as well as the
total number of months attritees remainsd in the PSR program were
gathered from PSR training records. In addition, personnel records
folders for each of the 233 trainees were individually reviewed to
determine which of a potential eight occupational categories an
individual had held prior to PSR employment. For clerical personnel,
a determination was also made as to whether pre-employment experience

wags at a supervisory or non-supervisory level.

All data were computer analyzed using the various facilities and
program routines offered through SAS (Statistical Analysis System).

Results

Sex, Race, Ethnic Distribution and Examination Status '

The 233 class menrbers included in the study contained 92% females and
8% males. A majority were minarity group members. A majarity of the
study population (61%) had taken the PSR examination on a pramoticnal
basis while 39% came fram ocutside City employment.

Attrition, Frequency, and Tenure

Those individuals leaving the PSR program did so at varying points
during their training and probation. The largest single percentage
of the 109 attritees terminated their employment after 3 months on
the job. The S and 7 month points resulted in the second highest
attrition rates. Fully 1/3 of all attritees had terminated within
the first 3 months of employment while more than 2/3 of the trainees
left prior to camwpleting six months of training., Less than 1/5 of
attrition occurred after 7 months on the job.

Examination Status and Attrition

Two significant differences between "Open" (non-City employees) and
"Pramwtional” (City employees) candidates emerged. The groups showed
sizable differences in their rates of attrition and in their averacge
tenure prior to attrition. The pramotional candidate termination
rate for the classes examined was 65.1% while the "open" candidate
rate was 40.3%3. The rate differernce was statistically significant,
(Chi sq = 15,55 p .0001). Average tenure for attritees also differed
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III.

significantly. Excluding the January class, "open" candidates
remained an awverage of 6.2 months while "promotionals® stayed an
average of only 4.8 menths. (T = 2,40 p=.017).

The most likely explanation for open-pramotiocnal differences is the
emofacquuuqmemloymmbemdtyandmratyeuployeu.

%Mt Experience Cagm and Level of Responsibility

No statistically significant relationship ;as found between recent
pre-PSR occupation and attrition (Chi Sq = 7.67 p .05). When correct-
ed for small cell size, wven the fairiy substantial difference in
attrition rates between former Clericals (63%) and former Police
Dispatchers (33%) failed to meet the parameters established to assure
canfidence in results (Chi Sq with Yates Correction = -3.68, p .05).,

Absence of a Test-Attrition Rehtiw

A major focus of this study centered on an exploration of the rela-
tionship between attrition and pPre-employment test scores (both
written and oral). Although, definiticnal imprecision and statistical
problems (range restriction), may have acted together to make any
test-attrition relationship difficult to detect, the fact remains
that no significant relationship was found.

Interviews with PSR's
Method



Overview

Several major reascns for PSR attrition emerged from PSR interviews.
Among incumbents (combined Instructor/Supervisor and PSRs) three
reasons were menticned with equal frequency: unrealistic pre-employ-
ment job expectations, the rigid and generally inflexible work
schedule and poor instructor student relationships. Each was mention-
ed by 438 of incumbent interviewees. When former employee opinions
are added to those of incumbents, poor instructor-student relation=-
ships emerged as the most frequently menticned reason for PSR attri-
tion (54%, 14 of 26).

Other reasons for attrition cited by incumbents were: adjustment to
shift work (28%), job induced stress (14%), inadequate trainee
ability and skill levels (14%), and poor pre-employment testing (10%).
Differences in the frequency with which each attrition contributor
was mentioned emerged between Senior/Instructors, PSRs and former
employees. Supervisors and Instructors placed much greater emphasis
on the problems presented by scheduling, inflexibility and rigidity
(63%) and unrealistic pre-employment expectations (558) than they did
on instructor-student problems (36%). On the other hand, one of
every two non=instructor/supervisor incumbents menticned instructor-
student relationships as a major cause of attrition while 100% of the
ﬁurmeii PSRs cited instructor-student relations as a major cause of
attrition.

T™rai Enviromment

When all interview groups are considered, the most frequentiy menticn-
ed cause for PSR attrition was poor instructional atmosphere. In
particular, a strikingly negative relationship between students and a
significant percentage nf instructors was cited by 50% of non-instruc-
tor/supervisor, 100% of former employees, and 36% of Instructor-Super-
visors. A substantial mumber of i~terviewees described incidents in
which trainees were treated in an abusive, derogatory or humiliating
manner by floor instructors. A surprisingly large number of inter-
viewees characterized the learning atmosphere as one of constant
emphasis on mistakes and errors, with little positive reinforcement
for achievement.

Some interviewees attributed what they felt was a "toleran-e" for
poor instructors to a contimuing instructor shortage. Cthers felt
that eliminating the 10-30% of "bad" instructors would create severe
shortages in all areas of PSR operation. Same felt the instructor
selection system was ineffective and focused on job knowledge exclu-
sively at the expense of teaching ability. The lack of a standardized
curriculum for floor trainers and significant differences in teaching
technics were also cited.
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Skills, Abilities and Traits Viewed as Necessary for PSRs

In the areas of equipment operation, decisicn making, and commnica-
tion skills, all groups felt that equirment: opevation was the least
important of the three job camponents, while wecision making and
caummicationsldllsmessmtiallyofeqmliupominpsajob
perfomance. In round numbers, most interviewses felt that approxi-
mately cne-quarter of the jab involved fwiliarity with and operation

e ’
with accompanying lack of relief frem was a clear contributor
to Instructor stress and "burnout." t;d!:lngmm indicated that it
was the "work added" stress which was problematic, rather than the
nature of the job itself.

Interview Conclucions and Recamendations
S——— e O8I ecamendations

The consistent citation of instructor-student problems by all inter-
view groups (including instructors) clearly identified an area that
needed substantive corrective acticn (instructional envizomment).

adequate pre-employment testing were cited by 27% and 18% of Instruct-
or-Supervisors and non-superviscrs respectively as major attrition
contributors,
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Job Analysis and Typing Requirement

Method - Job Analysis

Our staff observed the Investigating Report Operator positions, the
Emergency Board COperator position, the Radio Telephcne Operator
positions as well as the classroam training of new Police Service
Representatives, We then held a series of task identification,
element identification and rating meetings with Police Service
Representative, instructors and supervisars.

Results

Seven factors were identified as critical to be examined in a written
test:

1. 2Ability to organize data and make decisions/put informmation in
pricrity order

2. Ability to follow rules, steps or procedures and apply them to
specific instances

3. Ability to follow oral directions and record numeric information

4. Ability to cammunicate, listen, retrieve information using
correct vocabulary and grammar

5. Ability to match alpha and nuneric data

6. Reading camprehension
7. Memory

Method - Typing

The police department maintained that it is necessary o be :zble to
type faster than 30 wpm when entering data into the console while
taking emergency calls. We had, however, observed sane PSRS with
poor typing skills who had been on the job for a long time with

apparent success.

We prepared a typing test of standard report material and a cassette
tape of special material, mostly names, descriptions and vehicle
license numbers, played it on the console, and they typed directly
into the camputer.

Results

The results for the written ccpy were scmewhat better than we expect-
ed, a mean net of 43.8 wpm on the IEM Selectric and 49.9 on the
console. We had considerable difficulty scoring the taped material
because all of the PSRs used abbreviations in typing descriptions.
We finally scored it as a percentage of correct key strokes and did
not count abbreviations as errars. The results of the oral typing
test correlated positively with the other typing tests. We then felt
that we had established the point that if we tested candidates on our
IEM Selectric typewriters they should be able to adapt to typing from
verbal ‘nstructions. We set the cutoff at 32 net wpm which was cne
standard deviation below the mean.
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Overall Recammendation and Results

Final

Perscnnel Department Responsibilities

1. Prepare a realistic job preview check list. Checklist sent to
all candidates for 1986 examination with test notice. about 408
lapse rate which was slightly higher than before. Feedback
indicated that it served as a good means of inferming candidates.

2. Prepare a written test based on the job analysis. New test
administered in January 1986, Gocd candidate acceptance and
excellent police department acceptance.

3. Adnini.stertypingtestwithmnmtwpnreqtuermt.
eight of 44 passed the idarch 1986 testing., Higher pass rate
than before,

Police Department

l. Reduce class size from 40 to 20
- Jamuary 1986 class - 20

2. Identify, correct or remove abusive ingtructors

-ﬂuyidex;tifiedmandshiftedthentooﬂ\erassigmmts

3. Schedule instructors for regular non-instruction periods to
avoid burnout
- Same instructors on sabbatical due to smaller class size

4. Purchueandusethesmequipmntintrainingasisusedm
the job
- Not implemented yet

5. Hire a training consultant to review: instructor selection
criteria; letter training for instructors; curriculum design;
and standardize floor instruction
= being reviewed

6. Maintain instructor trainee assigmment throughout training
= being implemented

= being reviewed
Canmments

function it was essential to have an effective selection and training
system. I believe that we are weli on the way toward that goal.
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PSYCHCMETRIC ISSUES AND TECHNIQUES (Paper Session)

Using "Lemon" Job Analysis Tasks in Examination Validation: A Technique
Catherine S. Cline, New York City Department of Perscnnel

Job analysis questicnnaires may be administered to employment applicants as
part of "training and experience” selection examination, as a screening
mechanism, or as part of general construct validation of an examination.
In all cases, the hypothesis inferred or explored is that previous perfom-
ance of tasks relates to future performance in the position. A general
problem with these questionnaires, as with all self-repc.t instruments, is
that applicants may inaccurately report previous experience.

In the present study, a questionnaire of tusk statements was administered
to candidates for a managerial position within a civil service agency.
Candidates indicated whether they had a) not previously performed each
task; b) perfomed:.twlymdersupezvisim c) independently performed
it, or d) supervised it. Previous data indicated ail tasks, except two,
were critical to the position. The two "lemon" tasks were tasks job
experts agreed are not performed either in the managerial position, or in
its feeder titles. Questiomnaires were voluntarily completed by 46 candi-
dates immediately prior to auministration of an in-basket and essay exan,
constructed to assess the questionnaire task dimensions.

Table 1 presents inter-rater reliability and mean rater scores for seven
cut of 12 in-basket tasks administered to the cardidates. Inter-rater
reliability for these tasks was in the 80's and 90's, showing & sufficiently
detailed scoring protoccol, the remaining five tasks were not used as
criteria in this study because scoring had not been campleted or reliability
was low.

Table 2 shows the number of persons endorsing each or either of the two
lemon items includel on the 29 statement task questionnaire. The lemon
items asked candidates whether they reviewed FHAC (a neologic acronym)
requlations for impact on existing policy, and if tliey prepared vait
budgets, It is noteworthy that approximately half of the sample endorsed
one or the other of the "lemon" items, even though they completed the
questiomaire on a wluntary and confidential basis.

Tables 3 and 4 present the in-basket perfarmance of the endorsers and
non-endorsers in raw and standard score forms respectively. Persons who
endorsed at least one lemon item scored lower on all in-basket tasks than
persons who did not endorre lemon items. On five out of the seven tasks
the difference between the two groups was significant.

Table 5 shows the mean ratings on the questionnaire items for endorsers and
non-endorsers of lemon items. Endorsers nf lemcn items had a mean self-re-
port rating of 3.36 on the genuine trsks contained in the questionnaire;
i.e. they reported that they had either performed the tasks independently or
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had supervised them. Non-endorsers had a lower mean, reporting they had
performed most tasks either under supervision or independently. Finally,
Table 5 shows that questiomnaire results, as might be expected, were mucn
less reliable for endorsers that for non-endorsers of lemon items.

Results indicated that endorsers of lemon items (almost half of the sample)
performed more poorly on in-basket tasks than non-endorsers of lemon itz s.
In contrast to their actual performance, endorscrs also rated themcslves
more highly on a TéE - like questicnnaire, indicating a serious problem
with this type of assessment.

TARLE 1
INTER-RATER RELIABILITY OF SELECIED IN-BASKEY TASKS
RATER RATER INTER=-RATER NUMBER OF
TASK MEAN 1 MEAN 2 RELIABILITY CANDIDATES
1. 5.54 5.97 .868 144
2. 5.41 5.67 913 144
3. 5.85 6.46 .830 139
4. 8.84 9.48 .885 143
5. 2.79 2.81 .907 138
6. 11.13 11.46 .954 134
7. 4.62 4.61 .923 140
TARLE 2
ENDORSERS AND NON-ENDORSERS OF LEMON SURVEY ITEMS
LEMON ITEM NCN=-ENNORSER ENDORSER PERCENT ENDORSERS
FHAC 29 12 29.3
BUDGET 29 13 31.0
EITHER ITEM 24 21 46.7
TABLE 3
IN-BASKET PERFORMANCE OF ENDORSERS AND NON-ENDORSERS OF LEMON ITEMS
NON-ENDORSERS ENDORSERS
TASK (N=29) (N=21)
1. 6.08 5.05
2. 5.56 5.23
3. 6.64 5.58
4, 9.22 8.62
5. 3.13 3.00
6. 12.08 9.76
7. 5.38 4.15
Rating Averace 6.87 5.95
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TABLE 4

COMPARISON OF ENDORSER AND NCN-ENDORSER IN-BASKET
STANDARDIZED AVERAGE RATINGS (1)

TASK NON=-ENDCORSER ENDORSER DIFF. F
1. +.156 -.442 .598 p less than .01
2, +.104 -.125 .229 (ns)
3. +.189 -,215 .404 p less than .05
4. +.242 -.074 .316 p less than .05
5. +.236 +.143 .093 (ns)
6. +.196 -.388 .584 p less than .01
7. +.395 -.246 .641 p less than .01

(1) To equate across different in-basket tasks, ratings were converted tou
z-scores using the overall group mean and s.d. within each task., Thus
ratings ieported here are in s.d. units

TABLE 5

MERAN RATINGS AND RELIABILITIES CF SELF-REPORT RATINGS
CF ENDORSERS AND ENDORSERS

SELF=-REPORT NON=ENDORSERS ENDORSERS
QUESTIONNATK, (Ner29) (N=21)
MEAN 2.87 3.36
SD 1.52 .67
RELIABILITY
(Coefficient Alpha) .868 .381
* k *
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Using and Evaluam Ranked Assessments:

The Practical and Statistical Significance of Rank Order Correlations

Andrew S. Imada, University of Southern California,
Institute of Safety and Systems Management

Introduction

Often we use rank order data to predict scme future event. By correlating
this rank order with a criterion, we can estimate the predictive efficiency
of the ranked data or predictor. Peer rankings have been effective predict-
ions of futureperfomncemdarethmghttobebettertmnpsydm&ic
procedures (Kane & Lawler, 1978, Rorman, 1968; Lindzey & Byrne, 1969;
Miner, 1968; Koxman, 1968). Kane & Lawler (1978) distinquished between
peer nominations, peer ratings, and peer rankings with the r technique
being most discriminating and more reliable than peer ratings (Iove, 1980).
Kane & Lawler found, while lLewin & Zwany (1976) reported a median validity
coefficient of .41 for 15 validity studies. However, of the three peer
assessment techniques, least is known about the psychometric propertiss of
the ranking technique. This raises cerious validity questions. This paper

reasmstosuspectthattheseassmptionsareviolated, thus accounting for
systematic method variance. Three simplified ranking situations are
presented to illustrate these points.

Situation 1

A Jjudge is asked to rank order 12 peers on the criterion--of leadership.
He can accurately identify the best and worst leaders but is unable to rank
the remaining 10 peers. That is, the correlation for the first and twelfth
positions is 1.0 and that of the second through eleventh positions is .006.
This hypothetical ranking is presented under Judge 1 in Table 1.
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TAELE 1
Ranking of Criterion Variable and Three Hypothetical Rating Situations

Criterion Juige 1 Judge 2 Judge 3
1 1 1 2
2 4 2 5
3 11 3 6
4 2 4 1
5 8 S 3
6 10 12 4
7 5 6 7
8 7 7 8
9 3 11 9

10 9 9 10
11 6 8 11
12 12 10 12

Spearman's formila for rank order correlations estimates that the correla-
tion between the judge's rankings and the actual rankings on the criterion
~is .411(1)

In Cronbach's (1955) terms, Judge 1 has effectively utilized differential
accuracy when assessing the extremes but failed to do so when ranking the
middle positions. A study by Lewin, Dubno & Akula (1971) indicated that
the first and last rankings were more accurate than the middle rankings.
These results are presented in Table 2.

Situation 2

This situation involves a judge who is able to correctly rank order five
prers who are the highest on same measured dimension; but is unable to rank
¢ der the remaining 7 peers. The correlation for the 6th through 12th
positions is .000 while that of positions one to five is 1.0 (See Judge 2
an Tabg.e l). The rank order correlation for all 12 positions is an impres-
sive .80.

Situation 3

The third ranking situation is similar to the second except that this judge
can correctly identify the bottom half of the distribution, but not the top
half. The correlation for rankings 7 through 12 is 1.0, but the correlation
for positions 1 through 6 is virtually zero. The correlation coefficient
for all ranks is impressive--.87 (See Judge 3 in Table 1).

While our hypothetical juiges may represent extreme examples, they demon=—
strate simply, but effectively, the consequences of violating the statist-
ical assumptions underlying the correlation coefficient. We thereby
suggest that the "significance" of the correlation coefficient needs more
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ﬂanastatisticalcriterimmddepaﬂsmﬂwmte:ﬂeduseofﬂzepxedict-
ion. For example, if the goal of the ranking is to select the five highest
performers, then the 0.8 correlation for Judge 2 is actually an under-
estimate; it should be 1.0. By contrast the .42 in the first ratine
situation is a gross overestimate of the firs: judge's predictive powers.
The problem arises when we rely solely on a correlation coeffi~ient to
assess the predictive accuracy of the judge (See John Tukey's, 1969 sumary
of this problem).

Explanations for these spurious rank order effects can be found in several
different areas of psychology.

Divtance Effects

In his paper on stereotype development, Campbell (1967) pesited that the
greatest contrast between people being rated will provide the strongest
stimili. In rating cne's peers, the best and the worst performers will be
most heavily contrasted, and, consequently, ranked most accurately. Work
in experimental psychology on the distance effect in camarative judgments
p:widels;i.n;.ﬂar Fredictions - (See Potts, Banks, Kosslyn, Moyer, Riley &
Smith, 1978).

The distance effect holds that when presented with different stimuli and
asked to make judgments about these stimuli, reaction time increases
systematically with the similarity of the stimli being campared. Converse-
ly, thefartherapa.rttwostﬁmli,theslmterthereactiontim. This
effect has been noted consistently with chromatic stimli (Hermon, 1906) ,
visual size comparison (Curtis, Paulos & Rule, 1973), visual nurerosity
(Lemmon, 1927; Buckley & Gillman, 1974), tonal camparisens (Hermon, 1906) ,
and kim sthetic tasks (Crossman, 1955). Distance effects are cbserved even
whentherearemacﬂmlphysicalstimnarﬂsubjectsmrequiredtom
comparisons of two stimuli stored in memory. Potts et. al. note that
"reaction time generally increases (in a Weber-Fechner fashion) as the
ratio of physical differences decreases, even when the absolute difference
is held constant, and that a small effect of absolute difference is scme-
times cbeerved, even when the ratio is constant,.” (p. 245).

very natwre of the distribution can centribute to the distance effect in

explaining the ranking of Judge 1 when ane campares persons at various
standard deviation points within the distribution.
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TABLE 2

PROPORTIONS OF POOL CBSERVED AGREEMENT ON QUESTIONNAIRE ITEM FOR
DIFFERENTIALLY RANKED INTERACTING GROUP MEMBERS*

Question 1 Question 2 Cuestion 3

with whom can Who contributed Who contributed

you work best? most to achieving most to the analysis
the gcals of the and solving of day-

team? to~day problems?
Item
Interacting
group Ss ranked
o first .65 .69 .71
Interacting Ss
ranked either
second, third or .
fourth .31 .31 .34
Interacting Ss
ranked last .85 .87 .89
X2 15.0 11.3 9.3

Note—Na97 for four observer groups. Interacting group, N=14, di=13, ns
*Reprinted with permission fram the authcr.

Lewin et. al. essentially treated the middle rankings as error variance.

Guion (1983) has warned against our sole reliance on correlation coeffici-
ents:

"Pecple place too much faith in validity coefficients; there seems to
be a natural tendency to overlook the possibility that nice validity
coefficients might be found because both the instrument being validat-
ed and the cr . terion share common contamination...Validity coeffici-
ents are, of course, important evidence in making judgments of
validity, but one should never confuse a validity coefficient with
validity, and one should never base a judgment of validity on a
validity coefficient alone." (pp. 6=7).




P logical lanations for icus Rank Order Correlations

'I‘heeffectscreatedbyaudgas2md3canalsobeexplainedbythedistance
effect and the distribution of pecple. If the distributions are heavily
skemdinonedirection,cmparisonswmudbeeasiexatthisetﬂthmthe
otlmrendwheremstofthepeoplearelocatedoverave.rymmrangeof

The Availability Hewristic

Tversky and Kahneman's (1973) concept of availability can be used to
explain why extremes are ranked more accurately. In this concept, an event
is judged likely or frequent if it is easy to recall relevant instances.

Recammendations

Iftheccncemsra.isedinthispaperarereal, there are a number of
changes that should be made in measuring, interpreting, and using ranked
data.

Measurement

miletheseideasmymtbenew,theyhavemtyetbeenirmrporatedasan
overall strategy for solving the problems addressed in this paper. The

The second strategy is based on two well established findings. The first
is that judges can recognize only a limited number of entities simultaneous-
ly. Miller's (1956) 7 plus or minus 2 seems to be the accepted limit. The
second model is March and Simon's (1958) notion of bounded rationality
which proposes that people can only do cne or a few things at a time, ang,

envirorment and recorded in memory. People deal with information by
"chunking” it and use sequential, rather than simultaneous, decision
processes. The ranking task can thus be divided into subranking tasks, the
subgrmg: of which can then be assembled sequentially to form an overall
rank order.
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Interpretation

There has been an over reliance on classical hypothesis testing and signifi-
cance levels. The fact that a mean difference or correlation is statisti-
cally significant does not ensure that it is practically significani.

We need to go beyond correlations. As Cronbach and Gleser (1965) point
out, tests and measurements are useful to the extent that they help us make
decisions. Psychometric criteria are indeed important in decision theory,
but it is the outcomes—=to organizations and individuals—that are of prime

importance. We need to lock at conseguences.
Usage

When we first correlated our rank ordering of peers to our criterion
variable, we assumed that this correlation expressed the ranking's validity
or commo. variance between our peer rankings and the criterion (Guien,
1983). However, ocur correlation coefficient is only one measure to express
this relationship. Perhaps we need to look at other estimates.

The appropriate parameters will depend on the goals and nature of the
decisions to be made. If the data are to be used to select, eliminate, or
single ocut individuals, then we need to lock at relevant ranking positicns.

An often overlooked parameter is the standard error of the criterion
measure. When correlations are low, it is often assumed that the predictor
is not accurately predicting the criterion variable. Little consideration
is given to the possibility that the criterion may be contaminated or that
we may need multiple measures of the criterion variable.

In summary, it seems that the rank order correlations generated in the peer
ranking literature may be due to violations of the assumptions underlying
the correlation coefficient. To more accurately assess the predictive
accuracy of rank order correlations, we may have to go beyond statistical
significance by being more concermned with practical significance and the
impact of cur statistical effects on pecple and crganizations.
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IPMAAC INVITED SPEAKER
Touring Performance Appraisal in a Time Capsule (1)

Gary B. Brumback, U.S. Department of Health & Human Services
Washingtaon, D.C.

Wearing my new T-shirt with CAPTAIN APPRAISAL printed on it, I am going to
pilot you in my time capsule for a one-hour tour of performance appraisal
(PR) .

Here is our itinerary. At hypersonic seed we will travel through Past,
taking snapshots along the way as we move quickly to Now where we will
visit the Land of Myth and Folly, Battlefield and the lLand of MBR., We will
stay overnight at Ishu Inn, get up and streak to Future for a quick look and
then land safely back hame. We will maintain a sense of humor through-out
our journey because PA can be vexing if we let it,

(1) The opinions expressed are the author's and do not infer endorsement by
the U.S. Department of Health and Human Services
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"Come in, TASA Control Center" (2)

"We read you, Captain, Are your readers' imagination
switches on and wrist watches set for 4000 years?"™

*I imagine so."

"Then get ready for countdown:
20th century
10th century
2000 BC
TIME GFFI"

Past
Put your camera on fast shutter as we race through Past.
The Biblical Period
HavmgneverheardorreadwhatthebiblehastosayaboutPA,Idecidedto
find out for myself through a week of evenings spend tabulating words
listed in the large subject index of the King James Version. The exercise
was fun. While PA per se is not listed, hereareminterest‘l.ngf:l.zﬂings:

o The bible refers to trait-related words like "meekness" twice as
often (1,356 times) as to performance-related words like "deed" (632
times y

© The most frequently used qualifiers form this adjective title rating

scale:
Lowest,” Iower, iow, Acceptable, Great, Greater, Perfect
Terrible Fail Faulty, Fair High, Higher, Faultless,
Unskill ful Skillful Excellent Greatest,
Best,
Highest

© Overall, the bible is more positive than negative in its judgments,
with positive traits like "rightecusness” and success-related refer-
ences like "fruitfulness" ocutnumbering negative trai*s like "foolish-
ness" and failure-related references like "unfruitful® 5 to 4 and 4
to 1 respectively.

0 The judgments were consequential cnes since they triggered these
actions: punishment (5i% of all actions), rewards (43%) and other
(6%). Considering this finding in light of the one cited just above
it, neqative behavior was apparently punished more than positive
behavior was rewarded.

(2) TASA - Time and Space Agency
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Scripture adds much flavor to tabulations. Here is an example of the use
of PA for prawction from Genesis 41 v 37,41: ™Mhe King said (to his
officials), 'We will never f£ind a better man than Joseph—' (and then) said
to Joseph~-'I now appoint you governor over all Bgypt.'"

Much as I would like to, we can't linger for more. We nmust hurry on.
The Early Greeks

o Pythagoras, who taught that number was the essence of all things,
may have been the first to introduce a numerical rating scale.

The Wei Dynasty

In the 3rd century AD, emperors of the Wei dynasty appointed an
"Imperial Rater" to rate the performance of official family members.
Sin Yu, a philoscpher, was most happy about the process, saying that
the highest ratings were given to favorites rather than to the
meritorious. Sound familiar?

The Roman Empire

Thumbing through a large history bock told me aothing about whether
PA was responsible in any way for either the rise or fall of the
Roman Empire. A colleague of mine, Jacgues Jolie, who is a much
better student of history than I am, gave me cne tidbit from that
pericd. It seems that Caesar had both a military and a civilian
governor in Britain., Each would check on the other and report back
to Rame. Relishing puns just as I do, Jacgques noted that the reports
may have been the first instance of peer "rattirng."

Editor's Note: 1In a similar style, the author covered the historical
pericd fram 1500 to the present (skipping the dark ages).

Now

Our tour here includes side trips to the Land of Myth and Folly, Battlefield
and the Land of MBR, and an overnighter at Ishu Inn. Same of what we will
see had its start in Past.

Iand of Myth and Folly

The IPMMAAC tour quide will skim across 51 myths and follies located here and
there in the literature and in practice. Since a myth or folly to me is
samecne else's belief or policy, you may not always agree with me. Second,
sane of the myths and follies do not inwolve PA per se, but do involve same
related aspect of the broader process of performance management into which
PA fits.

1, Perscn Appraisal. Traditional performance appraisal has been a
misnamer. It's not performance appraisal at all, but instead
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appraisal of the person's traits like "initiative,” "

ence" etc. Fortunately, I believe we are witnessing the demise
of person appraisal through more enlighted employers, with or
without the help of the courts.

Misdemeaning. "Performance is behavior." ‘"Performance is
results.” I have read or heard nanirntims it:‘hiese daﬁnitimi of
performance =, but neither is right my cpinicn. Psychologists
tend to use the first and business pecple, including management
consultants, tend to use the second. My definition msrries the
two and is on the right side of the following, non-mathematical
equation of human performance....:

Personal Factors + Situational Factors = Behaviocss + Results
(Detemminants of Performance) (Pexrformance)

This simple equation has a lot of practical implications for managing
perfommne,whichmwillseeaswecmtirmmrm.

3.

Measurement myopia and scphamoric science. I dare say this
because it takes cne to know cne. For more years of my career
ttunIcaretoadnit,IwasmyopicandtrivialaboutPA. I saw
PAuammttoolmlyaxﬂmrhedtoﬁostexmpredse
measurement of behaviors on the jaob.

a. Forced-choice rating technique. Descriptive statements

blocks of four statements each. Two statements are positive
sounding, but only one, according to research, truly
identifies successful job performance. Similarly, the
ottnrtwoaremgativesc\mding, but only cne is a true
marker. Within each block, the hapless supervisor is

one that is least descriptive of the employee. and any
attempt to give meaningtul feedback to the ratee is hope-
less. No wonder the Army's use of this technique was
fleeting., VYet, as recently as 1984, same U.S. canpanies
were using it. (1) '

Cousins to this technique are forced rating distributions,
"mane " comparison ratings, straight rankings and,
more recently, mixed standards scales. Camon to them all
is the cbjective of deflating ratings which we will meet at
Ishu Inn. Suffice it to say here, I an in cawlete sympathy
with the objective, but certainly not the methods.

b. The format odyssey. History is cluttered with searches for
the format with the best psychometric properties like
resistance to leniency. an exanmple is the Navy's adoption
and rejection of 48 different kinds of efficiency ratings
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fram 1865-1956 (I facetiously call that episode (e "ship
of fools in search of the holy grail").

Two pecple did all of us a favor in 1981 when they reviewed
200 some studies and concluded that all of the different
formats are about: equally good (or equally bad depending on
how myopic you are about measurement) in such properties. (2)

Their recommendations, though, are a mixed blessing:
moratorium on format research (I certainly agree), more
research cn the statistical control of ratings (I definitely
disagree since such control is what I call “numbero jumbo"
and akin to techniques like forced rating distributions)
and more research on the cognitive psychology of PA (another
cul de sac as you can see at our next stop immediately
below) .

C. Brain picking. Cognitive research on PA is the study of
the mental process of raters in the act of rating. So far,
the payoff from such research is nil. (3) Just one example
should show why.

The research goes like this. Subjects, as likely as not to
be college sophamores, are given profiles of ratings of
"paper pecple" on different behavioral dimensions. The
subjects study on the profiles and then assign overall
ratings to each of the overall ratings in conjunction with
the dimensional ratings to see how well the former can be
predicted by the latter and to figure ocut what weight or
influence each dimension had on the oierall rating.

You can see for yourself what is wreng with this research.
Scphomores. Paper people. And a rating process that I
certainly would not recamend because it focuses, usually
exclusively, on behavioral dimensions, does not consider
the role of weighting as a juigmental process in setting
priorities during planning and presumes that overall
ratings are derived by sare camplex mental process rather
than more properly through a straight-foreword scoring
procedure (adding up the products of the component weights
ard ratings) or through operational definitions (e.g., an
overall rating of "outstanding" is defined and Jetermined by
a certain configuration of ratings on the components).

4. Fragmentation. PA needs to be seen and practiced as an integral
part of a broader management function, yet too often is not.

Editor's Note: Several forms were mentioned.

a. Anniversary waltz. Another bad malady comes from organiza-
tions which schedule annual appraisals when employees'
hiring anniversaries occur. What is foolish about it is
that an organization does not manage the rest of its
business on that schedule and thus canmot make (and fails
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b.

Ce.

to appreciate the value of making) PA an ‘ntegral part of
business operations. less” ia
Segregated accountability. One example, "topless® PA,
executive immnity, and the excuse is that executives are
held accountable in other ways and their jcbs are too
camplex and dignified for PA. The problem with this excuse
is, first, that executives should set an example, and
second, that there is more to accountability than to the
Board of Directors and share-holders. "Rottomless” PA is
another example and refers to bhlue collar immunity.
"Presumptive” PA is the third axample and refers to the
practice of presuming everyone is pexforming satisfactorily
unless an Qutstanding ratitg is requested or the employee
is disciplined for pcor performance. Presunptive PA is too
presumptuous in my opinion.

MBO/PA divorce. This refers to :the notion that the two are
incompatible, that MEC is o very good planning proecess hut
much too idioayncratic with its individually specific
objectives to allow for ecquitable detemmination of merit
pay allocations among irdividuais based on how well the
cbjectives were achiewed,

Split personality. This refers to the widely held belief:
that PA suifers from conflicting roles. The belief wxs
perhaps best and first articulated by the late Doweylas
Mciregor who felt that conventional PA forces Supervisors
to play the uncomfortable role of God or judye while facing
the more modezn and incampatible expectation of helping
subordinates (5). His view was reinforced later by a
General Electric study which seemed to show that appraisal
meetings between supervisor and subordinate are dysfunc=-
tional if salary matters and perfexmance improvement are
both on the agenda (6). The literature has since beern
flooded with approving references to McGregor's view and/or
the GE study and with recamendaticons to split out meetings
or even to do separate appraiszls for different [urposes,
Iwillexplainbrieflythhi:ﬂcthebeliefisamharﬂ
the recamendations folly.

First, progress has overtaken McGregor's view. Convention-
al, or trait-oriented PaA, is slowly but surely being
replaced by apnroaches (e.g., MBO) which neither require
a;pervisorstojudgethepersmmrinhibitcoaclﬁng.

Second, jt:he GE study does not conclusively demonstrate the
superiority of separating salary action from per formarnce
improvement discussions becaise the researchers confounded
the separation with ancther experimental variable of high
versus low employee participations in setting impiovement
goals, thus obscuring whatever effects the separation might
have had. Further, there seems to have been an exaggerated,
blanket emphasis on performance improvement. If the jab is
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getting done, searching for deficiencies and setting
improvement goals can appear pointless and irritating to
crployees who neither need nor want improvement. I am not
at all surprised that the researchers reported same managers
tended to store inprovement items so that there would be
encugh to talk about in the traditional, dual purpose

meeting.

6. Birddogging. This refers to owver-the-shoulder nonitoring of
employee performance. Daily diary keeping of employee behaviors
and corputer monitoring of outputs are exam.les. Now I have
always believed that targeted follow-up prevents foul-up. And
there is same evidence that effective performancy managers do a
better job of monitoring than ineffective managers (7). But
birddogging is the antithesis of the more cammon sensical
management by excepticn and self management and has been known
to cause enough employee strife to attract the attention of the
mass media (8).

7. Locked-in actions. This is what I call the locking of perform-
ance ratings to actions. An example of this is the mandating
of awards of fixed amounts or above same minimm for given
rating levels. Perfomance ratings need to be consequential
because performance matters. At the same time, given the
judgmental nature of ratings and the fact that performance is
usually not the only legitimate consideration in any decision, a
flexible link, not a lock, is needed hetuween ratings and actioms.

8. Perpetual marginals. This is the Zolly of allowing msrmyinal
performers to hover around marginality indefinitely.

9. Bending way over backwards. Cousin to the last fully, I mean
here the unreasmnable accamodation of substandard pexformern
due to their personal circumstances. A real example is the case
of the employer who lowered the acceptable production standard
for a mentally handicapped worker to wha: would be a substandard
level for non-handicapped workers in identical jobs. This is
not good performance management, and would also be illegal if it
occurred in the Federal govermment,

10. Two-letter managing. MR (like management-by-objectives) in
which results or bzhaviors respectively are either undermanaged
or ~,t managed at ail (9). Segregated accountability, which I
put under the folly of "fragmentation,"™ is also a form of
two=letter menaging.

I suspect you need a change of scenery now, so let's do a little sightseeing
at the next scheduled stop. We will find same surprises and a quiz there.

Battlefield

This is stvewn with court cases imvolving PA. It is advisable to follow a
map. Two of the hest maps were produced by Junior Feild and his colleagues
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(10). The first was drawn from their scphisticated study of PA character-
istics which differentiated between district court verdicts for and ag..inst
the employer durinrqg the period 1965-1980. The sacond was a camplete
confimmation of the first using different court cases from 1982-1984.
Characteristics which you might expect to influence the judges:

o PA validity,
o Rating errors and unreliability, and
©  Raters' qualifications and rater training

mrefmﬂbothtimesnottohaveunﬂuemedthejudges. The characteris-
tics which cased judges more oftenthmmttonﬂeagainstaployerswere
these (in the order of their influence):

o Trait-oriented instead of behaviorally-oriented P,

o Failure to give raters specific instructions en how to camplete
the appraisals,

o Absence of a job analysis in developing the PA system, and

o Failure to provide appraisal feedback to amployees.

What encourages me about their studies is two-fold. First, finding yourself
incmrtasane:ployerdoesmtmanymautmaticallywilllm. Second,
towinmansycumlyhavetohavebemcummsensicalinywrPAappmach.
Youdon'ttavetaj\mpﬂzrmghrigmcushoopsassamwmldleadymto

Editor's Note: An extensive analysis and camments were made on court
S

land of MBR

This side t:ipwillbea:trerelyshortbecausewehavemdeitbefore.and
more detailed guides are available. MER is a successful marriage of MRO
and behavioral PA.

Following the MBR cycle, shown in Figure 1, is a good way to achieve
"positive success." Note that DA is just one spoke of the wheel, and the
least inportant spoke, too. As far as finding and steering performance
goa,andtlnreisnotnmhmreymcouldwant, setting expectations is

MBRhelpeu.sseethedmhleuemmgsofsuccessandfailummybeinarﬂv
light. Please lock at Figure 2 and see for yourself, If MBR is used
properly, positive failure is never penalized  like negative failure is.
Actually, pusitive failure gets some credit. The most credit, of course,
goes to positive success. And nejative success? Well, in a campetent and
conscientious organization, "doirny whatever is necessary” to succeed is no
credo, either explicity or implicity.
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FIGURE 1

Setting Expectations
- for
haviors and Resulis

(Performance Plaaning)

Taking Actions Related
Bohaviors aul Results

N\

Following

Beha'riors m:l Results Behaviors md Rcsu.lts
(Performance An@l) (Peyﬁnce Monitcring)

Flgure 1. The MBR eycle to Positive success.,

& s



Figure 2

Results
Positive Neqative
Positive Positive Positive
Success Failure

Behaviors

Negqative Negative
Negative Success Failure

Figure 2. The double meanings of success an failure.

MER can be fashioned ia li:vtless ways. One of my favorites is a model we
developed for senior executives and subordinate management ranks. It
allews you to choose and explizity with the relative emphasis to be placed
on the two paxts of performancz.

Isthu Inn

Let's stay overnight here before we head for Future. Don't expect much
rest, though. E:unﬂmISpracticalissmsoutlinedianMAthur
guide, I have selected for a fireside discussion here the three which make
me the most restless.

l. 8ixteen elepha~ts, This many pachydeims could not make a
Npervisor rate emplovees honestly according to a company
P ouident who was quoted in a recent newspaper article on civil
service reform (11). Hisg Piilory appeared to be aimed at
supervisors who do not manage the budgets from which merit
payoutsaredrawnaxﬂthusseemﬂﬁngtoloseingivmgﬁxﬂated
ratings,

The issue here is not how to tell if supervisors are inflating
ratings. The best way to tell is to lrk at the ratings, their
documentation, and their association perfompncg standards, A

708 of top manogentnt are rated "OCutstanding”
25% of rest of management are rated "Outstarding"
10% of the general workforce are rated "Outstanding”
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I presume you would think, as I do, that management, especially
at the top, is moecking the meaning of "Outstanding.” If I not
unreascnably define "Outstanding" in part as representing "rare"
performance, and then were to ask people how often they think
something defined as "rare” occurs, most would probably say
between fiveandtenpercent of the & Therefore, I would
personally be sw I<icus of any percentage above 15 percent.

One option in solving the dilemma: There would be four levels
available for rating managerial performance on the individual
eleents (expectations) in the performance plan. The levels
wonld range fram "Failed to meet the target" to "Exceeded the
target."” A fifth level, labelled either "Substantially exceeded"
or in same places, "Outstanding,” would he dropped, as would ny
belief that five levels are more natural for individal elements.
By dropping the fifth level, surervisors would be relieved of
the felt pressure to choose that lewvel.

The ratings of a manager's performance on the indiviival elements
would then be sunuarized, either by a scoring pracess (e.g., by
sumning the products of the elements' weights and ratings) or by
operaticnal definitions (e.g., "Bxreeded the target" on most
elements equals at least an "Excellent" summary rating). The
sumary rating would be put into one of four summary categories.
All managers with ratings in the fourth category wmld be
eligible for the reserved, rifth category of "Outstanding.”

Criteria for distinguishing outstanding sumary performance
would be established through participative development by the
managerial commnity. The criteria might define outstanding
sumary performance in terms of its dramatic and qualitative
impact. on organizational goals, its imovativeness, its camplex-
ity, its exemplary manner (behavicrs), etc. One given criterion
would be rarity of performance along with a policy quide saying
rare performance would normally be expected to occur five to ten
percent of the time. Another guide might say that at least the
majority of the ratings on individual elements sh-uld be at the
fourth level.

Managers who believed their performance met the criteria would
nominate themselves for the fifth category. The naminations in
effect would be self appraisals, the formal use of which I had
earlier believed I could never advocate, thinking it would be a
license for runaway ratings. But I have reread the literature
and cencluded that when self appraisals are not made anonymously,
but instead forwarded to supervisors, you generally do not get
exagyerated ratings (12)., Modesty or the risk of arbarrassment
iay help explain why this is so.

T..¢ immediate supervisor would be a conduit, or innocent bystand-
er, through which the nominations would pass to a review comit-
tee. It would have the authority to pass judgment on the
nominations in terms of the criteria and to pass ouc merit pay.

80

8"‘1
¢



Icannottellifyouaremllmgymreyacve:ﬂds\morubdox
option. If you are, cne or more of the 17 other ovviions might
be more to your liking. Or if you have tried or thought of
samething unknown to me, please tell me.

Pay for performance. I saneties wish this issue could be
swept under the rug and furgotten.

Iseethelightinpayforperfonmmewitha.rgmentsfcr it
like these: One, employess see the organization saying with its
pocketbook that better performance matters. Two, pay determi-
nants other than performance are not free from controversy
either.

I feel the heat from arquments like these: One, money is not
motivating, but getting less than Joe or Jane gets is mighty
demotivating., Two, the prospect of a bonus turns one's attention
fran the task at hand to game playing (the asgsumption in this
argument is that money does motivate, too well in fact).

when the performance plan is written to cover a particular
performance period., Here is an example:

"The multipurpose job analysis methodology must streamline
and integrate the singld‘purpose procedures, be usable with
all of the jobs in the crganization, provide the information
needed in the functions of (their names), be readily
learnable, be acceptable to users, be pilot tested by
(date) and ready for full use by (date)."

A generic performance standard describes general criteria for
the performance of all pecple in similar jositione is pre-set
and can be uses for as many performance periods as the criteria
remain relevant. Here.is an example:

"Creates an inplementable solution to a muti% problem, "

Now, Iamgoingtoaskymaquestimabmtstmﬁardsforthe
result part of performance. Would you say ge eric standards gor

and professional jobs or for (b) routine jobs? If you said (),

you agree with me and most if not all of the people on the
IPMAAC time capsule journey.
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Ready to leave the Inn? I am. There is not any more rest there
for me. Besides, our capsule is waiting. Aaway we gol

Future

Ch, ch. Our windows have misted over. Can you forsee out. Here, let me
try. I think I can barely foresee:

© More pecple getting better at managing their own and other's
pexrformance.

0 More hybrids like MBR and less trait-oriented PA.

© More widespread ase of pay for performance, and the heck with
the issue.

o Continued litigation here and there, but fewer employer PA
losses.

Touchdown

Well, we have landed safely. Amyone you walk away fron is a safe one.
Before you walk your fingers to the next article, please read my summaxy
points:

PA has a long history

The history is chockfull of myths, follies, and battles worth
sane chuckles, shrugs, and chagrins.

Performance is both behaviors and results.

Managing behaviors and results gets you positive success,

PA is just one spoke in the performance management cycle.

The issues in PA and the rest of perfarmance management are
nettling, but manageable.

Remenber to feed the elephants.

0000 OO

o
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Boctstrapping Drafters on the Bay
Summary

Thamas A. Tyler, Ph.D., Merit Employment Assessment Services, Inc.
Flossmoor, Illinois

I. Intrcduction.

. A job-analysis was performed on three classes of drafting positicus
(Orafters) for the City and Cornty of San Francisco (on the Bay).
These positions were Civil Engineering Assistant I (Position 5360),
Civil Engineering Assistant II (Position 5362), and Civil Engineering
Associate I (Position 5364) .

This analysis revealed that the positions varied from a beginning
level "board" position to an advanced, nearly-professicnal level civil
engineering position. The variety of work varied through several
public works departments fran the water supply in the Sierras, to the
airport, tc the Muni railrocad, to the Assessor's Office, and beyond.
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II.

Another camplication was that som2 candidates would be eligible to
take the examination for two of three levels; and same candidates
would be eligible to take all three examinations. The final consider-
ation was that a larye proportion of the candidates were Asian-Ameri-
can resident-alien Asians.

Althouwgh one could argue that there were sulficient differences in
these various positions to justify a mmber of different examinations,
the fact existed that each of these employees is administratively
transferable betwean any of the departments. FRurthermore, a cummon
core of basic skills existed at each of the three levels, To cover
the diversity of the positions it was decided to measure the know-
ledge, skills, and abilities with a wide variety of procedures, Thus,
it was necessary to develop an objective and valid means of cambi:aung
the scores fram these diverse procedures for a final eligible list.
For this purpose it was deci d to use a multiple-regression procedure
(Bootstrapping) to derive weights for each of the camponents of the
examinatims.

The key element ir the bootstrapping procedure is the use of content-

to form a "selection" panel. This panel reviews all of the
available information on the candidates and assigns a subjective
rating to each candidate. This subjective rating is then used as a
"criterion" rating to determine the regression weights to be applied
to the "predictors" (various objective scores from the tests).
Although the panel may review application forms, experience data,
etc., the final regression equation involves cnly the objective test
scores ard it is therefore objective in total and consistent with
civil service procedures.

Research performed by Dawes (1971) has indicated that bootstrapped
scores can be mxh more valid than the judgments they were derived
from; and Tyler (1980) has arqued that bootstrapped validity is
theoretical superior in many ways to the traditional empirical
validity models.

Examination Materials.

- Twenty-three KSA's were identified for measurement in the job-analy-

sis. Awoiding excessive detail, the following instruments were
develcoped:

A. A different, but overlapping, multiple choice exam for each
level.

B. A single checking test and single filing test (both speeded)
cammon for all lewvels.

C. A drawing performance test for the lowest level, and a second
drawing performance test for the top two levels. These perform—
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III.

ance tests were pre-printed on drafting paper with a series of
exercises to be performed (e.q., lettering, layout, scaling,
etc,)

D. A writing sample for the upper two positions requiring a written
report based on simulated information.

E. A structured oral for the entry level based on a critique of a
badly-drawn blueprint. For the upper two levels the candidates

weretocritiquethisdrawmgfmawpervisoryperspective.

F. A variety of instructions ¢o candidates and raters including
scoring templates for the performance test and an elaborate
Study Guide for the candidates.

This variety of tests, candidate instructions, rater quides,
scoring templates, etc., was so large that a "catalogue" was
pPrepared to keep the procedire manageable.

Rating Panel.

scores for each candidate. In additionm, the panel was provided with
each candidate's application form which included educational back-
grourd and experience, and the candidate drawings.” Each member of the
panel assigned a rating to each candidate. Candidate data was

anonymous,
Analysis and Result.

Multiple regressicn was performed between the several tests and the
average of the two ratings made at each level or class. The program
usedwasRmRsssfrcntnmnSystansDymicaofNorthbﬁdge' Cali-
fornia. There was some concern that the written material might
discriminate against the Asian-surnamed candidates. For this reascn,
an English grammar test was included in the written test. If neces-
sary, separate regression analysis would have been made for each
ethnic group. However, the Asian-surnamed candidates performed
slight.‘l.ybetteronthemglishgrmr subtest than the remainder of
ﬂacarxdidatessoitmdecidedthatlangmgewasmtahmﬂicaparﬂ
a single amalysis was indicated. The regression weights, multiple R
and significance are given for the three classes in Table I. All
scores were canwerted to T-Scores (mean = 50, standard deviation =
10) before the regression analysis so that the values of the regres-
sion weights can be rather directly campared.
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Inspection of Table I indicates a large and statistically significant
multiple - R ranging from .76 to .82. This would be expected from
the design but does indicate that the regression procedures rather
faithfully model the luman judgments. The major contributor in each
class is the drawing performance test, which seems reascnable for
positions which are defined as drawing or drafting positions.
Another reason for this large contribution might have been the high
quality of the performance test, including a careful standardization
of the scoring procedure. (ne could speculate on the contributions
of the other tests but with the small sample size canpared to the
nutber of variables such speculation is of little value. After this
analysis, the predicted scores (weighted camposites) were converted
from the rating point scale (0-5) to a 700 to 1000 point scale
used by the Civil Service Camnission for eligible lists. Inspection
of the lists indicated no adverse impact on the Asian-surnamed
candidates at any of the tested cutting points at any of the three
levels.

Table I
Regression Analysis

Test Asg't, I Ass't, II Assoc. 1
Checking (a) .0077 .0416* .0111
Filing (a) , .0119 -.0013 .0302*
Multiple Choice (b) - .0368* 0172 «0394**
Drawing (c) 0996*** 0734k n « 0699 * %+
Writing (d) N/A 0272 .0112
Oral (C) -00008 00337* .0159
Constant -4.2400 -5.,578¢ -4.6215
Sample Size ~ 50 53 47
Multipie R «7902%*% ¢ 7562%%* «81l62%nn

*
%%
L2 2]

Significant at .05
Significant at .01
Significant at .001

(a) Same test at all three levels

(b) Different test at all three levels
(c) O test at lowest level, different
(d) Not adninistered at lowest level
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A MINI-WNORKSHOP

Susan Christopher, State of Wisconsin Department of Employment Relations
Barbara Showers, State of Wisconsin Department of Requlation and Licensing

This workshop considered how to determine passing scores for either civil
sarvicetes&-whichateprimrﬂyusedasraﬂdngproceduzes,crucensmg
-whichareusedtoestablishwhetheranhﬁividnalneetsminimlquanﬁca-
tions for entry into an occupation or profession.

Ccverggg of Wom

Introduction and Overview

Factors Affecting Passing-Point Determination
Traditional Methods of Setting Passing Points
Canpetency-Based Methods

00O0O

A. Angoff
B. Nedelsky
C. Application
D. Discussion
o Summary
I. Overview

It is important to point out a few things about passing points. Once you
have administered a test, it is necessary to decide who passes and who does
not.

l. There is no cne right way or single method for setting a passing
point. The factors in each situation may affect where the point
is set,
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2. It is always a judgmental prowess - whether you rely on your
ocpinion as the test expert, the opinion of suvbject matter
experts, or the statistical characteristics based cn cne or more
adniinistrations of the test.

3. What is necessary is to find/determine a defensible passing
point ~ not only a legally defensible cne, but a defensible one
because it is competen . The objective is to use informa-
tion relevant to the situation to produce a defensible, fair
decision. Passing points can well be locked at in terms of risk:

1. Leqal risk - can I defend where I set the passing point

2. Risk to management in hiring an incampetent or not
having a campetent person available because I failed
them,

II. Factors Affecting Passing Point Determination

However you set your passing points, it is necessary to lock at defensibi-
lity. There are scme factars you can consider which will help you in your
decision. Several factors which would impact on where the passing point
would be set can be considered prior to administration - and several other
factors must be considered after the test is administered.  For each factor
there should be considerations of: a) what is the concept? b) how does the
factar affect the passing point? c¢) are there differences in the effect of
the factor for different uses of the test, e.g., civil service hiring -
licensing?

IIT. Validity of Recamended Passiig Point

If the test is not job-related or is only marginal so best to be very
cautious in setting pass po « If the test is job-rel'.ated, scme of the

same methads that are used to validate the test can be used to set the
passing point. Here, pass point validity refers to the relationship of the
pass peint to minimally acceptable job performance. For example, if you
have critericn-validation data, you may use it to identify the test score
which predicts acceptable job performance. 1If you are using a content
validation strategy, you may use job experts to judge the best passing
score. If you are evaluating whether the passing point is appropriately
set, one of many things to lock for is evidence of its relationship to job
performance. This is a fundamental ement for defensibility. Other
factors can be used to adjust the pass point, but 1ts basic is to
separate campetert from Licarpetent. You can't let the other factors take
you too far fram this concept.

Raters, that is job experts or subject matter experts, are polled for their
opinicn of the passing point. The validity of this reconmendation deperds
on whether proper procedures were used and whether an adequate number of
raters were used and whether the raters or subject matter experts were
representative of all the jaobs for which this test was or will be admini-
stered. .
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Reliability/Standard Error of Measurement (SiM)

Once the test is administered, the reliahility and the standard errar of
measurement are determined. These two statistics indicate score accuracy.
The more accuracy, i.e., the smallar the SFM, the more likely a person's
cbserved score represents his/her true score, The standard error, expressed
in test score units, reflects the ruange of scores in which the candidate's
"true" score lies, e.g., if cbserved score is 70 and SEM is 5, then the
"true" score is betwean 65 and 75 abcut 68% of the time, snd between 60 and
80 about 98% of the time. Rotice that 60 to 80 is a large range of uncert-
ainty.

When you are attemptirg to set a precise passing score, this range of
uncertainty can be a problem. It affects the interpretation of the pasg-—
fail point as a clear indicator of campetent or incampetent.

When setting the passing peini, there are a number o< philoscphies which
attempt to daal with this uncertainty.

Suppose we are ghven: @ job ewpert reccmmendation to set the passing point
at 70 paints:

P sopily #l1: If this is a job with substantial risk to the public,
we may want, to assure that no inncampetents are hired, sc we raise the
passing score: 2 SEMs to avoid the possibility of hiriny someone whio's
"true" score is below 70, but whose obsezved score through errcr is
above 70 (shewr: on flipchart]. This may fail a munber of campetent
candidates, buz we feel the risk to public health ocutweighs the
interests of thes» candidates [National Nursiny licenswre exam does

this].
Philogg}z #2: Thic iy a job where all candidates are ranked, the
scoring candidates srw wilikely to be considered for hire, and/or

our public sectcr emplisyment philosophy requires that the benefit of
the doubt be given tc the cardidate. Then, we might lower the pass
point up to 2 SEM (or even 3) to be sure to include all candidates
whose "true" score maybe at least 70, but whose observed score,
through errcr, is less, This may pass a number of incompetent
candidates, but we feel the benefits to the candidate cutweigh the
risk to the public.

In both cases, the link to the job related pass score recamendaticn
is maintained by adjusting the pass point within limits of possible

exror.
Philosophy #3: Give no bonefit of doubis either way and accept the
J© experts' reccrmendation. The philosophy here is tiat error can

occur in either direction and the candidate's cbserved score is our
best estimat: of the true score. While the candidate can argue a
score belw passing is duz to error, management can equally argue
that it is alrcady higher then it ought to be due to error, and may
actually be lower than reported.
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IV. Adverss Impact

uniform Guidelines definition: pass rate of cne growp is less than
80% of pass rate of another. Usually minority is lower. Can also be
statistically significant differences in pass rate.

Adverse impact, if it exists, frequently hampers the ability of "managers"
ca reaching (meeting) their affirmative action goals; additionally, evidence
of adverse impact places a burden on the test usez under EFCC quidelines to
asswe the validity of the test. Using a methodology like lowering the
recammended passing point by SEM units may allow affirmative hires and may
reduce the adverse inpact.

V. Past Passing Points and the Number of Times a Test May be Used Again

Whatever the methodology used in setting points, it is important to be
consistent over tiwe and across administrations. Obviously, changes in the
passing point are difficult to defenrd.

VI. Vacancies

How many vacancies are to be filled fram this pool of people is an important
factor to consider is setting the passing point for civil service tests.
(It may not be so important for licensing examinations, however.)

Gbvicusly, the more vacancies in relation to the number of qualified
applicants, the mcre likely you will have to conaider lowering the recan-
iended passing point by some SEM units. Similarly, if you have ocnly a few
anticipated vacancien in relation to the mumber of qualified applicants,
the more likely you will retain the recamended passing point or possibly
raise the passing point by same SEM units,

- In the case of civil service testing - passing more individuals
thanymneedismtag_ig_-peopledonotltketobecalled
ineligible or failures and there may be no purpose served ir.
raising the passing point.

VII. Gaps in the Distribution

Of all the factors, this is probably least important of all - It may be
useful in a cne-time administration, since you can increase the passing
point reliability if you set the passing point in a gap since there are no
scores inmediately next to the passing score,

VIII Same of th= More Traditional Methods of Setting Passing Points

Ther: e four traditional methods which come to mind: 1) percentages, 2)
nom-referenced, 3) gays, 4) numbers of pecple.

l. Percentages simply means setting the passing score at same
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arbitrary percentage-gemranythatpercentage is 708. (e.q.,
ifymhadscitansmatest-mapassmgscmwwldbeﬂ

2. Second method is normereferenced and usually looks samethiig
like: minus 1 (or more) standard deviations. If your distribu-
tion is normal, thenymwouldbepasshxg 84% of the candidates
ifyousetymn:passingpointatl standard deviation below the
mm.

3. Amuaerammadx-islod:forgapsinthescoredistributim-
helps reliability of that passing point if no individual is
actually on that point.

4. Finally - lock at numbers of vecple, what percent of thz qYOUP -
doyuuwanttopassordoywmttofail?

Example of Data for Compariscns of Traditional Methods.,

Number of candidates: 20
Total possible raw score: as
Mean: 73.35
Standard Deviation: 5.34
Distribution Campariscn
83 $ of (70%) = 59.5
80 Noxm-Referenced Mean = 73.35
79 Mean - | s.d, = 68.01
79 Mean - 2 3.d. = 62.67
78
78 Gaps 73, €6
77
76 Nurbers of Pecple
75
74 Pass 50% = 74 (or 73
72 (10 people)
71
71 Pass 20% = 79
71 (4 people)
70
69
68
67
65
64
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In comparative studies, Nedelsky tends to give lower pass points then
Angoff on same items.

IX. Methods of Item or Question Analysis

Angoff mettod is very simple - ask judges to identify for each item "What
pexcent of minimally competent new employees wouw'< get this item correct?"”

Pick any percent:, or give choices.

all items used in test to get recammended passing score.

PROs:
CONs:

Copetency related, easy to understand, cheap .
Judgement can be questioned, SMEs must be representative, reiiability .

prcblems (Fight rater bias toward traditional #'s, e.g., 70%)
method is more complex - ask judges to eliminate the distractors .

Bt

minimally competent candidate would eliminate.

Average results for each item, and for

Then campute from

the choices remaining the probability of the candidate guessing the right

answer.

PROs:

Competency related,

“y be mcre precise than Angoff, simulates
candidate test-taking beh :vior, reduces rater bias toward 70%.

CONs: Same as Angoff re: Jjudgments, representatives and SMEs, also more
difficult to explain.
OUTLINE OF METHODS COVERER FOR DETERMIN PASSING POINTS
METHODS L L] oy #n0s CONS

I. Traditional

A, Abaoclute

$ carrevt Las ocholce} when validation Calculate: Zasy to caloulate) Not job or test
not necessary or uhen the totally objeative; relatud.
test diffloulty can be Fioal Score s Raw Soore may have traditional
adjusted to fit a validated " usage/acaeptability. No: Catre.

- standad. i Total Poasible

B, Norm Refarenved | Ranking is taportant; Use desariptive Relatively easy to Related to group

Group perfor sance
oh tast:

m - so. eta.

1I. Gapirtcal

4, Balated to
eniating on-the-
fob performinge

8, Contrasting
Gezupa,

reasomable prior assurance of
gmeral compitency of groups
large group of caididatea
takesa tesat.

Criterion-validated test.
Tent soores statistioally
related to job perforsance.
Large job olasses with large
nusber of hirea and large
ousber of incumbents,

A 3ess %O two olearly-defined
§roups vhere one i3 known to
be qualified ard one is known
not o de qualifled.

atatistica. Usually the
asan minus one or aore
Standard Devisticn.

. E— e —— .

Segresrion equation,
expectancy table.

© e 4 et emde mimeemfem o 1o

Compare test performance
of two groups; one
qualifiud, the other defln-
itely (ocesn ‘t krow the
subject matter.
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calculate. Assures that
the beast of the group
passed and the worst
l'l‘.l‘do

performance, not Jj¢
perforaance.

-—tm e st s sem

Clear job relatedness.
Likelihood of sucaeas 13
known .

Direct aessure, should
find pasaing point that
separates groups.

Not feaaible for
small job olasases.
Coatly, time .
conauaing for larg
claases.

Expengive. Relie-
on volunteers who
say not be well
activated.
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METHODS
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L. Judgmental

Subject Matter Expert

Evaluation of test
performance basad
on test content.

€6

- - - - - -

A. Angoff Method

Content validated tests,
prior to test.

- - - - - - - -

As above,

- - - - - - - -

As above,

-—m TS M T e B i v 0 e ® Ve S — - e+ n L XL R I

SME judgment.

Raters judge § of
minimally competent
who will be success-
ful for each iteam.

Ratera tdentify the
distraclors that aint-
mally competent candid-
ates would elimate.

TR TP T ST S M e S B A g e e s —

PROS

Competency related;
relatively cheap;
credibility,

As above

- - - - - - -

A3 abovu.

»

\/"
e e w e e e ——r— . .- - .

CONS

TR IS 4 ¢ e e ———— . ———

SME judgaent can be
quest loned. Depends
on represenative
sumple of SME’s.
Problews with relia-
bility of ratings.
Different methods
produce different
results

- - - - - - - -

As above

- - - - - - - -

As aboya,
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POSTER SESSION

‘meEffectsofSex-lbleMonPenmmlDecism

Edward H. Hernandez
University of Califarnia at Long Beach

Within the organizational context it is necessary to conceptualize sex
discrimination as having two components: access discrimination and treat-
ment discrimination (Terborg & Illgen, 1975). Access discrimination refers
to non-job related limitatuons placed on a subgroup at the time a position
is filled. Rejection of applicants for nonjob-related reasons, lower

salaries, closure of higher skill level jobs, and failure to
recruit applicants for certain positions from the subgroup population
represent some fomms of access discrimination (Levitin. Quinn & Staines,
1971) . Treatment discrimination refers to differential treatment of
subgroup members once they have gained access into the crganization.
Slower rates of promotion, lover and less frequent -aises, less i
opportunities, assignment to less attractiva or less challenging tasks,
etc., represent same formms of treatment discrimination.

With respect to traditionally masculine occupations, access sex discrimina-
tion has been demonstrated repeatedly in employee selection (Fidell, 1970;
Jones, 1970; Shaw, 1972; wWiback, Dipboye, & Frampkin, 1975; Cash, Gillen, &
Bums, 1977; Texbog & Illgen, 1975). Women often have encountered varicus
forms of discrimination such as the withholding of rewards, facilities, o,
opportunities which ire legitimately deserved (Texbog & Illgen, 1975).
Another possible explanation for these findings is given by Broverman,
Vogel, Clarkson & Rosenkrantz (1972) who fcund that campetence is considered
stereotypical of men, but is not generally expected of wamen. Thus, to
"protect" the organization, administrators allegedly resort to a pattern of
exclusion in selection which bars women fram the more challenging roles or
places them ot a disadvantage when they do achieve these roles (Rosen &
Jerdee, 1974),.

Evidence also exists which indicates that wamen are being discriminated
against on treatment variables. Discrimination has been reported in
pramotions (Bryce, 1970; Day & Stogdill, 1972; Rosen & Jerdee, 1974),
employee utilization (Knotz, 1970), employee development (Ruzen & Jexcese,
1974), and pay allocation (Levitin, Quinn, & Staines, 1971).

With respect to traditionally fewinire occupations, access sex discrimina-
tion has been demonstrated by Cash, Gillen & Bums (1977) where male
applicants are discriminated against when applying for traditionally female
jeos.

Men have also been demonstrated to be discriminated against on treatment
variables. Rosen & Jerdee (1974) and Rosen, Jerdee & Prestwich (1975)
found that any intrusion of family or other personal considerations may be
viewed more unfavorably for men then for wamen.
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On the basis of commnly alleged sterectypes fcr males and females it is
hypothesized that subjects would tend to discriminate againct females 2
important decisions involving pramotion, hiring (into neutral, male daminat-
ed, anl complex occupations), develogment, allocatior of regpons ‘bility,
and punishment. It was also hypothesized that subjects would tend to
discriminate a.,ninst males in decisions inwolving campeting role demands
stemming fram family or other personul cirsumstances, and in hiring deci-
sions when applying for traditicnally feminine sobs.

METHOD

A questionnaire was given to 42 male and 59 fenaleundergnchntesb.\de:;ts
attending introductory psychology classes at Califcrnia Stats Univers ty
at long Beach. Their average age was 19.6., 75.2% of the students in the
sarplestatedﬂntﬂuyamp:esmtlyanpbyedmﬁthouenployedstated
that they work an average of 21.9 hours per week,

Procedure

Inordertoreducethepotmtuleffectsofasocialduinniutyresponse
set due o direct questions regarding sex discriminztion and sex-role
stereotypes, a survey-experiment was developed in the form of "in-basket"
decis;on-making tasks. Students in the sample were asked to read several
md.dumsintlnfomoflettersmdmmdepicwxgmmMm-
tional problems.,

mei:rbas)etfomatwasusedtoumeeﬂumnsnfwmld.ﬁgmmgarial
decisions. Also, real stationary from actual arganizations was used for
memorandums. Finmy,abemg:a:pdesignmdmfwthismﬁmt
where most administrative decisions deal with anly one amployee, It is
assumdtmtvhms:bjectsermmteracmicabemamamleandafmle
for persomnel decisions, the issue of discrimination becames more abvicus.

HiTn_g' into position of Personnel Officer: Sex of candidate and ﬁlexig
of Job: LS 1ltem vas in I Of memoraruu. requesting a ion on
the hiring of a candidate to the position of Perscrmel Officer. ‘The
msmrand:mmwritbminﬁnrversimssoastowxiwlatememiables
ofsexofcandidateandcurple:dtyofthejob. The job was described as
either a very-complex upper-managemert roriiion given much responsibility
or a moderately easy supervisory position given few substantial responsibi-
lities. Subjects were told that _e positicn had became vacant since the
last person to hold it had retired,

Attached to each memorandm was a resume of qualifications of the candi-
date. Half of the resumes nad the name John Williams as the candidate and
the other half had Jane Williams. The major dependent variables were (a' .
rating of the applicant's qualifications on a 9-point scale from " .cy
unqualified” to "very qualified", (b) a rating of the subject's expectations
of the applicant's future performance an a 9-0int scale from "very unsuc-
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cessful to very successful”, (c) a rating of the subject's recamendation
of the applicant on a 9-point scale from "strengly recammend not hiring to
strongly recamend hiring"”, and (d) a rating of the applicant's overall
employment potential on a 9-point scale from "low potential to high potent-
ial." The 2x2 between group experimental dewsign for this item included 2
factors {Sex of applicant x Complexity of Job).

B : Sex of aglicant X Cost of Deve%mt: This item
vas in of a memoran tubject's cp about sending
in employee to a class on stratrgic marketing management, Ou half of the
memos, subjects were asked to rate sending a famale employee (Amy Davis).
On the other half of the memos, subjects were asked to rate sending a male
employee (Tom Davis)., For buth the male and female versions, half of the
subjects were asked to rate sending the employee to a $140 Extended Bduca-
tion class at U.C.L.A. on strategic marketing management, and the cther half
to a $6000 Executive Education Program at Harvard University on strategic
marketing management. The memo states that the employee has been the
assistant to the Marketing Director for the last 4 years and has a degree
in Marketing. Thus, a 2x2, between-group design was used (Sex of Employee
X Cost of Develcpment) for this item.

On the memos were two 9-point rating scales asking the subjects to (a) give
their recammendations regarding sending the employee from "strongly recom-
mend not sending to strongly recammend sending®, and (b) stating how much
they feel the employee would benefit from the program from “will no
benefit much from this program to will greatly benefit from this program”.
Also, subjects were asked if scmecne else should be found to send rather
than the employee on the memo. It was expected that male w..loyees would
more likely be sent to the high cost development program and that female
employees would more likely be sent the low cost development program,

Salary for Pronotion: In this item subjects were asked to read a memcr
describ a situation where an employee, either male or female, is being
prawoted to the position of Manager of Production. Subjects are told that
this employee was being paid $27,000 on his/her old salary. Finally,
subjects are asked to give a dollar amount from $0 to $10000 indicating
amount for a raise the employee should receive. It is expected that the
male employees will receive a higher raise than the female employees.

RESULTS

Hir into ition of Personnel Officer: Sex of Candidate and camplexity
0 ¢ Table cates the mean ratings hiring o e and female
employees into both simple and camplex jobs. With regards to the perceived

qualification of the employee on the low and high camplexity jobs, the
differences between the male and female ratings were not significant,
Hovever, for the high camplexity job the male candidate received a higher
rating and for the low camplexity job the female candidate received the
higher rating.

With regards to the expectations of the applicants' future success for both
the low and high complexity jobs, the differences between the male and
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femalo candidates were not significant. However, for the high complexity
job ttnmlecandidaterecaiwdahigherratingmd for the low complexity
job the female candidate received ihe higher rating.

significant difference between the male and female scores for the high
conplexity job (p less than .05). Males were more likely than females to
receive a more favorzble recommendation to be hired into the high camplexity
job. TFor the low complexity job there was no significant difference
bet‘eenthemaleandfenueraﬂngs. However, the females received the
higher score for the low camplexity jcb,

Wiﬂurega:dtoﬂwratixqforwmllaployeepotemialwithbothhigharﬂ
low camplexity jobs, there were no significant diffcrences. However, the
mlewadidaterecaiwdhigherratingsforﬂahighcmpl&ityjobmﬂﬂ\e
ﬁamlscmdidatemoeivedthehighe:ratmgsﬁortmlwcmpl&ityjob.

mencollapahwgthepmviousfmrdqexdmtvariablestogeﬂ:ertcgetan
overall employability rating there is a sicnificant difference between the

L t: Sex of licant x Cost of Deve t: Table 2
shows jects ra S O e employees for low and high
costing development.,

Mnleapplicantsweremwcelyﬂnnfamleapplicantstobesenttoﬂxe
lowcostdevalopmntpmgrm. Also, a:bjectsmidamdmleatployeesas
bemfittimmrethanfmlearplayeufrmthelowcostdmlmnt (P
less than .06). Wmcolhpshgﬂnmdepuﬂmtmiablesforthelow
cost development together it is found that males are significantly more
likelythanfanalastobesenttothelcwcostdevelcpxmtprogm(p less
than ,025).

For the high cost development, cantrary to expectrs'i%s, female employees
are more likely than male employees to be sent. P, famale employees were
perceived as being more likely to benefit fresn 4~ high cost cevel ment
program (p less than .20). When collapsing th w~ depundent variables for
the high cost develogment togethar it was fours! that female employees were
more likely than male employees to be sent % “« high cost development
program (p less than ,10 2-tailed; P less tha.. .05 1l-tailed), Figure 3
demonstrates the interaction between sex of employee and cost of develop-
ment,

Salary for Prumotion: There was no significant difference with the salary
increase given to the male or female employees.
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DISCUSSION

Results fram this experiment confirm the hypothesis that males would be
locked upon more favorably for more camplex occupations and that females
would be locked upon more favorably for less camplex occupations. These

employees; the conflict between career and family responsibilities. In
both Rosen & Jerdee (1974) and Rosen, Jerdee & Prestwich (1975) it was
found that it is considered significantly more appropriate for a female to
ask for time off from work to take care of children. However, my findings
show that it is considered significantly more appropriate for males to take
the time off. These differences may be due to the fact that in both the
other studies only male managers were used as subjects. Despite ctjectively
equivalent qualifications, job applicants may encounter different employment
opportunities that are dependent upon their sex and sex-role characteristics
of the opzortunities they seek. Bias continues to operate agairst cut-of-
role positions for both males and females. Among occupations of low to
rmoderate prestige and skill considered in this experiment, sexist effects
have a clear influence cn the cpportunities for employment,

Numerocus studies used to fornulate theories of sex-role stereotyping have
used exclusively male subjects (e.g., Rosen & Jerdee, 1974; Rosen, Jerdee &
Prestwich, 1975). Future research should replicate these studies using
female studies, Future research should replicate these studies using both
male and female managers. This is mainly due to the increased mmber of
females in managerial ranks since the time these studies were conducted,
Also, the different findings between these and this study on simil
measures may indicate differences between the sex of subjects when measuring
sex-role stereotypes.
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{nto Simole and Complex Jobs.
Job Complexity
Low High
Perceived Qualifications
Males 6.79 S.90
Famal es 7.“ S.36
te <1 te 1.08
Expectationn of Applicant’s Future Success
Males 7.39 6.70
Females 7.46 6.33
te <1 t~ <1
Hiring Reccaaendation
Males 7.07 b.34
Femalas 7.58 ' S.48
te <1 te 1.73*
Overall Esployment Potential
Males 7.00 6.682
Fesmales 7.58 6.20
te 1.09 te 1.28
Overall Esployee Rating (previocus four factors
collapsed.)
Males 7.06 6.44
Females 7.34 S.683
te 1.25 te 2.47°~
“df = 30, “df = 48, <=df = 204, %df = 197, “p<.0S
**a<.01
Tahle %
fo2lovee Develooment; Mesn Ratings by Sex of Emolovee
() sent,
Sex of Employee -
Male Female 4

Low Cost Developaent
Recommendations for

Sending to Program 7.44 &.79 1.2
Perceived Benesit

Attained by Going 7.44 65.43 1.99-
Both Variables

Collapsed Together 7.44 4.60 2.27°"

High Cost Developaent
Recommendations for

Sending to Progi = 7.00 7.50 1.02
Perceived Benefit

Attained by Going 7.27 8.00 1.39
Both Variables

Coliapsed Together 7.14 7.77 1.89°w-

“R<.05 df = 52, *°p<.025 ¢t @ 105, ***n<.05 i1tail
P<.10 2tai) df¢ = 93, : P raild
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Discrimination, Biucation and English: Their Effects on Achievement

Franklin J. James and Laura R. Appelbam
Graduate School of Public Affairs, University of Colorado, Denver

g
econcamic status., It highlights critical gaps in cur knowledge of how to
foster greater achievement amcng Hispanics. :

HISPANIC EQONCMIC STATUS

The conventional wisdem regarding Hispanics as a group is that their
econamic status lags behind that of Arglos but exceeds that of Blacks.
'misintermdiatestamcmldbeviewedasevidmceﬂmtﬂispanicsintm
U.S. have greater access to econcmic opportunity than do Blacks. 1In

contrast to the conventional wisdom, the average capita income of
Hispanic households was only 56 percent that of whites . Black and
Hispanicincamsareessmtiallythesminpercapitatem. The median

amualearningsofyearmnﬂﬁalltimmrkersarelmfcrHispuﬁcstmn
for Blacks or Anglos. The earnings gap between Black and Hispanic men was
very small. However, the median earnings of Hispanic women were around nine
percent below those of Black women in 1982-1983. The econamic status of
Hispanics is lagqingbehirﬂthatofothermirmitygroups in the U.S. The
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decade 1970-1980 was a relatively adverse one for Hispanic workers (James &
Appelbaum, 1986). The James & ippelbaum study focuses on working age
persons with substantial ties to the labor force. The anmril earnings of
Hispanic wen held constant during the decade relative to those of Aanglo
men. E_ vntrast, the relative :arnings of Black men rose markedly.

THE DETERMINANTS OF HISPANIC STATUS

Recent research offers useful insight intn the factors influencing the
earnings of Hispanics, Blacks and whites. The so-called human capital
model provides empirical evidence on how various characteristics of workers
shape their productivity, and on the relative importance of potential
productivity and discriminatory barriers in determmining actual wages or
earnings (Mincer 1974). Research using this model has suggested thai,
among men, the bulk of the wage gaps separating Hispanics and Anglos can be
attributed to:

- limited average schooling
- labor market discrimination
- handicaps in the use of English

ECUCATICN

Virtually every study has reported that poor education is a principal
factor depressing the eamings of Hispanics. 1In 1980, for example, cnly
40% of foreign born Hispanics with substantial labor force ties graduated
fram high school and 9% from college. The camparable figures for Anglo men
were 83% and 25% respectively. Native born Hispanic men also were poorly
schooled relative to Blacks and Anglos. Hispanics also failed to make a
significant dent during the 1970's in the gaps separating their schooling
fram that of Blacks or, more importantly, Anglos.

One possible explanation for the limited schooling of Hispanics is that the
econanic payoffs of education could be low for Hispanics. Research by
James and Appelbaum suggests that educational payoffs are as high for
Hispanics as for Anglos, and that the payoffs during the 1970s. Inadequate
incentives d not appear to play a role in explaining the current limited
schooling being sought by Hispanics. One recent study used High School and
Beyond data to examine the school dropuut decisions of high school students
between their sophcmore and senior years (Fernandez and Hirano-Nakanishi;
undated). This study found that the following factors strongly increased
the praobability that Hispanic students would drop out:

marriage and having children
poor grades
female head of household

first generation immigrant
bilingual students, relative to students monolingual in English

The apparent Iimportance of immigrant status and language skills c(learly
implies that incamplete assimilation into the U.S. and its culture are of
importance i producing higher school dropout rates, and, by inference,
lower overall schooling.
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Labor Market Discrimination

It is readily possible to assess the extent of some tyres of housing
discrimination encountered by minorities through whai are temed "audits®
or "tests" in which matched pairs of minorities and Anglos respond to
advertisements of housing awailable for rent or sale (D, 1979A; HUD,
1979B; James, McCumings and Tynan, 1984; Hansen and James, 1986). Unfor-

suggests expected
wages of Black males by 14% in 1975. The James and Appelbaum study found
no evidence that Hispanics - native or foreign born - made significant

factorsreducedﬂni:msofmtivabamﬂispnnicmlubysli@tlym:e
than ten percent relative to he earnings of Angle males in both 1970 and
1980. Discrimination undercut the expected earnings of foreign born
Kispaﬂcmhabyammzsparcmtinbothyaars. By contrast, Black men
:izcountered much more serious diiscrim:lmtim in 1970 (=36%), but mtiag.e

gnificant progress in overcaming it. By 1980, labor market discrimination
is estimatedtoha\reradx:cedtheeamingsofslackmlubyzspamant, a
still high but mxch lower figure. Available evidence suggests that civil
rights agencies such as the U.S. Equal Employment Camuission are not as
effective in aiding Hispanics as they should be (U.S. EEOC, undated).
Evidence on housing discrimination suggests that Hispanics themselves must
become more aggressive in seeking the protactions offered by civil right
statutes (James, McCumuings and ‘Tynan, 1984) . Much more research is needed
to establish how job discrimination against Hispanics occurs, and what
public and private strategies can effectively cambat it.

Lanquace and English Skills

In recent years, considerable debate has arisen over the reliability of
estimates of discrimination like those presented in the previous section.
Same recent research has reported limited English proficiency may be so
mportantastoaccmmtforvi:tuallyallﬂleeamingsgapbetmmglos
and Hispanics left unexplained by educational disparities. The first
research to argue this way (McManus, Gould and Welch, 1983) used indicators
of language proficiency which relied most heavily on the language used in a
person's household, and least heavily on persons' self-agsessment of
English ability. As McManus pointed cut elsewhere, it is at least possible
that these measures of language proficiency reflect cultural assimilation
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and social class more than language expertise (McManus, 1985), Even the
most recent studies have used only subjective indicators of English skills,
so that the.r findings are dubicus. These same studies alsc generally amit
direct indicaters of a person's likely cultural assimilation ‘wto the U.S.,
almost certainiy biasing upwards statistical indicators of .ae

on English skills per se. Language may in addition be used by employers as
a flag for discriminatory treatment. This conclusion is supported by the
experimental research on employer discrimination cited above (Santos, 1985).

CONCLUSIONS

Available evidence offers useful but clearly not conclusive evaluations of
possible strategies for improving Hispanic econamic performance. Improving
the educaticnal achievement of Hispanics is clearly the top priority, but
evidence is tantalizingly thin on how to do so. Stronger public and
private eflorts to carbat discrimination in the labor market is also a
strategy of potentially great value to Hispanics, as are programs designed
to increase the mastering of English among Hispanics. One thing is clear:
no one of these strategies is likely to be sufficient alcne to s!'gnificantly
upgrade Hispainic status.

Selection and Asgigmment in a Large Organization:
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Development and Valida+i-mn of Army Selection and Classification Measures(1)
Prepared by:
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Presenter: Douglas Kuhn
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INTRCOUCTTION

The purpose of tiiis paper is to discuss a project entitled: "Improving the
selection, classif cation, and utilization of Amy enlisted personnel”--fro-
ject A for short. The project is funded through the U.S. Amy Research
Institute for the Behavioral and Social Sciences (ARI) and, together with
ARl rese:~zh staff, is being carried cut by a consortium of three firms:
the Human Resovices Research Organization (RUWRRO) , the American Institutes
for Research (AIR), and Perscnnel Decisions Research Inctitute (FDRI).
ProjectAisanineyearpmjectmaeovumpmposeismpmi&the
cata to design improvements in the selection/classification system for
enlisted personnel. mmpmntsaninmefomof.dml@in;new
Classification tests to supplement the Armed Services Vocational Aptitude
Battery (ASVAB) and to validate all selection/clagsification meamires
aqainst a broad array of job performance criteria. It is, to cur knowledge,

In reviewing the design needed to meet that requirement, the cancept of a
larger project began to emerge., With only a moderate amount of additicnal
resources, new predictors in the perceptual, peychamotor, interest, tempera-
ment, and biodata damains could be evaluated as well. And a longitudinal
researchdatabasecould;bedmﬂ.oped, linking soldiers‘ performance on a
variety of variables from enlistment, through training, first tour assign-
ments, reenlistment decisions, and for scme, to their second tour. Finally,
those datacmldbettnbasisforanewwaytoallocatepersmnel,mﬂdng
near-real-time decigions on the best match between characteristics of an
individual enlistee or reenlistee and the requirercnts of available Army
military occupational specialties (MOS). Specifically, then, the objectives
of Project A are to:

o Validateexistingselectimneamsagainstbothexisﬁngam
Project-developed criteria, the latter to include both Ammy-wide
performance measures based on newly develcped rating scales and

. direct measures of MOS-specific task performance.

o] Develop and validate new and improved selection and classifica-
tion measures.

o Validate intermediate criteria, such as performance in training,
as predictors of later criteria, such as Jjob performmance ratings,
so that more informed reassigment and promotion decisions can
be made throughout the individual's tour,

o Detemmine the relative utility to the army of different perform-
ance levels across MOS.

o Estimate the relative effectiveness of alternative selection and
classification procedures in temms of their validity and utilitv
for making operational selection and classification decisions.
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The project is not being conducted as a set of separate tasks that make
"inputs" to one ancther and that are to be "integrated" samehow. Such a
view misses the essential unity of the effort; Project A is cne project and
is organized into five major tasks.

Tagk 1. Validation

Task 1 has two n=-jor campcnents. The first campoment is to maintain the
databaseandprovidetheanalyticpmcednestodetemmethedegreeto
which performance in Ammy jobs is predictable from same cambination of new
or existing measures. The second camponent is to conduct the appropriate
analyses to determine whether the existing set of predictors, new predict-
ors, or same combination of new and existing predictors has utility over
and above the prwusent system. These two camponents are being accamplished
using state-of-the-art tecinology in perscnnel selection research and data
¢nalytic methods,

Task 2. Developing Predictors c¢f Job Performance

To date, a large proportion of the efforts of the ammed sexrvices in this
area have been concentrated on improving the ASVAB, which is now a well-re-
searched, valid measure of general cognitive abilities. However, many
criticalAmytasksappeartorequirepsydumtorandpemeptmlsldlls for
their successful performance. Further, neither biodata nor motivaticnal
variables are now camprehensively evaluated. It is in these four non=-cogni-
tive domains that the greatest potem.isl for adding valid independent
dimensions to current classification instrurents is to be fourd. The
wjectivaofhskszamwdewlopabroadamyofnewmdinproved
selecticn measures and to administer chem to three major validation samples,
A critical aspect of this task is the demonstration of the incremental
validity added by new predictors.

Task 3. maamtodemMms

The cbjective of Task 3 is to derive school and training performance
indexes that can be used: (1) as criteria against which to validate the
initial predictors, and (2) as predictors of later job performance.
Comprehensive job knowledge tests were developed for the sample of MOS
investigated and their content and comstruct validity determined.

Task 4. Assessmtof%__mrfommm

In contrast to performance measures which may be developed for a specific
Army MOS, Task 4 will develop measures that can be used across all MOS
(i.e., Army-widej. The intent is to develop measures of first- and second—
tour job performance against which all Army enlisted personnel may be
measured. A major cbjective for Task 4 is to develop a model of soldier
effectiveness that specifies the major dimensions of an individual's
contribution to the Army as an organization. Another important objective
of Task 4 is to develop measures of utility. It is critical to define the
benefits likely to accrue fram what will probably be more costly selection/
classification procedures.
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Task S. Develop MXS-Specific Performance Msasures

MfocusofTASkSisﬂsedmlogmztof:eliableandvalidmamof
specific job task performance for a selected set of MDS. This task may be
thought of as consisting of three major camponents: job analysis, construc-
tion of job performance measures, and construct validation of the new
measures. While only a subeset of MOS will be analyzed during this project,
theAmymyinthefuturewishtodmlopjd:perfommamsfora
large: number of MOS. Ebrthisreasm,themﬂndsa:e:lntendedtoamly
to all Army MOS.

General Outcomes

The Project A Research Plan sreaks to the specific operaticnal and scienti-
ﬁcmtcanestlutwillflwfmnthepmject. They are charac.erized by
the following themes:

o Project A will generate a broader and more camplete sample of
the predictor space than has ever been used before in a selection
investigation. The taxonomy of predictors that is established
will stand as a reference point for many years to came.

o Projeci:Awillpzwidethemstﬂmmghattmptmrmdeto
develop standardized tests of task performance in skilled jobs.
The procedure used will stand as a model.

o ProjectAwillbeﬂxemoetﬂnghtesttodatequther
success in training predicts success on the job.

o Project A will provide a . ate-of-the-art model to illustrate
l'owmst.mctval.iditycanbeusedtoswdy applied problems in
selection/classification and performance assessment.

o Project A will be the first large selection and classification
research effort to incorporate utility in the development of
cperational decision rules.

o Given the broad range of predictors, c.rite.j:ia, and jobs, Project

We believe that Project A will make significant contributions to improve
Ammy operaticiial capability and to provide the most satisfactory careers
for individual soldiers. Further, we expect that substantial scientific
development will result from this effort.

Complete documentation on the analyses and results of the criterion measures
field tests is presented in the following four documents:
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UNICTE PUBLIC SECTOR EXPERIENCES: SPECIAL PROBLEMS AND SOLUTIONS
(Paper Session)

The Administration of a Sanitaticn Worker Physicals Challenges and Solutions

Esther K. Juni, New York City Department of Perscnnel

The task: Administrate a physical abilities test for Sanitation Worker to
over 62,000 people, including 3,000 wamen. The time frame: campletion
within a year. Duration of the test: 27 minutes per candidate,

The job of Sanitation Worker in New York City is i higilly desirable one.
The starting salary is $23,104 and after three year: autrmatically rises to
$29,619. PRetirement is at half pay after 20 years. T:ere are no education
or experience requirements. Thus, it was .ot surzcising that wver 62,000
people took and successfully cample’ed the first part of the examination, a
pass-fail written test, For the ti'st administrator, finding a site large
enough to test 62,000 pecple fur 27 minutes each and camplete testing
within one year presented a problzm. The site fins1ly chosen was an unused
aircraft hangar, known as the Blue Noze. To make the Hangar accessible to
the candidates, the City provided frew shuttle van service between the
nearest subway stop and the Hangar,
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Once the site iad been chosen, test equipient could now be designed. The
tost was modeled atter the duties of a collection worker, Candidates, like
collection workers, wculd begin with a pile of garbage, ick up and deposit
the bags in a simulated hoper, wait (while the

walk to the next pile of garbage. There would be eighteen such piles of
qarbage. Candidates would continue loading and waiting until they had
loaded the last pile of garbage bags. This process was to last 27 minutes,
with the total weight of the garbage to be lifted in that time

pounds. meweightoftlaindividnlgarbagabaqsmldnngafzmatoss
powds. Qxeofthemostdifﬁm:ltpmbleuwefacedmsimhtimgubaga
bags and their contents, We finally settled on United Statss Postal
Service ajr-mail bags and leather scrap for the contents. The bags were
£illed > the prescribed weights with the scrap leather. Anocther problem
wasthedesignofﬂaermeptacledﬂ.chmldallowbagstobethm

it by one candidate, yet would not require that the be

into their original starting position for the next candidate. It

&
]

agreedthattheheightofttnreceptacleurtowhidztmbaga\mldbe
thrown would be the actual height of a garbage truck, 38 inches. Finally,
we hit upon a simple solution. A U-shaped band o metal 38 inches high
with wheels attached to the bottom was designed. This could be locked into
a metal back stop on either side. Thus, candidate one would simply tnrow
ﬂebaqsoverﬂaU—skapedbarﬂofmtalmhoﬂuﬂoorthmgomtothe
next group of bags. The examination monitor would then just turn the
U—slmmdhandofnetalammdamattachittoﬂ\ebadst@mtheoﬂnr
side. Thenextcandidatewuldpick—upthebagafrmwherethaywem
thrown by the prwvious candidate and lift them over the metal band which
was now on the opposite side. If the previous candidate failed to lift a
bag,tlnwxitc.vasrequj:edtomthebagtoﬂnsidavtmthecther
bags in that gioup had been thrown. The were the height of the
insideofthega:bagetrwk-abouteightfeet.

'Ihemajom'testmgiemethatrm\ai:ndwasthetimingofthetest. Sanita-

tion Workers in New fork City perfoming collection duties are required to
work at a steady pace. They are expected to finish their route
tour of duty. Thus, a timing sequence had to be devised which would
requ.irecandidatestomrkatasteadypaceandmﬂ.da]soincludemetu\e
for clearing the truck, when a sanitation worker simply waits for the
garbage to clear, and then walks to the next pile of bags.

1)

a red and green light were purchased. The red light counted down for
thirty seconds, (from 30 to 0) while the green light counted down for sixty
seconds. Timers were placed on top of the middle in set of
three. Timers automatically went frcm the green light cycle (60 seconds)
to the red light cycle (30 seconds) three times, coinciding with the three
piles of bags at ea:'. house or station. When the red light came on for the
third time, it autcmatically activated the red light in the timer at the
next station. When it campleted that 30 seconds countdown, that timer went
blank and timing was continued by the next timer. This continued for all
six interconnected timers. By the time the last timer turned red, 27
minutes had elapsed.
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Candidates were simply instructed to cbey the lights. When the green light
was cn, they were to load bags. When the red light came on, they were to
stop loading, walk to the next group of bags and wait until the green light
care on. (This simulated waiting until the garbage in the truck had
Cleared and then walking to the next group of bags.) They then resumed
work. Candidates began the test by pushing a Start button which activated
the clocks. This caused a red light to o on and allowed the candidate to
walk to the first group of bags before the first green signal went on.
Four candidates could be on each course simultanecusly.

The administration of the test was the final hurdle to be overcome.
Candidates were called in social security number order, every half hour
from 8 a.m. to 5:30 p.m. After signing in and being given waiver forms to
fill ocut, candidates were led to the video room and shown an orientation
film which informed them of che rules. Candidates had previously received
a handout describing the test. After the film, candidates were led to the
test course and given nmumbered bibs in one of fovr colors. Each color
represented one of the four parallel tracks. They were also provided
gloves in one of three sizes, to wear during the test. They were seated,
fingexprinted and called in bib order to take the test.

Wamen were not called separately, but were interspersed with the men in the
order of their social securitv namber. The only exception to this call were
women who participated in a special training program conducted by the
Center for Women in Govermmert, a non-profit agency. These women were
called at the campletion of their training program. Separate facilities
(lockers and bathrocms) were provided for each sex.

An examiner was assigned to each candidate far the duration of the test.
The examiner watched to make sure the candidate followed instructions,
watched the timer and stopped work when the red light came on. All uncol-
lected bags =~ i.e., bags that the candidate failed to load within the
required time - were noted on the examiner's sheet. At the end of the
test, the candidate was rated by tallying the number of bags listed as
uncollected on the examiner's sheet, and was informed of his/her score.
The scoring system, as shown in the film was as follows: All bags collected
within the prescribed time - 100% - Band 1; from 1-1¢ bags uncollected
weighing no more than 300 pounds uncollected - failure.

The weights of each bag were imprinted on the leather strap used, in
conjunction with wire, to tie the bag together. The wire binding and
leather imprinting were done by the scrap leather dealer from whom we
purchased the leather. The examiners used on this test were college
graduates with training in Physical Education.

Since the test ran six days per week (Monday-Saturday) and each day was a

twelve hour day, two shifts of perscnnel (both examiners and monitors) were
used each working three days per week,
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Safety was another administrative concern. A special medical roam was
built into the hangar for emergencies. It was staffed full-time by two
emexrgency medical technicians,

To sum it all up, it is poasible to conduct a twenty-seven minute physical
test for each of 62,000 candidates and camplete testing within cne year.

P and an Assessment Center in a Union Envirament

'Donald G. Bergeson, City of Miami, Florida
Lawrence R. O'leary, Ph.D., O'leary, Brokaw & Associates, Clayton, Missouri
C. Dan Fabyan, Deputy Fire Chief (Retired) » City of Miami, Florida

%
.

The selection of Line Officers for today's Fire Service is a major concern
of Fire Sexrvice Administrators in the 1980's and will contimie to be a
concern in the future. Mandates for equal oppartinity and affirmative
action, along with concermns for better managers made it

personnel for review and were part of efforts to Create a climate for
change. For over a year, :lnfcmmldiscussionswexeheldwithpotential
candidates, key union officials and city administrators in an attempt to
infomeverymecmcemedofﬂmbmeﬂcialaspectsof assessment center
testing. These efforts paid off when in the fall of 1984 the union agreed
to assessment center testing for the chief fire officer exam scheduled for
June of 1985. The Department of Human Resocurces, which is responsible for
all pramotional testing, agreedtoplayamajormleincoordinatingthe
project. A description was made of the procedures followed to secure
funding, select a consul » and implement the project under a contract.

A gystematic job analysis of the position included: 1) an organizational
chart of the overall department; 2) Existing job descziptions of the Chief
fire officers position, as well as those of Captain and Lieutenant; and 3)
Interviews with more than 50% of the incumbent chief fire officers from a1l
shifts and Districts.



The job analysis procedure was . cambination of a method known as the
Retrospective Critical Incident Approach and same on-job observations.
These techniques included a verification phase, in which the initial
findings were shared with a large population of job experts in order to
involve the input of as many knowledgeable pecple as possible, A standard-
ized interview format was used; interviews varied from one to four hours in
length. The longer sessions included cbservations of the incumbent during
"emergency runs." In addition, all of the pecple who directly supervise
chief fire officers within the Miami Fire Department were also interviewed.

Another perspective, besides that of the incurbent, is the supervisor's
view. Consequently, all three Division ‘Chiefs who directly supervise chief
fire officers in the Miami Fire Department were interviewed. The specific
emphasis in these interviews was to review critical incidents which reflect
particularly high performance as a Chief fire officer, or conversely,
particularly low performance. In addition, the major tasks required of
this position were requested. These interviews took between ocne and one
and a half hours as a rule. The above interview schedule resulted in tte
consultant directly interviewing and observing 9 of the 16 Chief fire
officers and all of the Division Chiefs who supervise that position. This
was considered more than sufficient to adequately ide.nsify the requirements
for the job.

Based on the material cbtained in these interviews, the consultant pulled
together two lists: .

1. A list of major camwetencies required to perform the duties of
chief fire officer.

2. A list of the major tasks required of the chief fire officer.

These two documents were then presented to all of the chief fire officers
for verification, as to whether they were important for the jcb and whether
they described the major respensibilities of the chief fire officer posi-
tion. Consequently, a list of campetencies measurable by the assessment
center method was circulated among all the Captains for their input. They
were asked to identify the 15 most important competencies listed in the
document as they related to the position of chief fire officer for the
Miami Fire Department. They were then to spread 100 points across those 15
campetencies to indicate the relative importance of the 15 competencies.
This inmput, in conjunction with the interviews with the chief fire officers
ard the Division Chiefs, resulted in the selection of the final 12 competen-
cies to be measured in the assessment center.

Based on the job analysis, and more specifically, the campetencies identifi-

ed as important for the job, five exercises which tapped these corpetencies
were selected, The following is a description of the five exercises.
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1.

3.

Analysis Exercise

The decision to measure technical skills in the assessment
center had been made before the consultant had begun his work.
The only decision left was whether one or two exercises weuld be
included to measure these technical skills., The consultant's

‘strong belief was that the assessment center was a measure

primarily of supervisory and management skills, but thrt it
could give a general indication of the level of technical
expertise

L

canpetence
was developed jointly by the consultant and subject matter taam,
caposed of Chief of Qperations, Chief of Firefighting and Chief
In-Basket
The In-Basket was tailor-made by the consultant based on (1) nis
review of the chief fire officers actual In-Baskets, ard (2) a
review of zil forms used by the department.

Coaching/Counseling

job analysis. Issues which had no obvious right or wrong

Each of theseacercisesmrereviewedby?hreenmbersoftm
s:bjectmattere:q:extcamitteeandj\ﬂgedtobeatthesane
level of difficulty as that found in the job of chief fire
officer,

Background Interview

andotherdinmsionscouldbenmsuedbyabadogmnﬂinterviw.
In point of fact, motivation could be measured in rc other
exercise. Because motivation was considered an impcrtant
cametency for the job and because the only other selecti- = tool

list would be his seniority score, the consultant recammended
the inclusion of the background interview as an exarcise.
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Approximately one month before the assesament center, a packet of material,
includirng, a number of articles about assessment centers and a bibliography
for further reading on assessment centers were provided each candidate. In
addition, an orientation session for all interested candidates was conducted
at the Miami Fire Acadeny on April 29th.

A video tape showing actual assessmeunt center exercises was shown. In
addition, the consultant explained the basic component of an assessment
center, and how a candidate could do his best. Finally, the candidates
were encouraged to ask any questions about the assessment center and the
entire promotion process. This session lasted for approximately two hours.

The assessors were selected by Chief of Operations (10 assesscrs) and the
consultant (1 assessor). All assesscrs were executives in large fire
departments at a level higher than that of chief fire officer.

Four days of training (May 30-June 2, 1985) were devoted entirely to
training the assessors which was conducted by the consultant. The training
included reviewing each of the five exercises, learning about the specific
mechanics of an assessment center, practicing and more practicing of
cbservation and note taking, scoring and assessor discussion.

The eleven assessors were generally from the level of assistant chief in
their respective departments. The group included a mmber of protected
class representatives and came fram the following organizations: the Los
Argeles Fire Department; Jacksonville Fire Department; St. Louis Fire
Department; Dade County Fire Department; Hallandale Fire Department;
Albuquerque Fire Department; West Palm Beach County Fire Department; Fort
Worth Fire Department; Arlington County Fire Department; St. Petersburg
Fire Department; and the Phoenix Fire Department.

The decision was made to uce professional actors rather than actual fire-
fighters or fire captains in same exercises, in order to maintain confiden-
tiality and because of a greater acting capacity present in professional
actors. In point of fact, candidates and assessors alike camented on the
high level of credibility in the performance of the role players.

Another step to lend credibility was to dress the role players in fire
captains uniforms, Two days were spent by the cansultant and the principal
author in practicing and critiquing the portrayal of roles described in the

coaching and counseling exercise.

The results of assessment center were provided in two forms, numeric and
narrative data. The numeric data was comwprised of a weighted score for
each of the twelve campetencies. These sumed weighted scores constituted
the candidate's final assessment center score. The scores ranged from
52.38 to 103.00, with a distribution mean of 83.0753, and a standard
deviation of 16.6804.



One intevesting cbservation was that the seniority and assessment center
performance were virtually unrelated. This suggests that the assessment
center is measuring samething completely different from "longevity on the
job." Another conclusion, which this data =mcports, is that beyond the
minimm qualification of two years as captain, effactive performance in the
assessment center is not more likely if you are an older, more experienced

captain, or younger and less experienced.

The final pramotion list was based on 80% final assessment center score and
20% seniority. Feedback sessions with the cand:.datf: were f::a'»:lt.v.cl:d;1 ;’n
whichst:ren;thsandmalmssesmdimgtocmpetm s were discus

the principal author. The feedback sessions were reviewed as educaticnal
by most candidates. 1In fact, most of the candidates agreed that the
strengths and weaknesses pointed out by the assessors wers accurats.

Before the results were made public, the chief of operztions condicted a
group exercise entitled "naminal group process,” in which all candidates

ment center testing for chief fire officers. The results showed that all
were in fawor of the new process and felt it was a fair and meaningful way
to test tor the skills and abilities needed for today's fire service

managers,
When the cxritical camments about the assesament center process were campile

» the most frequently mentioned criticism was, "there should be more than
one assessor observing each candidate® and a comment critical of the
limited overlap between the reading list and the analysis exmercise.

In conclusion, ﬂ:eCityofMimnitookagmtdealoftimeaMexpmseto
develop a valid selection system. The end result was viewed by all concern-

Making Merit Systems Work - An Unconventional Approach
Geoffrey Rothman
San Francisco Civil Service Cammission, Califcrnia

The San Francisco Civil Service system has both i:s design and specific
operating procedures codified in a charter which is amendable only through
popular wvote or judicial ruling. It is administered by a five person lay
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carmission appointed by the Mayor for staggered terms of six years each,
and who are removable only through an impeachment process. With the
exception of labor relations, most personnel matters are subject to the
authority of the commission. The delegation of perscnnel authority to
departments is particularly restricted in the areas of selection, classifi-
cation, and compensation. In the area of selection, from eligible lists,
for example, San Francisco uses a rule of three names, which substantially

limits departmental managers in hiring decisions.

Additionally, sections of the Charter spell out precisely detailed procedur-
es, for example, in the area of pramotional testing in the Police and Fire
departments, including designating tlio types of tests to be used, protest
and r:ivimew procedures, and detailing point awards for seniority, merit and
educa .

There are several consequences of this extremely rigid, rule bound, system.
The first is that creative and innovative approaches have, over time
developed to circumvent the most extreme constraints of the system, allowing
for flexibility and adaptability to day-t.~-day needs. The second consequ-
ence is the regular collisiors that occur betwsen what scmetimes appear to
be two parallel systems, the formal one and the informal one. A third
outame is the effect on the nature of management. To illustrate the
effects that these factors generate with regard to the selection and
retention of employees, I will discuss the evolution of the provisicnal

enployee program.

San Francisco city govermment's history is, prior to the 1930's, so notori-
cus and colorfully tarnished that the regulatory nature of the Charter,
particularly in the personnel function, is not surprising. However, even a
group of reform minded civic leaders did not preclude the possibility that
sane few perscns might need to be employed without campetitive tests. In
fact, they created one ezeptional amployment category called 'Non=Civil
Sexvice' to cover skoit-term and temporary perscnnel needs that could not
be efficiently serviced by the examination program. However, this one
exception to merit system employment was limited to only those situations
where no exam lists were available, and allowed employment which was
restricted to a maximm of ninety working days in a year. There were no
significant change to this personnel system for same time.

Beginning with World War IT a dramatic shift occurred in the labor market.
Because the Charter framers had not contemplated a large scale migration by
a sizeable number of mmicipal employees for more than a ninety-day period,
the City reacted by creating a provisional employee program, to replace the
vacant city jobs known as Limited Temure. This approach allowed a great
percentage of city employees to do their patrictic duty with the assured
availability of their old jobs upon their return. In the meantime, their
jobs could be filled with temporary workers who would not be required to
take and pass Civil Service exams and who would not gain any right or
preference to their positions. The enabling ordinance restricted such a
departure from the merit system to times of war and the national draft.
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By the 1960's, other uses of the limited tenure programs b jan to emerge.
The city realized that there was no need to find benefits for temporary
workers and as such the limited tenure program represented an excellent
cost savings wvehicle.

'nalimitedtemrepogﬂatimimreasedyeaﬂywithundecuminm-
tion productivity, the greater mumber of classificaticns requiring tests
and the expanding total workforce. Ancther contributive cause was the
hiring control that the linatea tenure program delegated away from the
tradiﬂamlteatirqprogrmuﬁgmtoﬂndaparmts. In etfect, the
limited tenure program allcwed departmental managers to hire qualified
enployees, but without regard to examination lists, or other merit system
controls and procedures. 'misapptoachalsomtthemedsofmanyaployee
training efforts and affirmativa action programs.

Begiminginlsalseveralnewfactorsbegantom\ergewhich signalled the
beginning of the end for the limited tenure program. First, the Civil
Service examination program was recrganized for the primary purposes of
increased accountability and productivity. This action was the single most
significant factor in contributing to the end of limited temure. This
action had two direct ¢ - First, with an increasing mmber of
tests being given, departments were threatened with severe disruption
because of the loss of many temporary employees who did not pe-form well in

highly campetitive testing.

With the advent of agency shop, crganizations were brought into the picture,
Astheseuxﬁmsac:;eptedduesf:untheumitedwmrepersmml, they were
obligated to represent their interests. At this point the unions were
caughtinamnbe:ofdﬂmaincludingadividedwbe.mhip, lack of
leverage, no tangible solutions to recamend, and a substantial lack of
success in pursuing administrative and judicial relief for displaced

The problem of possible displacement of a large percentage of lumited
tenure minority employees was becaming critical. A disproportionate mmber
of mincrity employees were being displaced, frequently by other outside
minority candidates in the more rapid job-related testing effort.

Eventually, in early February 1983, a document titled the Temporary BEmploy-
ees Letter of Agreement (LOA) emerged. 'IheI.Q\cmtainedttuaeheyhgmdi—
ents, First, an accelerated testing program was to commence immediately,
withnearlytwolnmdredtaststobecmpletedinabwtfivenmﬂu. The
majority of these amninatimswmldbeinthefomoftrain:lngandexperi-
ence ratings, using an unassembled testing procedure. Seccadly, Civil
Service was to receive funding sufficient to bring its examination program
up-to-date and maintain that level indefinitely. Third, a two million
dollar fund was created to fund positions for longtemm tamporary employees
who were displaced as a result of this examination program, The agreement
was signed by the mayer on February 18, 1983, All exaninations had to
canplated by August 30, 1983.
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Three distinct problems were presented to the examination unit. The first
was cne of test construction. Specifically, what kind of job analysis
would be utilized and how would it translate into minimm qualifications
and competitive test components. The second problem was logistical,
demanding a highly efficient use of all available persocnnel and rescurces,
including the maximum utilization of a dozen totally new and untrained
examiners, and an orderly job anncuncement, application, testing and appeal
process. Third, all of these factors had to be integrated to achieve the
cbjeccive of transiticning a substantial number of limited tenure employees.

The first step in the solution involved selecting an experienced examiner
to superv.se this kind of an effort. In making that selection I utilized a
job/person matching system derived from motivational theory. Specifically,
I charted cut the motivational profile of the supervising position on three
scales including achievement, affiliation and power and supplemented that
profile with other vital factors. The supervisor was in turn given about
three weeks to develop a program schame including comprehensive details and
procedures, At the same time the supervisor elected to hire a tctally new
staff of examiners to be the primary program team. Only about two thirds
of these examinations were handled by the special unit, designated the ATP
unit, The balance of examinations were farmed out to other existing
examination units. This approach allowed for a more effective utilization
of the total staff, while concentrating program coordination and primary
program responsibility in only one unit. The new staff was camposed,
principally, of recent college graduates.

The next task was to decide on an examination plan. Unassembled examina-
tions were cammonly utilized for semi-skilled entry level classes such as
Inventory Clerk, Homemaker, .-y, and Cashier. The assembled examination
group included senior or supewvisory level classificaticns. The Health
care occupations were generally included in the assembled test group
regardless of level, and were the anly notable exception to this assigrment
pattern.

An abbreviated job analysis procedure was used with the job activity and
KASO (Knowledge, Ability, Skill and other characteristics) or job element
data being derived frrm a combination of the prior campleted job analyses,
the classification specification, and one-on-one review and verification of
resulting information with subject matter experts. A generic test plan was
arplied to each unassembled examination utilizing major job activity
statements as a basis for rated supplemental application and using the
KASOs to form the basis for the minimm qualifications. In the case of the
rated applications, all major job activities were listed and rateable.

Each candidate was asked to indica o how much experience they had performing
each activity. All activities were assigned equal value for purposes of
final summary ratings. There were severul rateable experienve levels in
six months increments from no experience to more than forty-eight months of
experierre. To verify experience claims each applicant was required to
subnit an employer's letter detailing length of employment, job title,
typical duties, etc. Any claim that was unverified was denied and no
points were awarded. For activity statements that were difficult to rate
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due to imprecise verifications subject matter experts were sonsulted to
award final scores. The same basic system was used in developing minimm
qualifications. The KASOs were converted into specific training and
experience requirements by examiners and verified by subject matter experts.

acceptable. Because this system provided no cpportunity for evaluation of
ocral camunicziions, an additional co .dition was established whereby any
candidate could be refused consideraticn under the Rule of Three certifica=-
timiftheydidnotpossessadequatemguﬁlmg\age fluency as judged by
the appointing authorities.

The second major challenge of the program was the issue of application and
testing logistics. Specifically, how does an ajency announce nearly two
hundred examinations, handle applications, and applicants in an expeditious
manner and produce a great volume of eligible lists, while anticipating a
huge onslaught of protests and appeals. The initial key to meeting this

was ensuring the close cnoperation and support of the labor
unicns who had signed the agreement,

To ensure the simplest, most expedient and most economical approach to
ann\mcirgﬂ\esee:amimtims,mstoftheexanimtiommelistedcnme
twenty-page examination bulletin. Additionally, because of printing costs,
and logistical difficulties, copies were publicly posted but were not
physically distributed to candidates. Information about each examination
class was briefly presented along with descrirtions of the application
procedure., In the case of unassembled examina’ions a special application
was required for each classification. To crganize the application filing
eek

application pick=up date there was an application filing date. Applications
could be filed in person or by mail if postmar.ced on the application
acceptance date. This somewhat complex inflexible system resulted in the
distribution of more than thirty-thousand applications, with the return of
less than half,

The most controversial element of the testing program, and subsequently the
only significant issue tc reach the Civil Service Cammission on appeal,
involved the candidate reduction technique known as ‘'series' testing.
Specifically, it was decided, as a rule of thumb to test no more than eight
candidates for each then existing vacancy. Eventually, this matter came
before the Civil Service Commission, which reaffirmed the concept, but
modified the applicant to vacancy ratio to ten to cne.

The evaluation of this effort falls into many categories. First, and
foremox’. the program was <uccessful in meeting its schedule and most of its
major goals. Although, no exact count has been conducted it appeared that
better than half of the longterm limited tenure employees were transitioned
to permanent status. Conversely, a significant mumber of limited temire
employees were displaced., They were, hovever, covered by the insurance
aspect of the LOA, and were kept in municipal emwployment until December
1984. The two million dollar fund was fully expended. Based on the
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measure of the third program objective, transitioning limited tenure
employees, and curtailing the use of the limited tenure status, the program
was highly successful.

Unfortunately, the Accelerated Testing Program cannot be measured against.
any cne criterion. In addition to celebrating the apparently successful
ending, we must measure the program against several other factors.

First, in practical terms, what did the program achieve? As noted earlier,
the program did operate successfully to eliminate most longtemm limited
tenure appointments. It did represent an effective combination of labor,
management, and political interests in an effort which brought same advant-
age to each principal participant. FHowever, by curtailing the limited
tenure program, numerous dericiencies in the current Civil Service legal
environment became more cbvious and more problematic. The major weaknesses
continued to be the unduly camplex and delaying process of examination
appeals and the several restrictive effects of the Rule of Three.

The Rule of Three and administration of eligible lists are other major
dilemmas in the Civil Sexvice selection structure. Although, this restrict-
ive employment procedure is well intended to ensure that only the most
meritorious are employed, the practical effect is to focus most controver-
sies on the testing program. This is campounded further by the long
duration of the examination lists, a two-year minimm, and the inability to
utilize subsequent lists until the most senicr lists have been exhausted.
The limited tenure program easily circumvented this problem by effectively
allowing for minimally restricted hiring delegated to line management,

As noted at the begimning of this paper, the result of focusing on these
types of problems in part led to a refarm effort to modernize the Civil
Service system. This effort was strongly opposed by labor and the majority
of their political allies. The major objective of the cpponents of reform
appeared to be the introduction of collective bargaining as a prerecquisite
to Civil Service reform.

One of the other less cbvious, but predictable, results of this effort has
been a substantially increased cost of goverrment. This cost increase has
care fram two sources including higher costs for Civil Service operations,
and a mxh higher citywide personnel cost.

Since 1983 there has been a gradual restoration of a full merit system,
Even the Charter vefomm effort provides evidence of a revitalized interest
in a more responsive and more efficient perscnnel system, operating in
accordance with its legal mandate.

In conclusion, the Accelerated Training Program can be viewed as a real
life example of the durability of merit systems in ingenuity of merit
system managers in the public sector. The program offers proof that merit
sstem principles can be swccessfully adapted to solve a wide range of
virtually insurmountable personnel problems as well as deliver well qualifi-
ed eligibles cn a routine basis. This case study reveals the underlying
strength of merit system concepts to adapt to the challenges and changing
environments oI contemporary public sector organizations.
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PERFORMANCE APPRAISAL: DIRECT APPLICATIONS FOR SELECTION (Paper Session)

Behavicrally Anchored Performance Evaluation t,
Eﬁtmn: E Ets .

Foster Dieckhoff, City of Ransas City, Missouri

The "behavioral anchored" apprmach to performance evaluation is, perhaps
the most "face valid" instrument to date. Variables such as the degree to
M&n”ﬁmﬂm"dﬂmssedmmﬂquetoagivenposiﬁnnandthe
numwoer of specificity to benchmarked behaviors must be addressed. In an
atterpt to address this problem, several classification schemes were
investigated. The one finally adopted was a modification of the Ccaupation-
al Groups usxd in ocur classification system. The groups were originally
designed by PAS. The resulting groups were named: Clerical, Fiscal, and
Administrative Support; Public Safety (exzept Fire and Police); Technical,
Skilled Trades, Recreation and Related Support; and Professional Technical
and Staff Support. (The job title for each of the above groups were
displayed in slides). The exempt management classifications with "open
mage'sala:ystn:ctxres,mxeuﬁmainmﬂermemm. It should
also be added that a special form was developed for Fire Supression classes.
The Police Department, which is under the Board of Police Commissioners, is
not in the City Merit System,

The next step was to write job dimensions and behavioral benchmarks which
were sufficiently specific to be anchored to actual job behavicr, but at
the same time, bemfﬂcierrtlyabstracttoberelevanttomrethanone
job. Interviews with incumbent and supervisory parssonnel brought +o light
some "generic” dimensions. The two most common of these that supervisors
felt unable to address on the traits-based form were: 1) the employee's

work unit; and 2) the employee's constructive use of work time, The first
we called "Establishing Pricrities” the second ™Time Utilization," The
final product for the Professional Tecnnical, and Staff Support classes is
shown below. Since this was the last form we designed, it also has the
benefit of previcus experience and is probably the better form.
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Professional Technical and Staff Support Classes

This portion of the manual has been designed to assist you, the supervisor,
in evaluating employees in those classes listed on the priceding pages.
The following is a list of job dimensions upon which em:loyees in the
listed classifications may be rated:

Mandatory
Campetence in Designated Specialty
ility
Establishing Priorities
Time Utilization
Opticnal
Cral Commnication
Technical Equipment Care and Maintenance
Written Cammmnication
Supervisory Only
Administration of Personnel Policy
Delegation
Pripr;.ties
Training

COMPETENCE IN DESIGNATED SPECIALITY Mandatory

This dimension addresses the demonstrated competence in a designated
speciality as determined by the ocbserved quality and/or quantity of the
expected work product. Inclided here are the timelines, accuracy, and
efficiency with which assigrments are campletec. Such characteristics as
attention to detail, problem solving, technical campetence, and interperson-
al skill may contribute to the rating in this dimension.

(a) timal: This employee can be depended upen to consistently
haquﬂityworkpro&wtwithinanappmpriateﬁm frame.
Projects or assignments utilizing specialized skill and/or
~quipment seldam, if ever, require corrections or additicns.
Counseling is generally not needed.

(b) Better: Use this rat:i.rig if you see the performance in this area
as better than satisfactary but not cptimal.

() Satisfactory: This employee normally produces an acceptable
work product within a reasonable time frame. Projects or

assignments utilizing specialized skill and/or equipment are
normally acceptable with minor corrections or additions.
Counseling, if needed, results in long-term improvement.

(d Marginal: Use this rating if you see the performance in this
area as less than satisfactory but not unsatisfactory. Note
that sustained marginal performance is unsatisfactory.

(e) Unsatisfactory: This employee's production in a designated
specialty i1s unsatisfactory because of an established pattern of
one or more of the following: projects or assignments utilizing
specialized skill and/or equipment do not meet professicnal
and/or departmental standards; projects or assignments are not
completed within an acceptable time frame. Counseling has
resulted in little or no improvement.
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This particular form is used for technical fields usually associated with
degree requirements or otiior specialized training. The inclusive dimension
"Competence in Designated Specialty” attends to major difterences anong the
jobelistedardthehmuageofttndimsionuﬂthebewmtsstill
specific enough to cunjure up work b: avicr. Similar benchmurks were
developed for the other job dimensions.

In reference to the construction of the Lenchmarks, notice that all dimen—
sions have 5 benchmarks. The 7 or 9 benchmark opticn scale is basically a
trick to get variance in the system, I think training is a better way to
get variance--bn't more of that later. We essencially want the scale to
allow, and eriourage, the supervisor to accurately assess the employee's
performance., _

Keeping these ficts in mind, wa set out to design a scale that provided
Clear distincticis among the ratings without getting bogged down in the
nuances of language. The entire scheme is centered around "satisfactory”
perfo.mance., “"Better” performance is simply that - better than "satisfact-
ory”, and "marginal® performance is not satisfactory but not sufficiently
sustained to warrant "unsatisfactory." "Optimal® is consistent "better®
performance, and "unsatisfactory” is sustained "marginal™ performance. The

mof&nelmtswefmmmlpfultoimludeinthetminmgmreto
askt!nmpervisorstocmputet?adolluvalmofthemmresmsﬂuy
are managing. An informal survey showed ths: approximately 1 in 21 had any
idea of the amount. 'misofz.mrsegetstheirattmtim—nmtmrequite
surprised at the figure. The appropriate us: of a perfarmance evaluation
systanbacamsmreﬂnn'pape:mk'msowaommsanddouarsamuany
get into the picture. Another item we try tr; emphasize is the fact that
thelegalsystanisi:nreuinglyvievdngjabsasprcparty, and, taking away
a person's jcbislittlediffermtthantaldngmypersmalpmpertysuda
as a car or television. Finally, we amiasize the fact that most amployees
have strengths and weaknesses, and we as supervisars are obligated %o
inform the employee of both. memmllntingneedmtbevmtne vi
mathematical average of ratings given on each dimension; rather it is a
reflection of overall performince.

camputed a 2x2 chi-squate of "satisfactory” vs. other than "satisfactory'
for several classes on Mandatory dimensions and ~Supezvisory dimensions.
The results are both significant at the .35 level. While this provides
same evidence of increased variance, which is good news, it turns out that
the instrument is still probably not acceptable for use as criterion in
traditional empirical validation study.

A rather interesting result showed up when Dr. Jacobsen was plotting a
scattergram of score vs. rating on some early data from a new clerical test
and a new rating form. He found that those scoring velow 54 (out of a
possible 70) were substantially less likely to be rated above satisfactory
than those sovoring 54 or greater. un rtunately, all of those scoring 54
or better were not rated above satisfactory; hence the actual correlation
between overall rating and test score (r=.1158) is not significant,
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However, those scoring 54 or above have a substantially better probability
of being rated better than satisfactory than do those scoring below 54.
Adcdlitional investigation showed over 90% of the less~than-satisfactory
crerall ratings were attendance related. Unfortunately, the examination
was not designed to measure attendance, nor does attendance seem to be
influenced by test scure in the same way as the overall rating. (Note:
The statistical tables can be furnished from the authar).

To conclude, we have ‘eviewed the construction of a lehaviorally anchored
performance evaluation system applicable to several jcb classes within a
job "family." The development of appropriate Mandatory and Optional
dimensione, as well as their corresponding benchmarks, were outlined.
Several elements of the training program used to initiate the Behaviorally
Anchored program were also discussed,

Finally, statistical evi:ence was provided which demmnstrated that employee
ratings tended to be "other than" Satisfactory (on Mandatory and Supervisory
dimensions) at a higher ratz on the Behaviorally Anchored form than on the
Traits Based form. It was also shown (for Clerical classes) that those who
score well (on a content valid exam) have a significantly higher probability
of w:ing a "Better" or "Optimal" employee as measured by the Overall
rating. It was also noted ‘hat test scoxre had no such relationship with
attendance—the most camon reason for less-than-satisfactory performance.
The cbvious lesson here is that the criteriz used to substantiate empirical
validity should ideally measure exactly what the test measures, nothing
more and nothing less. In an interestirg way this cbservation lends same
credibility to content validity.

implementati xn and Evaluatiomn of A System Using Departmental Ratings

For Pranotional Decisions

Rodney B. Warrenfeltz, Colorado Department of Highways, Denver, Colorado

During the period between Apr<l 1, 1985 and December 1, 1985, the Colorado
Department of Tighways (Perscrmel Branch) implemented 4 new exam process
for the positions of Highway Foreman and Senior Highway Foreman. This new
exam process represented an attempt to amelicrate a number of problems
concerning the pramotion of employees within these classes.
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The history of exams used in maintenance type positions at the CDOH demone
strates a clear need for a more systematic approach to the selection of
pranction candidates. In response to this need, a research project was
started to develop and implement a new exam process for maintenance person-
nel,

‘medevelopnmtphasebeganbydesigningaﬂwdurtthatdmacterized
the exam process from begimning to end. The flow chart was extremely
inportant&anﬂaeata:ﬂpointthatittodcmmﬂndyrmicmtu:e

As can be seen in Appendix A, the exam deve t th
identification of subject matter experts (SMEs) thnat are used to obtain job
analysis information. The job analysis information is used in
Prawotion Performance Appraisal (PPA) which will be described i
a later section. The information is also used in developing written/o
examinations. The written/oral examinations served two purposes in thie
process, First, data from these examinations have been in the PPA
validation process in the form of .:iteria. Second, in the examinations
for same positions, the written/oi:al questions nave been used to form a
second level of evaluation.

In addition to the development phase, Appendix A also illustrates the
administration phase. This phase includes screening of applications,
carpletion of the FPA, and camwpletion of a written/ocal examination if the
position called for it. From the data gathered during this phase, scores
aredetemj:xedforeadzamncantandapramtiomllistismushed.

Itisalsoiuporbanttopointout&at&ﬂsusedintheachﬂnistration
phaserlsohaveanogporhmitytopmvideupdateinfmtiminﬂnexm
process, 'meinﬁ:m\atimiscollectedaftertheadninistratimmaseis
catpleteaxﬂisusedinfumreupdatesofthempms. This informa-
tion adds eignificantly to the dynanic nature of the exam process by
allowing for an almost contimuous flow of update information.

meprima.ryoarponentofthee:mprooessismePPA. The F?A was developed
to assess an applicant's job performance in a pramtional context. In
otherwords,inratinqanapplicantmthePPA, a rater is asked to view
the applicant in the context of the new position and to rate on the basis
of how well the applicant would perform if pranoted,

The PPA form contains two sections. The "Performance Factors" is used for
recording job relevant behaviors on the basis of behaviorally defined
performance factors. The section begins wit.h a brief set of instructions

behaviors relating to the various performance factors., The behaviors would
be examples of an applicant's performance which would provide an indicat:ion
of ability to perform at the Senior Highway Foremen level. The diffici?
of Llis task is lessened to same degree by providing the rater with examples
of relevant behaviors under each factor.
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When the rater campletes the documentation of behaviors, section B "Perform-
ance Rating" can be cumpleted. Section B includes a brief set of instruct-
ions, a rating scale and a place to rate each factor. The instructions ask
the rater to rate an applicant on the basis of how well the individual
would perform if promoted. The rating scale is essentially a five point
Likert scale (S=Outstanding to lsBelow Average) that varies along the
dimension of an applicant's ability to step into the new jcb and perform on
the factor. This scale is similar to one used by Maher (1985). The rater,
after assigning a rating to a factor, m:ltiples the rating times a factor
weight, The weights are derived from the SMEs during the updating of the
PPA. An applicant's final score is detemmined by suming across the
weighted factor scores to cbtain a total score.

Ra Errors

In all of the recent attempts to use rating scales with maintenance type
positions, the ratings were found to be replete with rating errors. The
type of error most often encountered has been a leniency error or a

on the part of the rater to inflate the score of the ratee (Mmnally,
1978) . This has the effect of campressing the variance between ratees and
reduces the ability to discriminate between good and poor performers.
Furthemmore, if rating errors of this type occur in an inconsistent fashion,
it may result in the uver-representation ofiparticular groups in a test or
on a pranctional list.

To offset tlis type of error, two procedures were designed into this exam
process. The first procedure involved the use of the Ratings Distribution
Check Fomm by the reviewers in a particular exam, The reviewers in all
exams using this process are the supervisors of the raters. The reviewers,
in addition to applying the Ratings Distribution Check Form, are responsible
for checking the ratings in their area for overall accuracy and camplete-
ness. The purpose of the Rating Distribution Check Form was to provide
reviewers with a forced distribution designed to guard against rating
errors.

mesecondprocedureusedtoguardagainstratingerrorswasaposthoc
intervention that allowed for the rescaling of scores based on the distribu-
tion of ratings cbtained in a particular exam. In general, the rescaling
procedure involves the determination of a grand mean from all the ratings
for a particular exam and adjusting the scores, by a particular unit (e.g.,
scores within departments, districts, or other crganization units), to the
grand mean. This has the effect of placing all of the organizational waits
on the same rating scale with a midpoint equal to the grand mean. See
Apperdix B for a graphic representation of the rescaling procedure.

It is important to point out two assumptions that are necessary if the
rescaling procedure is to be applici. First, there is an assumption that
the applicant pools, a3 a whole are equally productive across organizaticnal
units. At the CDOH, this assumption was fairly safe since there was no
reason to assume that one district within the state was any more or less
productive than another district. In addition, yecent productivity data
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obtained from SMEs tended to support this assuwption. The secord assumption
needed to apply the rescaling procedure is that productivity is normally
distributed among applicants within organizational units. while the
procedure is relatively rctust in regard to this assumption and the Ratings
Distribution Check form helps to insure a normal distribution of ratings,
this assumption should be checked if sample sizes permit,

Item Bank

Finally, same mention should be made of the fact that many of the exams
associated with maintenance type positions often require the use of a
second screening device (e.qg,, oral or written essay exams). Since the
applicant pools for these exams could be reduced in size by setting a

be averted. Hamu,tofuruumducathepmblansmociatedwithoml

or writiin exams, a computer based item bank was started. Since the exam

process licludes systematic updating procedures, the item bank is contimal-

lyupdatedwithquestimsforappucantsbythesms. This is done in such

:nﬁw:yastormethemedtocmthmallycmtactmmobtainqmsﬂon
mmation.

'meexuncmpmmtshavebeencmbinedwithasetofpmoedurestofomthe
exam process used to assess pramotion candidates for maintenance positicns
within the CDCH.

WOFMPWIWFERFOMAPPRAISAL]NUSE
\

1.  SENIOR HIGHWAY FOREMEN

A total of 31 employeus applied for promotion to this position
representing all eight Maintenance Oistricts in the CDOH. The

because SMEs and previocus exams indicated that ratings within a
district were camparable, but across districts there were often large

discrepancies in rating scores.

AlthwghlmiencyemrsweresuspectedintheSeniorHigtmyFbramn
data, the small N prevented a systematic evaluation of the phencmenon.
Therefore, the rescaling procedure was conducted on the initial
scores received fram the reviewers. Apperdix C presents the data
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2. HIGHY. Y FOREMAN

The same rescaling proczdure was followed for the Highway Foreman
with the exception of cne step. The large N in the Highway Foreman
exam (118) permitted a systematic evaluation of leniency errors.
Appendix D presents the data used in the evaluation. Group 1 scores
reprezent total rating points by reviewers which fell within the
"acceptable” range of the Ratings Distribution Check Form. The grand
mean for this group was equal to 32 with a range of 25 to 38. The
scores in group 2 (27% of the total of 118) represent values ocutaide
the "acceptable" range. The grand mean was equal to 46 and the range
was 42 to 49.

These data clearly indicated a leniency effect for the scores in
group 2 and also demonstrates the range compression which often
accompanies leniency errors. Followinr, through with the plan for
suwch rating problems, we resutmitted these scores to the reviewers
with an identification of the problem and a that the scores
be altered to comply with our original guide . This request was
accampanied by a letter of support from top management. It is
important to point cut that the rescaling procedures could have been
applied to the scores as they were originally received (i.e., same
reviewers following the Ratings Distribution Check form and some
reviewers failing to follow this form); however, the future ty
of the process required a more direct approach. Following the
rasubmission of the inflated ratings, the rescaling procedure was
implemented with the Highway Foremesn ratings. Appendix E presents
the data used in rescaling. The table also indicates the results for
tteratingswherethereviewersfailedtohringtheixratingswiﬂun
the “"acceptable" range even after they were given a sscond i-
ty. As can be seen in the column labeled "mumber to exam", District
VI was represented in the exam in a manner camparable tu other
districts of its size (District I) despite the widespread uncorrected
inflation of ratings. Based on the cutoff score, the top applicants
were invited to a written essay exam,

Although only a limited amount of validity data is available for the FPA,
the data that has been cbtained is very positive. For the Senior Highway
Foreman position, a criterion measure was developed from the oral exam
data. The following results were cbtained by correlating PPA scores with
the oral exam results:

r= .45 tll = 1.67, p less than .1 (cne-tailed, uncorrected)

r = .58 tll = 2.38, p less than .025 (one-tailed, corrected)

Similar results were cbtained from the Highway Foreman position using the
written essay exam rcesults as a criterion measure.

r=.30 t36 = 1.88, p less than .05 (one-tailed, uncorrected)
r=.39 t36 = 2,54, p less than .01 (one~tailed, ccrrected)
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Finally, a validaticn study was conducted for an Engineering Technician
position using a naticnally standardized test as a criterion measure.

r = .33 t26= 2,05 p less than .025 (cne-tailed, uncoriected)
r=.43 26 = 2,42, p less than .025 (cne~tailed, corrected)

mseremltsaxevexymagﬂngasfarasthevalidityofﬂ:epmis
concerned; however, future validation efforts will concentrate on the
acquisition of objective on-the=-jcb criteria data and data which more
closely follows a predictive validation paradigm,

IX. SIMARY

To sumarize, recent exam procedures used to identify promotion candidates
for maintenance type positicns were found to be inadequate for reasons
including efficiency, a lack of scund psychametric prablems, and a lack of
consistent application. An exam process was developed and implemented to
alleviate a mmber of identified problems. The exam process was primarily
based on a pramtion performance appraisal that allowed for job verformance
to became a major factor in promotion decisions. In addition, for those
positions requiring a second level of evaluation, an item bank was developed
to provide angoing information for building the evaluations. Data were
mesentadmﬂnvalidityofﬂuPPAa:ﬂmplesofﬂwmpmsme
presented to demonstrate implementation procedures. Overall, the exam
process was ﬁomﬂtommtemnyoﬁthemmtlyamteredpmblans
with maintenance type positions in the CDCH.
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APPENDIX A
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URALHIL REFRLOLNIATION OF RESCALING PROCEDURE APPENDIX B
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SENIOR HIGHWA. FOREMAN DATA

Grand Sum = 1,167

Nz 31
Grand Mean = 37.65 i
Cutting Score = 38.00 ‘

DISTRICT N SUM  MEAN ADJ. zxm %
OIST. 1 (Aur.) S 168 33.60 +4.05 2 40
DIST. 3(G.J) 4 134 33.580 *4.15 1 25
DIST. 3(Crg.) e 50 25.00 +12.65 1 SO
DIST. 4 (Gre.) 7 258 36.88 +«79 4 87
DIST § (Dur) ) 208 41.60 -3.95 e 40
DIST. § (Ala.) 2 65 32.50 +5.15 1 50
DIST. 6 (Den.) 2 84 42.00 4,35 0 0
-
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HIGHWAY FOREMAN DATA

Grand Sum = 4,108
N=118

Grand Mean = 34.81
Cutting Score = 36.00

District N SUM MEAN ADJ. EX:\:
OIST. 1 (Aur.) 22 881 30.95 +3.86 7
DIST. 29 Pue.) 13 494 38.00 3.19 4
OIST. 3(G.J.) 13 415 31.82 +2.89 A
CIST. 3 (Crg.) 9 310 34.44 «.37 3
DIST. 4 (gre.) 7 e 35.00 -1.19 s
DIST. § (Dur.) S 283 31.44 *3.37 4
DIST. 5 (Ala.) 13 431 33.15 *1.03 $
 DIST.§ (Den, 22 s82 40.00 s
4108 34.81 40
Separate adjustments for reviewers falling outside the ‘acceptable range and failin

N Sum™m MEAN ADJ.

9 380 43.33 -8.52

6 258 43.00 -8 19

7 234 33.43 +138
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MICROCOMPUTER ADMINISTERED TESTING: THREE APPROACHES (Paper Session)

Camputer Assisted Proctoring: A Better Way to Administer Tests

Theodore S. Darany, San Bernardino County Personnel, San Bernardino, CA

This paper proposes the develogment of the capability to administer tests
through a computer process. This process will be called Camputer Assisted
Proctoring or CAP. Same detail will be provided to explain what CAP is,
why it is beneficial, and how it may be implemented in a practical setting.

Camputer Zssisted Proctoring: Wwhat is it?

Computer Assisted Proctoriug (CAP) refers to the administration of tests by
means of a camputer. The computer includes such elaments as the central
processing unit, color display, audio feedback unit, printer, keyboard,
program ani data storage, and a telephone connection. This section address-
es four elements of CAP: 1) Counseling and Intake, 2) Test Administration,
3) Test Scoring, and 4) Feedback.

thetypesofjobeﬂacivilsawiceorpersmneldeparutmtctmuyhas

Test Administration: When CAP is administering a traditicnal test, it will
offer it question-by-question to the cardidate, This will enable the
candidate to study the question, respond to it, In addition, he can
indicate whether or not he would like to review that particular question
1aterduringthee:m1inatimt:meperiod. At the end of the cest period,
for this traditional test, the candidate would again be presented thuse
questions he previcusly earmarked for later review, At that point he may
elect to change any answers. If time permits, he may also be allowed to
review the entire test and his responses to each question.

If instead of a traditional test CAP is administering a "speeded" form,
such as a name and number comparison test, it can more tightly control the
administration of questions and the amount of Viewing time for the section
of questions as a whole.

Alternately, CAP can control the presentation of this speeded test item by
item rather than controlling the duration of the administration of the
entire test. The test designer can then more closely derive from the test
exactly what it was designad to do.
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The third alternative presentation mode which CAP permits would be that of
a computerized adaptive test or "tailored" test. In tailored testing, the
camputer administers ability or aptitude test questions and successively
camputes approximations of an examinee's ability on the attribute being
measured. In principle, the computer's estimation of the examinee's
ability progressively becames more and more refined after the administration
of each test question. During this process the camputer offers the examinee
the single most appropriate question for that candidate that is available
in its bank of test questions, which will tell us the most about the
examinee's ability within the characteristic being assessed. In short
order then, CAP can came to an estimation deemed satisfactorily accurate by
the requirements preset by the test designer. At this point, our CAP
simply stops administering questions, as no more are needed for accurate
measurement. The tailored testing approach gives an accurate estimate of
the individual's ability by using as little as 20% of the examination time
as campared to the more traditicnal type of test.

Test Scoring: CAP can score the test during its actual adminiscration,
thereby providing an immediacy of score results for both the personnel
department, and the candidate unavailable with traditicnal test administra-
tion.

Feedback: CAP can provide immediate feedback cn the testing session to the
candidate, including a simple test score display or significantly more. The
range of possibilities includes comparison with other examiners, analysis of
strengt"s and weaknesses, and suggestions for further training. CAP can
also b. programmed to initiate any of several forms of "on the spot".
training -

Camputer Assisted Proctoring presents a mumber of positive attributes: 1)
Cost Effective, 2) Tireless, 3) Consistent, 4) Efficient, and 5) Versatile.

Tireless; Consistent; Efficient: Unlike human test proctozs, CAP does not
tire and is always ready to administer a test. CAP h.s the ability to
administer a test consistently every time and thus brings new meaning to the
term “standardization" in testing.

CAPs efficiency is derived in a number of ways. The first is the previously
menticned capability to offer tailored tests. Reducing length of tests not
only makes testing sessions more productive, but reduces measurement error
due to examinee fatigue as well. Other benefits of CAP include reduced
opportunity for cheating in large group settings, the possibility of
offering alternate forms of the same test content, and the ability to offer
the same test items in a variety of sequences.

CaPs efficiency is further extend~d by the relative ease of maintaining
permanent CAP facilities in locations remote from a central civil service
or persommel agency. Such facilities would enable the civil service or
personnel agency to offer dramatically improved service to persens in
Autlying regions at a lower cost.
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Versatile: When properly equipped, including a color display and high
resolution video graphics, an audio system with voice synthesis capability,
a printer, sufficient storage capacity, and a telephone cammmications
device, CAP offers tremendous versatility both to the central personnel
agency and to potential examinees. The disadvantages faced by the handi-
capped in a traditional tast setting can be overcame through the use of CAP.
mecmputercanﬁnmisterinstructimsandtestquestimsvimuyfor
deaf examinees. The blind can receive the test in audio format with a
ve:balconﬁmtionofallinfomtiavmstypedinbytheexmnee.
With a computer set up for speech recognition, the paraplegic examinee who
canmtcperateaheyboudwﬂlstﬂlbeabletopmcaedthrwghﬂam—
tion receiving either awdio or visual respor & fram the camputer.

The finalandnnstintriguingbenefitswhidxmightresutfmCamxter
Assisted Proctoring derives from the camputer's ability to simulate actual
situaticns related to the job being tested for. The ability to graphically
displayoutcmutorespmsaagivenbytlne:unimwouldpmvideamch
more accurate and efficient tool for assessing camplex problem solving,
analytical and decision-making skills than is currently provided by paper
and pencil tests or multi-day assessment centcrs, Such simulations could
alsobeadnﬁniste:edinaseriestotestﬂnecawdate'sabﬂitytolem
frunmistakesandbenefitfmtheoorrectdacisimsmadealmg&xemy.

Cost Effective: There are a mmber of potential dollar savings available
through the use of CAP. 2Zmorg them are:

1. reduced cost of paper and forms, as well as forms handling,
storage, and mailing.

2, reduced payroll cost for proctoring.

3. reduced scoring costs due to the elimination of the answer sheet
scaming process.

4. reduced staffing costs due to increased efficiency in dealing
with handicapped examinees, reduced need to maintain a large
staff to deal with flexible test administration requirements,
andreducedckmeofappealorgrievameduetoscoringdis—
putes,

How May Camputer Assisted Proctoring Be Implemented? CAP may be implemented
through terminal access to a large main-frame computer or through any of
several currently available micro-camputers. Major requirements for either
system would include high quality graphic and character displays, attached
printer, speech synthesis or high speed random access to audio tape seg-
ments, speech recognition, and sufficient speed to allow proctoring of the
examination without undue delays in the camuter's own response cycles.,

Conclusion

Computer assisted proctoring offers a number of sizeable advantages to test
administration. The advantages range fram cbvicus cost beneficial consider-
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ations to providing better service, and to providing services now practical-
ly impossible. CAP can be implemented on computers ranging frem large main
frames to micro-camputers. The ctoice of the tyne of computer should focus
on the implementing agency's current capabilities relative to hardware and
programming skill as well as several demographic factors such as distances
between examination centers. Either approach could be practical in a given

setting.

Computerized Simulation Testing: A Nﬁ%&me Program to Develop
and Automate Simile Tests

Larry S. Jacobson, Commecticut State Department of Personnel, Hartford, CT

INTRODUCTION

The following paper briefly describes a BASIC language progrzm that is
being developed to assist in the construction and administration of "camput-
er simulations.” The program to be described allows users to enter written
simulations (latent image) or other simulation oriented tests into a

microcamputer.

This paper also includer a discussion of advantages and disadvantages of
camputerizing such exams as well as same future directions computer assisted
testing might take.

Background

Simulations, depending on one's definition, have been around for quite same
time. One of the earli '3t examples of a "™work sample simulation" exam was
conducted by German and British Psychologists, These researchers recognized
that for critical, camplex or high level positions, written examinations
had little predictive value in selecting candidates. For example, British
psychologists set up a 3-day house party, where civil service candidates
were cbserved by trained assessors. Their results indicated that "assessor"
judgments were superior to that of written exam in predicting later job
performance.

Simulations have contimied to develop along a number of paths. For example,
there are "role playing" simulations which are used within the context of
an oral exam, where a candidate is provided with background information and
asked to assume a role. An actor or the oral panel then confronts the
candidates with realistic problems.
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Simulations are also found in the context of assessment centers where
assessors observe and rate a candidate's performance in simulation exercis-
es. An elaborate demonstration of such a procedure was broadcast on CBS's
"60 Minutes" several months ago. This assessment center procedure involwd
the staging of a terrorist-hostage negotiation situation canplete with gun
fire, medical emergencies, and high stress problem solving situations.

Unfortunately, many of us in the public sector seldam have the opportunity
or resources to conduct more elaborate simulations. However, four scme time
(at least the early 50s) the written simulation has been used extensively
in training and licensure primarily in the health care profession. By
contrast, very few instances of non health related simulations have been
cited in the literature, with a few caning from areas of teacher education,
rehabilitative counseling and public safety.

Written Simulations

candidate a hypothetical problem with scme background information. To
solve this problem the candidate must make a 'wumber of choices which
invwlve gathering information, following directicus and selecting courses
of actinn. What distinguishes this approach fram other exam mcdes is that
theactimscandidatestakeresultinfeedbackabmtthemmeof
their response. Further, unlike a multiple choice type exam, once a
response has been made, it camnot be retracted,

The primary method used to administer written simulations is with a latent
image procedure (not to be confused with the latent trait procedure). In
this amroadxcarﬂidatesareposedwiﬂ\apmblenaxﬂmayselectfmna
number of possible optims. Once a opticn is selected the cardidate rubs a
specially treated marker across a specified area of the answer bocklet.
Thae chemical from the marker causes a preprinted "invisible® ink to beccme
visible and reveal further information to the candidate, ‘This information

section, further information about the solution to a problem, or feedback
about the cocnsequence of same action.

The purpose of the present paper is to describe a BASIC language program
package being designed to assist in the develomment and administration of
computer simulation problems. Computer administered simulations have a
nmber of advantages over the written method. And, even if confined to the
written mode, the following program will be useful in the development of
written simu'ations.

Use of this program, however, does not reduce ar eliminate all concerns
associated with simulaticns. For all practical purposes camputerized
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SD4-U-PLAN

The program to be described was created by Bruce Davey and is still being
developed and tested. However, the main "engine" of the program has been
completed and was utilized to convert two written simulaticns to the
microcamputer. SIM-U-PLAN has boen developed along the same lines as other
generic program packages such as spread sheets or word processing packages,
First, it is flexible encugh to hardle many of the branching features
characteristic of simulations. Secondly, use of this program takes very
little knowledge of DASIC language and requires the user to learn a vocabu-
lary of fewer than 10 words.,

Program Functions

SIM-U-PLAN is camposed of three major programs:

SIMIOAD - A simulation largely consists of narrative text. SIMLQAD
takes this text and loads it into disk files (hard disk or
floppies) which are later used by program SIM.

SIMUTEST- Once text has been entered by the SIMLOAD program SIMUTEST
tells the user .f the program has loaded properly and
alerts the user if the text does not properly fit on the
caputer screen.

SIM - SIM is the "generic" simlation runner, designed to run
most simulations. It makes use of meta-language (a simple
natural vocabulary) which provides directions to the
program for starting, stopping and branching the simulation.

SOME FUTURE PROGRAM ADDITIONS

SIMWRITE- A wordprocessor type program will be developed that will
allow a user to more easily enter text into the simulation
database.

SIMDEBUG- A .iagnostic program will be written which will read
through a simulation to detect logical/structural errors
(e.g., determining that user has branched to a nonexistent
section, or the rules of the meta-lanquage have been
viclated in same way.

Program Operation

The user writes out the simulation problem as a series of DATA statements.
Insested within these DATA statements are SIM (meta-language) words or
directions. These words are considered a meta-lanquage rather than a
programming language because it runs cut of BASIC; in other words, BASIC
serves as its interpreter. Consequently, the user need only be concerned
with the SIM(ple) wocabulary and not BASIC lauiguage itself., (An illustra-
tion of a short simulation was presented).
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Using SIM-U~PLAN

To date, two simulations have been adapted using the present simulation
package. First, a sample vocabulary patient management program (courtecusly
provided by the Professional Exanination Service) has been autcmated
utilizing SIM-U-PLAN. Secondly, a "mystery"” type problem entitled, "The
Teacher and the Threat" (supplied by Bruce Davey) has been adapted.

Both similations, althcugh very different in original format, required
little modification for camputerized similation. The majority of effort

went into the imputting and formatting of text for proper camputer display.

Qur initial experiences with camputerized testing suggest that a microcom-
puter would be preferable to the risk of systsm malfuncticn and lack of
immediate test administration control offered by a termminal tied to a
mainfrane or minicomputer., We have found that the micro will present
simulation materials to candidates at sufficient rates of speed. Further,
FCs with only floppy disk storage usually have sufficient capacity to store
moderate sized simulations (although a 10 or 20 meg Hard Disk is recommended
if the similation uses a large number of problems),

As with written similations, special care should be taken in providing
candidates with sample problems prior to actual test administration. Few
candidates have taken computer administered exams. Consequently, test
developers will have to deal with a number of the following concems:

1, Isthecandidatecanfortablehavingi:hee:madninisteredbya
canputer?

2. Have candidate responses been simplified as much as possible?
In other words, candidates should be required to only make

sinple keyboard responses.

3. 1Is the exam administration "user canfartable-amiable?" Does the
candidate have the opportunity to refer beck to earlier mater-
ials? If not, has appropriate information been printed ocut? 1Is
the material formatted on thc screen in an easy to read manner?
Are the exam displays paced, or is text frenetically "flashed"
on the screen?

4. Has the program been "bullet-proofed" to prevent as many input
ar system crashes as possible?

We will require more research and actual testing experience
before we have a clearer picture of the impact of coamputerdized
versus written exams on candidate performance.

Advantages and Disadvantages of Camputerized Simulation

Although we have not yet had the opportunity to try the camputerized
approach on "real" candidates, several positive and negative features of
such an approach have become evident.
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Advantages

Training a candidate to take a camputerized simulation exam should be
easier than with the latent image procedure. More of the branching
directions are handled by the camputer, simplifying directions to the
candidates.

Special "invisible ink" printing is not required. In fact, depending
on the nature of the problem, the computerized simulation could
eliminate most of the paperwork and printing associated with a
written exam,

The camputerized simulation allows more assessment flexibility, for
example, certain sections of an exam could assess the candidates use
of time, and resources, as well as strategies used in solving prob-
lems. (A written simulation can also accamplish this but requires
greater administrative and scoring effart).

As discussed earlier in Bruce Davey's paper on non-cognitive testing,
the computerized simulation could be designed to detect candidate
response inconsistencies. If such response inconsistencies could be
revealed to the candidate without "giving away' simulation answers,
exam reliability could be increased.

The SIM-U-PLAN package should make it much easier to develop, edit
and modify simulations regardless of the final administrative mode.

Pilot administrations of the camputerized simu’ation approach suggest
faster administration time than with written simulationms.

As mentioned earlier, written simulations do not allow for the
retracting of responses. The camputerized simulation would help
reduce accidental responses by giving the candidate one more chance
to "SELECT AGAIN," before a final choice has been made. This could
reduce same response errors.

Disagvantages

Having your microcamputer or terminal "go down" is not the same as
having a defective test bockle:. Backup hardware and software will
be required to ensure against major coamputer malfunctions. Unfortun-
ately, unlike other written ewims, the candidate cannot retake the
same examinations shculd a puoblem develop. However, if a backup
storage device such as tape or disk were utilized, it might be
possible to restore candidate responses up to the point at which the
computer malfunctioned.

The Future

There are several technological developments that paint an optimistic
picture about the future of camputerized simulation testing., For example,
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recent developments in campact disk/optical disk (CD) will provide suffici-
ent memory size and speed to allow the presentation of video information at
an acceptable rate of speed. In contrast t» a candidate reading the
simulation, and making simple keyboard responses, the candidate will be
able tomkeve:balresponsesandbeabletoseeandheartmmequences
of their actions. The technology for both wvoice input as well as video
retrieval are already available.

A Camputer Administered Interest Inventory
Bruce W. Davey, Connecticut State Personnel Divisien, Hartfard, CT

memicmcmputerhastrmuslydungedmtmlymtgoesminperson-
nel assessmentbutmanyaspectsc;fmrwayoflifeintl':epastfivem:ten
years, WitnesstheﬁactthatTDEmgazinenm\edacmputerasitsmanof
the year a few years ago, Same people were upset about that, but I could
not think of a more appropriate choice.

In particular, camputers have changed the way we gather and analyze informa-

» and the way we crunch numbers. And what else is testing, but the
q@thering and analyzing of information about people and the conversion of
that information into mumbers? In the recent past, microcamuters have
tremendously enhanced our ability to perform those tasks.

But as Larry Jaccbsen said earlier, a society's tendency to make full use
of new technology tends to lag behind the availability of that technoloqy.
And that's the way it's been with testing and the microcamputer. We
haven't begun to take full advantage of its capabilities yet.

Microcamputers have the capability to make the tests we give much more
sophisticated and interactive and efficient than they presently are. And
yet, for the most part, the tests I've seen transferred to the microcomputer
haven't come close to taking advantage of the machine's capabilities, Far

For about the next fifteen minutes or so, I'll be talking about personality
and interest inventories. I hope to demonstrate how they can be "jazzed
up" a little bit to better take advantage of this new microcamputer techno-
logy.
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I'd like to start this discussion by cutlining scme of the capabilities of
the microcarputer which I think can enhance the testing process, whether
we're considering personality and intrrest testing or other types of tests,

One major capability of the computer is its ability to interact with the
candidate. In a way, it can talk to the candidate, and it can tailer its
conversation to what that candidate is doing. It can call the candidate by
nare. It can stop the show and tell him when he's made an impossible
response or done samething that needs correction. It can provide feedback=--
something that candidates very much want but that we testers have never
thought much about, ocut .f necessity. Now we can think about it. And the
camputer can even monitor the candidate's response consistency and point it
out to him if he responds markedly inconsistently. That's samething I'1l
talk about later.

A camputer can allow for much freer response possibilities, it's not
artificially confined to five choices by the size limitations of a machine—-
scorable angswer sheet; so if you want to offer candidates ten choices to
choose fram or if you want them to make ratings on a fifteen point rating
scale, the camputer can accammodate.

A microcamputer can also ask the candidate to make more than one choice in
responding to an item. If you have much experience writing test questions,
you probably recall many time where you'd like to have keyed more than one
choice as correct, or where you'd like to have included a mumber of choices
and asked candidates to select as many as they think are correct. This is
easily done with a microcamputer.

Also, within limits, it can request and grade free responses. Far example,
it can ask you who our third President was and be prepared to give credit
for Jefferson or Thamas Jefferson or maybe anything that ends with Jefferson
Oor even a reascnable facsimile. Or it can present a math problem and
request a correct answer, and mark it right if it's in whatever is set as
the acceptable range of tolerance.

A microcomputer capturing a candidate's responses can also perfarm sophisti-
cated mathematical or analytical operations practically instantanecusly as
the candidate makes his or her responses. That allows for tailored deci-
sions to be made. such as Ted described when he talked about carputerized
adaptive testing. When I describe the camputer-administered inventory I'm
going to be talking about, I'll talk about same other sorts of tailored
decisions a camwputer can make in monitoring AND TAKING STEPS TO CORRECT a
candidate's response inconsistencies.

In a vein similar to computerized adaptive testing, the camputer could
calculate how internally consistent a candidate's responses have been on a
particular subtest or on same hamogenecus scale, and if the reliability is
shaky it cuould give that candidate additional items until the reliability
level was acceptable. This bheccmes especially feasible if the items of
the test are ~alilrated samething like they are in camputerized adaptive
testing, so that you can fix a performance level with fewer items. That's
admittedly a loi harder to do with perscnality and interest tests because
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you're not working with pure abilities—but I think the methodology applies
ard is feasible. For example, take the characteristic of aggressiveness by
giving them an item which is calibrated scmewhere in the middle of your
aggressiveness scale—-maybe scmething like, "If your steak isn't cooked the
way you wanted it, would you send it back?" If they answer yes, they get an
item calibrated at a hi level of aggressiveness; if they answer no, they
get an item at a lower level. And I'd bet you'd have a fairly stable fix an
this person's aggressiveness score within about a dozen or so items.

Mow, I'll start to talk about the camputer-administered interest inventory.

The test in question is called the Vocational Interest Questiocnnaire--or
VIQ for short. Itmsdevelogedbyaneccmtricwradanmemvey—udthe
plﬂlosoplwbehi:ﬂﬂietestismrthdiscussinghere. The VIQ was developed
asareactiontointerestinventorieslﬂcethtzmngpbeu

Inventory, which asks you hundreds of questions related to narvow : vities
suchaswritinglettersormtdungparadaorbaldmorthmgslﬂceﬂut.

occupations, and score you on how similar or dissimilar your interests are
to those of people in those occupations.

mewoisareactimtothatbecauseit'smlysz:l.temlmgrathertlnn
400. Mttrey'reszitamﬂmtareeachdeaigmdtobebmadammﬁzl
in their own right, so that I think the 52 items about

as the 400 items. 1It's easier for candidates to camplete the test; I
ttnrwponsesaremchmrestablebecausetheitansaremchmre
ful; and the results can be interpreted almost clinically. In addition,
ﬂum‘ofileofthepersmcmpletingthevmcanthenbecmparedwithjob
profiles for other jobs to not only show a j
interest pattern best corresponds to, but to show them . For example,
ifyouhaveapersmbefmymwhoﬂmﬂ:shewantstobeacanputer
progmmer,ywcancmpa:ethetwpattemfairlydirecuymdeuilyam
tell them why they don't match up. You might say samething to him like,
"Wellyes,yo.xljkems,b\mycndm'tlikemﬂzandymhavemly
average interest in intellectual challenge and in detail work--and those
are very important for programmers. "

In its non-camuter-administered form, the VIQ has 52 items which the test
taherratesmafivepointwcartscalerangingfm"UkeVerym:h' to
"Dislike Very Much." Ihadalwaysbeentroubledbywhatlmldexpectto
be a fairly low Test-Retest reliability for this test, in part because it's
short and in part because the rating scale isn't that well articulated,
However, we forged onward. In Connecticut, we administered the VIQ to about

E
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of the VIQ. That usually encourages test developer to stick with the
original version that has all the normative informaticnm.

But I could see ways to improve the VIQ in a microecamputer-: .ministered
emvircnment, and to maybe solve my problems of dubiocus retest reliability--—
which incidentally I still had no data on.
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So let me show you what the VIQ locks like now. First of all, when you sit
down with the machine, it captures basic information about you-=-your name,
sex, race, occupaticn, and educational level--and then it gives you a very
brief descripticn of the test. With little further ado, it moves into test
administration.

Each VIQ item is presented one at a time. Appearing along with the item on
the screen is a fifteen point rating scale. That's one way in which the
VIQ takes advantage of its camputer-administered nature--it uses an extended
rating scale for finer discrimination.

Figure 1 shows how the VIQ item and rating scale appear to the candidate on
the camputer screen.

Another feature of the camputerized version of the VIQ is its ability to
measure and monitor the candidate's consistency, and to actually improve
it. It does this by re-administering the entire test to the candidate.
Figure 2 shows how the camputer introduces the second administration of the
test. Remember that this is only a 52-item test that only takes about 15
mimutes to camplete,

It may seem to you to be a bit of a nuisance to run the poor candidate
through the same test twice, but scme major benefits accrue fram doing so.
You can now monitor the consistency of individual candidates, and if they
are inconsistent, you can tell them so, and force them to give more thought
and care to what they're doing.

Let's assume that Ted Darany is our test-taker, and on the first VIQ
administration he rated the “Artistic" item as a 9. On the second time
through, he has a stuming difference in ratings, but it's wide enough to
express concern over, and that's what the computer does--it campares the
two responses and stops the show. Then it points out Ted's inconsistency
to him and asks him to think deeply about this item and try again. You can
see the text for vourself.

You will note that at the point an inconsistency is detected, the camputer
tells Ted that his next response is the only one that counts. The idea
here is that with two ratings which differ from one another, one of them
might be just plain wrong and therefore it shouldn't be averaged in. My
present feeling is that be telling the test-taker he's being inconsistent
and asking to carefully reconsider, that last response is the best and most
accurate cne. Accumalated research may eventually prove me wrong. Maybe
the research will show that I should be taking the average of all three
ratings--at which point I'll revise the way such items are handled in
scoring...but for now, I like this approach.

Ancther way in which the candidate's consistency is monitored is that the
candidate's two sets of ratings are correlated with one another and included
in the final report. By recording and reporting this critical piece of
data on the candidate's consistency in responding, we are giving the
evaluator key information on how trustworthy this particular candidate's
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responses are. The evaluator can consider the results not only frem the
standpoint of the reliability of the test instrument, but also from the
standpoint of the reliability of the individual test-taker's responses.

For all VIQ items other than the "time-cut” items, the final rating of each
item is the average of the two administrations. That also means you can
calculate the reliability of the final ratings by taking that correlation
between the ratings and plugging it into the Spearman-Brown prophesy
formula. The ccmputer does that. And so far, the reliability of the
individual candidate profiles is running about .90 or .91 on the average.
Unfortunalely, that's based on only 22 pecple who have taken this fairly
new version of the VIQ. The range of those correlations, by the way, goes
from .688 to .966, and the range of reliabilities therefore goes from .74
to .98==vhich isn't bad for a 52-item interest inventory.

TABLE 1

A. INDIVIDUAL TEST-RETEST RELIABILITIES FOR THE VOCATIONAL INTERECT
QUESTIONNAIRE

(NOTE: Based on only 22 pecple)

Correlation Between Reliability: Test

Test and Retest & Retest Cawbined
Lowest .588 .74
Highest .966 .98
Median .815 .90
Mean (using Fisher's z) .840 91

B. INCREASE IN RELIABILITY DUE TO REPEATED ADMINISTRATION

Conventional Version Reliability if Administration
Reliability is Repeated
.60 o7
.70 .82
.80 .89
.90 .94

And I should point ocut that these avren't scale reliabilities but are based
an r between rank-orderings of all items...

I'd like to make same camments about that reliability figure for you to
muill over so you can decide whether it's an overestimate or an underesti-
mate,
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One thing that argues for it being an overestimate is that same of the
correlaticn between the halves may be due to samebody remembering their
first responses and same of it may be due to mood factors that carry over
through the two administrations and won't be there tomorrow. In other
words, if the two administrations were separated by a larger time interval,
that correlation is likely to be lower.

One thing that argues for the reliability figures being an underestimate is
that it's between the two halves of the test without Flguring in the
positive effects of the camputer's intervention. 1In other words, I think
that the camputer's intervention to point out inconsistencies and give the
candidate a chance to reconcile them greatly increase a candidate's
response consistency in a way that isn't reflected in the correlation
between the halves...and for same candidates that makes a major difference
(the cne at .588).

This consistency monitoring will make the biggest impact where it's most
needed——pecple who were inconsistent will be boosted the most.

This machine, the microcamputer, provides same opportunity for new levels
of creativity and better measurement and I hope were going to use it to its
fullest over time.

Ted has such a good line during his talk axd I'm going to import it to
mine. We're here today as cheerleaders to get you to consider and find
ways to apply this new technology. Today we're presenting possibilities
and developing applications. In the immediate future I hope we'll be
seeing not possibilities but established applications.

ORAL EXAMINATIONS : mmmmmm,nmmm
RATER TRAINING (Paper Session)

Development of a High-Structured, Campetency Based Oral Exam
for Police Sergeants

Bruce Davey and Karen Duffy Waliace
Commecticut State Personnel Division, Hartfor., CT

It is a well documented fact that the unstructured interview has a very low
level of validity. Recent studies, however, have shown that s 3
oral examinations have good levels of validity., This raises a question:
since adding structure to the interview increases its validity, does a very

high degree of structure lead to still higher validity?
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In a paper presented at the 1984 IPMAAC Conference, cne authcr concluded
that even with a fairly high degree of structure in the oral examina ion
process, oral panels tend to systematically differ fram one another in
terms of a erage score levels, variance, cues attended to, and validity of
the final .esults. The present authors attenpted to address this problem
of differences across oral panels by building in a very high degree of
structure. This was done in order to assure the fairness of pramotional
oral test for State Police Sergeant, administered to 352 candidates by
three separate oral panels,

Sincethismﬂnﬁxsttﬁmrecmtlythatoralmhadbeenusedfcr
Sergeant there was a lot of grumbling, The union threatened to enjoin the
exam process, (didn't carry it out), and Troopers were reported to campro-
miseﬂnmbyposthqalistofﬂxequesdmaftertheﬁ:stth:eedays.

Several security measures were taken to safequard the exam process.
Candidates had to sign statements indicating no knowledge of the exam, and

A thorough jcb analysis was conducted covering tasks performed and the
KSA's needed to be successful at the entry-level. Job analysis question-
naires were computer scored and analyzed to focus on test development
efforts. Considerable attention was paid to question development with
input fram officer volunteers. Ratings were made of the importance of
eachquestionandmmeselectedfmnaluqernmbu. Answer keys ware
carefully developed and score weights were assigned to detect highly
specifically stated errors--weights of a mims nature on basis of importance
and cxiticality of the error.

Three highly specific scoring keys were developed for each of 8 situational
questions, each having a muber of questions related to it, for 32 questions
in all., Each key consisted ofalistofelermtscandidatesmreexpacted
to include in their responses, with specific point deductions if cmitted.
The point deduction scheme was tied to a scaling procedure which made it
rossible to tie candidate responses to performance levels and to establish

a campetency-based pass point.

Two other questions were scored using the more cammen approach of rater
judgment using a Likert-type scale rather than a scoring key. This proce-
dure was followed for eight of the ten questions. The final two questions
concerned the candidate's interest in being a sergeant and preparation for
that rank. Guidelines for the last two questions were not highly structur-
ed. 'I‘heselattex" quuationswerefoundtobehighlysusceptibletohalo

Two weeks prior to the candidate's exam date, he/she was able to pick up a
300 page study quide. Four hour training was conducted for all examiners,
alternate and monitors. (Monitors were assigned to each of the three
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boards) . Candidates could exclude up to two examiners fram the canpilation
of their final score. About 15% of the candidates chose to exclixle 1 or 2
examiners. The score sheet allowed examiners to document a candidate's
answers by making a check mark next to answers hit or missed.

Regults

The reliability fiqures for each of the three panels were extremely high.
With the amount of structure we introduced into the examination process,
you would very close agreement. Still, we were pleased to get an
average co on between raters of .95 and a reliability of .99 for the
typical panel. I should add, here, however, that these reliability figures
aren't pure--they are based on the raters' final ratings, and raters were
permitted to change their ratings after discussion. However, we estimate
that raters changed their scores after discussion only about 10% of the
time, and then the change was usually a change of a single point, or
possibly two (See Table 1 at the end of this report) .

We were also pleased that the mean scores and standard deviations for each
panel were so close together. However--the means and standarc, deviations
were not so close as to be interchangeable. There were two significant
differences. Firstly, panel #2 rated about two points higher on the
average than panels 1 and 3, and that was a significant difference at the
.01 level. And secondly, panel #l1 spread its scores out more—~they had a
significantly higher standard deviation than the other two panels (.01
level). For that reason, we decided to standardize scores for each panel.
The message here, we feel, is that if y.u use multiple oral panels, even a
high degree of struct :eisnotgoingmwipeoutdifferemesacrosspamls.

Although reliability doesn't assure validity, we feel that in this case,
such a high reliability shows that the ratars were attending closely to our
smrhg)mymdto‘hemmrsttecmdidatesgave—-n_ggtoemraneousclms
such as appears-.e, verbal skills, and so forth. This confirmed our
firsthand cbservations of each panel's performance.

The committee members' scoresheets led to a rich documentation file. For
each question asked of each candidate, we had five checklists indicating
vdntpointsﬂxecandidatehad.andhadmthandlﬁmll, and the mumber of

You may be wondering how examiners feel about high structure, and whether
they resent or resist it. We frankly expected that same of the might well
be resentful or resistant. Actually, we were pleasantly surprised. After
the examiners got the initial "hang" of it, they were very canfortable with
the amount of structure provided and with the amount of documentation the
process generated. All fifteen oral examiners stuck closely to the rules,
as evidenced by the reliability figures.,
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We have since tried the high structure approach for a higher level job,
that of State Police Captain. Here the questions were primarily strategic
and administrative in nature, but again we had no trouble designing an
effective scoring system, and again the procedure was well-accepted by the
raters.

A direct test of the characteristics of high versus moderate structure were
built right into this exam process. Whereas the first eight questicns
followed a highly structured pattern, the last two ratings were juigmental
in nature. The last two questions dealt with the areas of work experience
and interests ard, atﬂaetdm,wefeltitbesttoallowﬂmesquuestions
to be scored by committee judgment.

matuefmmdwasthattheaverageintmelatimbememquestions 1
through 8 was only .24, which seems to indicate very low halo effect, if
any at all, However, the last two questions, which had no point deduction
scheme, correlated .75 with cne another.

Why is there such a great susceptibility to halo effect in an oral exam?
Webeneveﬂntitisbecausecuﬂidatesdomttmnjustmswerquestims
inanorale:m—theyalsotransnitawideva.rietyofsigmls. Although we
hope that our examiners are primarily influenced by the candidate's specific
answers to job-related questions, we lLave to recognize that examiners are
strongly influenced by many other signals—speed of response, woice tone,
steadiness of wvoice, nervousness, degree of eéye contact, posture, dress,
axﬂphysicalappearme-inslm,auﬂnsethim;swempewulbeigmred;

. Examiners also seem to Le influenced, in grading a
present question, by how well or how poorly the candidate has answered

previous questions.

We feel ﬂ'xathighstrucu:regreatlycurtailshaloeffect,axﬂfocusesﬂae
cral comittee back upcn the content of the candidate's responses, rather
than the candidate's style. The examiners are focused to indicate on their
scoresheet what kinds of concrete errors of amission and camuission the
candidate has made in answering the question.” This leads ‘directly to a

One other aspect of this process which we feel contributed greatly to the
reductimofhaloeffectisthepracticeofsccrhag candidates question by
question instead of factor by factor. We feel that requiring raters to
evaluate broad factors invites halo effect because it invites ratings based
on overall impressions. On the cther hand, requiring raters to evaluate
the candidates specific responses to each question reall' minimizes the
opportunity to inflate or deflate a rating based on glabal ipression.

One effective point of closure would be a direct camparison of the con-
struct- and criterion-related validity of this oral exam with its predeces-
sors. Unfortunately, we don't have that for you today. However, in a few
weeks we will have a chance to make a direct camparison--about 1,000
candidates examined by 8 committees using hig structure, versus 900
candidates examined by 8 committees in 1985 using moderate structure.
Perhaps that will be the subject of a paper at the 1987 IPMAAC Conference.
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Other positive effects:

*

Candidate feedback--more specific info than we have ever provide
before on why candidates didn't do well.

Capability to generate item analysis data. Since these exams are
scored question-by-question, it is possible to generate a printout
which shows the difficulty of each question; the extent to which it
spread out candidate responser; and its correlation to the other
questions asked. After such rigorous analysis, any question defects
should be spotted and corrected.

A defensible, competency-based passing point as required by the
Federal Uniform Guidelines and by the Joint Committee on Technical
Standards.

Note: Test had .10 adverse impact.

TAHLE 1 :
BOARD MEANS AND STANDARD DEVIATTONS

Mean S.D. N
Board 1 R4.46 6.83 120
Board 2 « 017 5.31 118
Board 3 84.72 5.73 114

BOARD RELIABILITY DATA

Average r between Alpha
raters Reliability
Board 1 .981 «996
Board 2 .930 .985
Board 3 935 .986
® % *
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Rais the Validity of the Oral Examination: The BOSS

Roger Davis, King County, Washington

In a mxch discussed and debated article this year Hunte. and Hunter provided
the results of their meta-analyses fr? a number of testicmtenfs and fonu::ts
used in employment settings, cover g among other topics ability testing,
job knowledge tests, assessment centers, and interviews. While many of the
meta-analysts' conclusions are enlightening, and same controversial, one
result they produced is samething specialists have believed for a long
time, that interviews typically have very low validity. Accoxding to the
Hunters the true validity of interviews is lit~le more than chance (r=.14).

Without arguing scme of the tenets of the School of Meta-Analysis, such as
the futility of small-sample criterion validity studies, or that the
variancefrantheirtmecmelatimcoefficientsvauchymfimmywr
local study is due to your error, the author of this paper finds and

Let me review quickly same cf the data on interview validity. 1In 1976,
Dennis Huect reviewed many primary interview validity studies, going back as
far as 1916. Huett failed to conduct his literature review as a meta~analy-
sis study, but he did itemize 51 separate validation studies in which over
53,649 pecple were covered by predictor/criteritn measures, The predictor
is always the same, interviewing. Where camparable valicity coefficients
were repcrted, the simple average validity was about .2,

Let me recount quickly three examples, In 1947, John Flanagan reported a
study of two groups of air force cadets. The combined sarple size was 632,
The job was pilot; the criteria were job performance ratings. For cne
group the validity of the selection interview was .06 and .13 far the other

group.

In 1960, Canpbell, Prien and Brailey reported an interview validation study
of 95 clerical trainees who were interviewed by trained professional
psychologists. The criteria were supervisory job performance ratings.
Result: r=-,.17. That's negative .17,

In 1969, Douglas Bray, cne of the founders of the assesmment center move-
ment, reported two ATT studies involving interviews by psychologists. The
criteria were assessment center ratings and 10-year salary progress. Bray
reports only that about two-thirds of the obtained correlations were
significant. For his sample sizes of 200 and 148 hires respectively,
statistical significance is reached between the .13 and .17 levels,

The results the Runters find for the quality of the interview are consistent
with the results found by Huett. The difference between the .14 they
reported and the higher .2 estimate could easily be accounted foar through
file drawer analysis and my deliberately rough estimation. I accept .14 as
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most likely the mean true validity of the interview proper, and of any
particular interview in the absence of evidence to the contrary.

Is there any evidence to the contrary?

Yes. There is positive evidence that the situational interview, is much
different. Here are ten studies:

STUDY AUTHOR JOB TITLE . CRITERIA r n
1 Davis Supervisor+  Job Perfommance . .41 30
2 Davis Supervisor+ Job Performance .37 11
3 Davis Pol. Off. Training Acad. .18 64
4 Latham Foremen+ Job Perfarmance .41 62
5 Latham Clerical Job Performance .47 29
6 Latham Linemen Job Performance .14 157
7 Latham Hrly. Wkrs. Job Performance .46 49
8 Latham iaborers Job Performance .33 36
9 Latham Laborers Job Performance .39 20

10 Davis Supervisor+ Jaob Performance. .25 22
weighted r=, 28
N=480
s.d.=11
weighted managerial r=.38
managerial n=125

This table does not pretgnd to be a meta-analysis; it is just a list of
small-scale studies. The correlations are not cnrrected for anything, as
the Meta-analysts' are. So when Hunter and Hunter reported a .14 for the
interview, that's about the limit of what can be said for that procedure.

Let's look at the situational data, and I'd like to pretend and play a
little bit with it for a moment. Notice the increase in the r form .14 to
.28, an increase in prediction of criterion variance from 2% to almost 8%,
whichintmisanimaseinpredictivepmerof:b:utwm, not by
doing any more measurements or more work, but just by changing the contents
of what we already planned to do anyway.

Let's notice that the increase in the standard deviation is proportional
with the increase in the correlatien. And the suggestion from this data
that an r=.39 could be cobtained using a situational interview about 1:6
times instead of 1:10,000.

And I also want us to consider the application of the technique in a
managerial setting., You can see fram this data that Latham was willing to
try this technique in some very unconventicnal settings, ‘and his worst
results ocacved with his largest sample, when he was using the situational
interview to hire linemen for a utility. In the same way the "worst®
results I've experienced with this technique came in hiring police officers.
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(However when coupled with a highly valid written test, and with the wo
rrocedures weighted raughly commensurate with their validity values, tie
multiple approached .9).

Wy would this variation of the interview procedure yield indications of
vastly superior results? In some informal remarks Jack Hunter suggested it
might be because the situational interview, in miniature, is an exercise of
broad analytic, problem-solving abilities. It is, in an cral format, an
abilities test--and fram "Alternative Predictors” we learn (if we had not
learned it earlier) that nothing predicts job performance like ability.
Not interest, nor college grades. Not references, nor persanality tests.
Not handwriting analysis, nor amount of education. Only (1) personal
achievement and (2) knowledge rival ability for predicting job suacss.

The primary similarity between the interview proper and the situational
interview is that both exercises are oral in natwre. From that camonality
the two rapidly depart from each other. And the differences are not
primarily in format but in content.

We can say of either kind of interview ihat it may or may not be standard-
ized/formatted/patterned/prescriptively documented/or "structured. "

No matter what temm we use, this is all the same thing. In my opinion none
of it adds validity to the interview prvocedure, nor does it absence neces-
sarily take away validity. "Structure" is a formalistic issue, but validity
is not structurally based—it is not formalistic in nature. Validity is
content-based. To improve the validity of a test, add more content to it;
or improve the content otherwise, such as by making the test content more
relevant to the cbjective, whether the objective is couse le ming or job
mastery or whatever.,

What sets apart the situational interview most from thz cammon interview is
content, their different contents. The main problem with the interview, as
I see it, is that we do not know what its content is. It can have content
anycne wants it to have, which is to say it “as no known content. Ability
tests, n the other hand, have content. Know Ledge tests have known content.
Assessment centers have the '.cwn content of social skills. The interview
proper has no known content other than perhaps "oral commumnications skills,"”
ard that is typically so poorly and improperly defined as to miss a dimen-
sion as fuadamer:al as listening skill and ability,

Situational interviews have known content as well. They derive their
content fram job analysis, usually the critical incident technique. They
pose problems about job-performance-related situations of choice and
judgment.  Solutions to these problems indicate reasoning, common sense,
job Jjudgment, problem=-solving ability, or whatever we want to call this
factor. whatever it is, scores on that dimension correlate mcderately with
other reliable, useful indicators of job performance and success.

Discussion of the content of the situaticnal interview brings me to my
specific topic today, what I have called the BOSS technique. BOSS is
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simply an acronym for Behavioral Observation ScaleS. Which is to say, the
evaluation criteria by which the cardidate responses to the given problems

are campared.

I do not think the distinguishing content of the situational interview lies
in the questions, or the problems as I prefer to call them, so much as in
the answers, that is, not the responses but the standardized answers found
in the scales for secring tlose responses. The key to this kind of intar-
viewing is the test key itself: The Behavioral Observations Sc:.les.

Where we need to start from is not what we want to say/ask the job candid-
ates, but what we want the candidates to say and us to hear. That is, it
seems to me we want to design our tests and exercises initially in tewms of
the information we want to get, not the probes we want to use. If the
iuowledye is not inportant, we don't want to ask about it. If the thinking
is not cxritical, we don't want to request it,

Knowing what our answers are, what the answers should be, is more important
than exactly har tie questions should go. To illustrate-—-

Youcmldspendapageoraphraseasld.ngthisgemofapmblen, and i¢
will all amount to about the same thing: "Your subordinate has been caming
to work late the last few days..."”

'I‘hereareallkixﬂsofwaysofdealimandnotdealmgwiththispmblaain
reality, and perhape three times as many ways of answering this question in
an interview. What I suggest we need to do as test-makers is know exactly
how we are going to evaluate the responses we are mopst likely to receive,

In BOSS scaling what we do is list an’ pre-evaluate all the examples of
responses to which we would want to give the highest credit, and all the
examples of responses to which we would want to give the lowest credit
possible. Sametimes we may also list intermediate levels of responses.
But the emphasis is on the Excellent level because that is the target level
of ability we are trying to identify and hire. We are ultimately not
—iterested in intermediate levels of relative ability, and are not trying
to be either as exact cr as certain at ranges lower than excellent, We do,
however, like to anchor the lowest level in a detailed fashion so that the
rating interviewers have a ciear idea of what constitutes the opposite of
excellence in the problem.

The judgment of the rating interviewers is confined to camparing what they
have heuard against the concretely and specifically detailed BOSS evaluation
criteria ard to discerning the proper balance of things when they have
heard a mix of answers and elements of answers in a candidate's response to
a given problem,

In this respect Latham's procedu.e is samewhat different from my own
technique. Ilatham's scaling involves limited benchmarking of the scale
points, ard he makes up for it with pre-testing and with additional inter-
viewer training. My technique involwves anticipating in more detail the
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likely responses and duvcumenting them in advance so that when they occur in
the interview rater error is minimized by the gowernance provided through
the BOSS criteria.

Thezxe is considerable opportunity for further research on the interview and
especially on the situational interview. But the promise and value of this
technique for evaluating job candidates clearly makes it cne of the supericr
rating procedures.
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Discussant's Camments
Joel P. Wiesen, Commorwealth of Massachusetts

When I evaluate exams in court, or teach industrial psychology, I say that
all exams =»ad all methods and systems for personnel selection must pass
mister in 5 .-eas. Let's lock at these first and then consider each of the
presentatici:: with respect to these and with respect to their specific
stated goals.

The five evaluative areas are:

. Practicality —-Will people use the exam?

. Reliability — Are the grades replicable? (This is required for
the exam to be valid.)

. validity — Does the exam predict job performance? Was the
development of professional caliber?

. Otility ~ What is the net monetary benefit of using the
exam?

. Legality/ERC --Is the oxam fair and are we likely to prevail
if challenged in court?
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Karen Duffy-Wallace znd Bruce Davey have given us a wonderful example of an
applied research program in a state perscnnel department. In 1984 they
found that, despite structure in the exam, their oral panels differed in
mean scores, standard deviation of the scores, KSAs emphasized and, most
importantly, validity. They set about to rectify this. Their new highly
structured approach maintains content validity while achieving wvery high
structure and reliability in grading.

Roger Davis developed an oral examining approach to managerial selection
using situaticnal interviewing and 11 BOSS scales. Two types of validity

evidence were presented, content and criterion related. It is always
comforting to see more than one line of validity evidence, with each
supporting the other. Roger is moving in the right direction: replacing
the traditional interview with a more precise examining system.

Jerry Davis focused on one small part of oral examining. He developed
training materials for oral raters including: a quide for oral raters, 2
videctape training films, training exercises, and a student (rater) manual.
Qe developed, these are relatively easy to use and the user acceptance is
high. No information was presented to allow an evaluation of the reliabi-
lity of the grades, nor the validity of the test nor the utility of the
selection process, nor the legality. However, Pennsylvania has extensive
documentation for these areas in a number of other publications.

We see here practitioners engaged in similar attempts to structure the oral
exam, both in grading and in administration. There were several other
presentations at the IPMAAC Conference which reported on similar efforts
(one by Janet McQuire comes to mind).

We assessment specialists need to share our techniques by publishing them.
These publications need to k% encugh detail so that others can use the
techniques as written, without reinventing the many and sophisticated
details of their applicatior.. Unless and until we do this, assessment will
be more of a craft learned at the hand of a senior person, or reinvented
many times, and less of a profession with a systematic bedy of knowledre.
But professional journals do not publish this type of work with the needed
detail. I think the IPMA Assessment Council is interested in helping
assessment specialists to do just this in several ways, through detoiled
presentations at the annual IPMAAC Conference, through workshops at the
Conference and during the year across the country, and through publications
of the details of specific examining techniques. I urge IPMAAC to publish
inmtﬁ:l ofsggal examining methods, including the types of methods described
session.
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SELECTED PAPERS (from various paper sessions)

Bow Accurate is Self-Assessment Data on Management Skill Dimensions?

Demnis Joiner, Dennis A. Joiner & Associates, Sacramento, CA

Qverview

In recent years, there has been a trend toward integrating self assesanent
campcnents into selection and promotion procedures. This paper

the results of research into how accurate an individual's self perceptions
are when selection and promotion are not potentially biasing factors.
Specifically, this presentation will look at the correlation between
participant and assessor ratings of participant performance in several
career development assessment center programs.

Each program in the study included a thorough job analysis, custom job-rel-
ated exercises, and an assessor training program ranging from 10 to 16
hours prior to assessment. In each arsessment center, participants were
provided with detailed definitions of the performance dimensions, including
ideal characteristics for each, copies of the assessor report forms (rating
sheets) for each exercise within which they would participate, and a brief
orientation on how to camplete the rating sheets. The orientation included
adescriptionofﬂ:eraﬁngscalevaluesandstressedﬂlatﬂaedataobtahed
would be valuable for detemmining how accurate their self perceptions were
Mmcurparedwithknvﬂ'eyareviehedinmesmsituatimsbyoﬂers
(the trained assessors).

In addition to campleting forms identical to those campleted by the asses=~
SOrs regarding their perfommance in each job simulation exercise, partici-
pants campleted an extensive self assessment form reqarding their level of
competence in the same dimension categories in general. That is, each
participant was asked to describe where they used the various management
skills in their everyday life (on and off the job) and then to respond to a
series of questions designed to determine their self-perceived level of
campetence in each skill area.

This paper presents the results of camparing the assessor ratings on each
dimension factor to the participant self ratings from the exercises as well
as from the skills inventory. The results of this analysis should be
valuable for selection specialists who have or are considering the use of
self assessment data as part of their examination processes. The results
should also be valuable to anyone who uses self assessment inventories as a
source of information for career development programs/decisions.
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The Study Design

Career development assessment centers were conducted in four different
public organizations: two at the state level and two at the local govern-
ment level (one county and cne city). Table I summarizes the crgarization,
assessor, participant, exercise and dimension characteristics of each of
the fowr career development programs.

In each of these assessment centers,
performance in three or four job-related exercises
for the level and target occupations identified in Table I.
centers were scheduled so that in each exercise,
evaluated each participant’

trained assesscrs evaluated participant

developed specifically
The assessment
two assesscrs independently
S performance. Further, each center was schedul-
ed so that each of the six to eight assessors evaluated

each of the partici-
pants in one of the three or four exercises.

Finally, the schedules

ensured that each assessor evaluated same participants in each type of
exercise.
LT N
ASSISIIENT CENTER CMARACTERISTICS
Organization A Orgenization 8 Orgenization C Orsanization 0

TYPE OF ORGANIZATION:
TARGET LEVEL OF ASSESSMENT CENTER:

PARTICIPANT LEVEL:

City, Law Enforcement
Top Manzgament

Niddle Menagement

State, Lavw Enfercement County, Pudlic Works

First Line Supervisor Division Chief

* (Senfer Civil Engineer)

First Line Supervisor

Asst/Assec Civil Engineer:

State, Nealth and Velfare

First Line Superviter

Journsy Leavel Analyst

PARTICIPANT SELECTION METHOD: Yeluntary Mandatory Velumtary (with Yeluntary/Lottary
oncouragement)
MNVBER OF PARTICIPARTS: (] 4 x ! ]

ASSESSORS:
LENGTN OF ASSESSOR TRAINING:

MRGER OF DIMENSIONS EVALUATED:

EXERCISES (%ee Koy Below):

Inside - 1/0utside - §

Prerceding Plus 8 Hours

il

Inside - O/0utside - 8 Insfda - O/Dutside - 8

Prereading Plus lz'houn Preveading Fluy 8§ Hours

1 1n

2 LW {8, 07, GR, MR

Emrcise kay

RP = Nole Play

WR = Written Roport

WP s Nritten Prodiem with o
Follow-up Oral Component

I8 = Inbasket
0P = Oral Presentation
QR = Growp Otscuss.on
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Each center included integration sessions one day after the cbservation of
eight-twelve participants in the exercises. During these sessions the
assessors integrated their initial perceptions of participant performance
focusing on the performance dimensions which were being assessed and
revised any of their initial numerical ratings they felt on reflection were
not appropriate. The assessors then developed overall recammendations to
assist each participant in their individual career development efforts
(i.e., no "overall score" was assigned).

Behavioral Dimensions

Written Communication Skills*

Oral Camunication Skills
Decision-Making Skills

Ability to Analyze and Solve Problems
Planning and Organization

Awareness of Political and Social Ramifications**
Management Control Skills

Leadership Skills

Interpersonal Sensitivity Skills
Flexibility

Composure and Self Control

*All the dimensions were defined similar to this one.
**This dimension was not assessed in Organization D,

At the begimning of each center, the participants were provided with blank
assessor report forms for each exercise, identical to those which would be
capleted by the assessors. They were also provided with detailed defini-
tions and a list of ideal characteristics for each of the performance
factors (dimensions) being measured. Finally, the participants were
oriented to the 7-point rating scale which would be used in campleting the
assessor report forms. This orientation stressed the importance of each
participant being as cbjective as possible in camwpleting their self evalua-
tions, the goal being to see how consistent their self evaluation sceres
muldbewhenarrayednexttoaxﬁcmparedwiththescores assigned by the
assessors for their performance in the same situations (exercises) on the
same performance dimensions. ‘

The participants were instructed to canplete the evaluations (assessor
report formg) immediately after each exercise. In all programs the forms
were campleted kefore performance feedback was provided to the participants.

Overall Assesnor-Self Correlations
—_— TToiur Toelt Lorrelations

Table II illustratas the overall dimension carrelations cbtained and their
levels of significarnce for each of the four programs. These correlation
coefficients were obtained by camputing the relationship of all self
produced average dimension scores to the assessor produced dimension
averages for each participant on each dimension. The dimension averages
were cbtained by averaging the scores assigned for each dimension across
all exarcises where the dimension was measured (i.e., assessors were not
asked to came to a consensus by dimension across exarcises) .
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TABLE II

Overall Assesscr-Self Correlations
By Organization for All Dimensions

Assessor Participant
Organization N Mean S.D. Mean S.D. r t P
A 88 3.925 .898 4.507 .695 =,011 .110 .877
B 495 3,726 ,985 4,292 ,779 .373 8.790 .000
C 242 3,033 1.159 3.424 .964 .391 6.582 .000
D 240 2,807 1.450 3.160 1,193 .465 8.119 .000
Comparison to a Selection Center

For a camparison between the correlations cbtained fram these four career
development programs with the correlations obtained in an assessment center
conducted for prawticnal purposes, 17 Police Se.veants campeting in an
assessment center process designed for the target ::vel of Police Lieutenant
were asked to assist with this research. The promwciional assessment center
utilized four custom content exercises (Group, Inbasket, Oral Presentation
and a Written Problem with an oral component to present and justify the
written product); eight outside assessors were used and eight cammon
management performance dimensions were evaluated., The instructions given
to the 17 Police Lieutenant candidates were as follows:

Voluntary Research Survey

Candidate ID#

"Please help us with a research project. The goal of this research is
to determine how accurately individuals can assess and predict how
they have been evaluated on management performance dimensions. On the
line to the left of each dimension listed below, please indicate the
scCre you believe you averaged in the assessment center exercises
today. The rating scale runs from 0-6 and is defined on the reverse
side of this sheet,

This is an anonymous survey. The individual scores on this form will
not be told to anyone., We are interested in the average correlation
across all participants. However, in order to campare the self-pred-
icted scores with the actual scores received fram the assessors, we
need your Candidate ID# at the top of the form."

Camputing assessor-self rating correlations using the same computations
which produced the data illustrated in Table II resulted in the following:

N=136 cases; Assessor Mean= 3,073; SD=.999; Cardidate Mean=4,452;
SD=1,146; r=.068, t=.794; p=.434
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Assessor and Self Correlations with Self Assessment Inventory

In addition to the assessor report forms, each participant campleted a Self
Assessment Skills Inventory (SASL). This inventory, which required approxi-
mately 2-2 1/2 hours to camplete, asked participants to respond to a series
of questions requiring the performance dimensions being evaluated, For
each dimension, participants were asked to describe five activities they
had been involved in recently which required use of skills related to the
dimension. Using a 7-point scale with each point defined, they were asked
to describe, (1) how hard it was to think of the five examples and how (2)
comfortable, (3) confident, and (4) competent they felt when performing
taskswhichrequ.i.reuseofs&illsint!ndimnsionarea. The responses to
thesefowquestionswerethenaveragedtoobtainaSASIscore for each
dimension '

In the assessment centers for Organizations A,B, and D, these inventories
vere campleted during the process. Organization C required participants to
camplete the inventory prior to the assessment center.

the exercises and SASI ratings for all dimensions for all participants and
the correlations between self ratings from the exercises and SAST ratings
for all dimensions.

TABLE III
ASR-SAST SELF-SASI SAST
Organization N r t R r ¢t B ME2AN SD
A 88 .337 3.323 .001 .104 .976 .333  4.213 <717
B 495  .151 3.410 .001 .3859.110 .000  4.253 .878
C 242,024 .374 .708 .150 3.003 .003  3.623 1.129
D 230  .442 7.457 000 .327 5.228 .000 3.773 .878

Individual Dimension Correlations

In career development programs, the usual focus is on identifying specific
areas (dimensions) within which to focus individual and/or organizaticnal
career develomment. or training efforts. To determine whether participants

Table IV summarizes the correlation coefficients obtained by dimension
which illustrates *he Assessor-Self, Assessor-SASI and Self-SAST relation-
ships.
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Table 1V

Individual Dimension Correlations
Organizations B (N=45) and D (N=24)

Crganization 8 Organization D

BEHAVIORAL DIMENSIONS ASR/SELF ASR/SAS! SELF/SASI  ASR/SELF ASR/SASI SELF/SASI
wWritten Communication A12v 324 . 584t .237 517¢ .199
Oral Communication .309* «200 « 349" .459* 375 .438*
Degision Making A3 044 < 359 411* “o439* 355
Analyze/Solve Problems .385%* 012 .279 507¢ S43%* L3236
Planning/Organization A6 240 5157 624 AT .291
e e Seste! T
Management Control «363* <338 57184 o654 526 4ag*
Interpersonal

Sensitivity . 345% .092 AE8T . 355 517* 0877
Plexibility 317 .000 <3457 .558% 4350 357
Composure/Self Control 3920 .187 .327* 258 «390 .388
* < .05

" < .0l

-y
(<
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Correlations By Exercise

In recent years the perscnnel assessment field has acknowledged that in
assessment centers we are not measuring skills by dimension. Rather, we
are msasuring skills by dimension within a specific aituational context.
For example, in a career development assessment center we do not discover
or report that a person is low on interperscnal skills. Rather, in provid-
ing feedback we might say "You demonstrated only a small amount of inter-
personal sensitivity in the group setting.” Individuals can and do often
score at different ends of the rating scale on the same dimension in two
different types of exercises.

y Table V presents the results of cawputing correlation coefficients for

. assessor .l self ratings by exarcises for Organizations B and D. The
dimension scores for each exercise were totaled and averaged to obtain an
exercise average as illustrated ocn Attachment C (the Participant Score

’ Profile). These exercises averages were used to camute the correlations
between assesscr and self ratings by exercise.

TAHLE V
cmenmmm@mwmmmmbyw

Organization B
ASSESSOR PARTICIPANT

Exercise N MEAN (SD) MEAN (SD) r : )]
Role Pay 44  3.742 (L,74)  4.468 (.694) 197 1.308  .195
Group 44 3,469 (1.398) 4.209 (.793) .635 5.334 .000
Oral Pres. 44  4.055 (.870)  4.657 (.742) .269  1.812 .073

Written Prob. 44 3.596 (1.114) 4,605 (.826) .404 2.866 .006

Organization D

Role Play 24 3.052 (1.410) 3.178 (1.103) .594 3.465 .002
Group 24 2.759 (1.663) 3.276 (1.058) .435 2.269 1,031
Inbasket 24 2,392 (1.667) 2.927 (1.412) .63l 3.824 .001
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Correlations by Total Performance

When assessment centers are used for selection and pramotion purposes, the
participant's total performance in the process is used as an indicator of
potential for success at the target level. Using total of dimension scores
as total or overall performance, ae final correlation coefficient was
computed for both Organizations A and B using assessor and self data.
Table VI provides these data.

TABLE VI
Total of Dimension Scores Assessor-Self Correlations

Orcanization B (N=44) Organization D (N=24)
r t B r t <4
513 3.874  .000 595 3.480 .002

Brio{: Summary - What Do These Data Suggest?

These data suggest that there is a positive relaticnship in career develop~
ment oriented assessment center programs between self ratings on self
assessment inventories and on the exercises when campared to the ratings
assigned by experienced managers working as trained assessors. This
positive relationship is not a strong positive relationship. In fact,
inspection of the raw data for all four assesament centers produces cases
of extreme over and under-rating by self raters when campared to the
assessor ratings on the same dimensior.a.

Overall, there seems to be sufficiently high correlations for the majority
of participants to see and understand the perspective of the assessors when
provided with the narrative descriptions which are provided with the
performance scores in feedback. On the other hand, if cne assumes that the
trained assessors with more management experience are producing more
accurate evaluations than the self raters, then same serious questions must
be raised regarding the use of self assessments as the sole source of
infommaticn upon which to base career develoraent programs, as is quite
often done. Even more questiocnable, would be the use of gelf assessment 4as
a weighted factor in a promotion or selection process.

These data also provide further support for the often replicated (in recent
years) finding that we are not measuring eight to twelve discrete dimensions
across a number of exercises as mich as we are measuring overall performance
within exercise situations., This is supported by the higher correlations
obtained when correlating assessor and self ratings by exercise. It
appears that despite requiring raters to provide narrative caments to
articulate, explain and justify the scores thew assign by dimension, the
situational context or overall problem bein dealt with is the major
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determinant of a participant's scores. The message here for selection
specialists and career development specialists alike is that as much
importance should be put on the exercises developed as on the specific
dimensions which are measured, In other words, we should not develop or
use off-the-shelf exercises which we believe are going to give a good
measure of the dimensions determined to be important for success on the
job, unless they also are fairly accurate similations of the most important
andfreqmntlyperfonnedtaskscractivitiesmemuldhavetoperfomm
the target job/classification.

This study ﬁmndtlmtthecorrelatimsbetwemselfratingsarﬂassessor
ratings are higher in the career development programs than in the (control)
assessment center being used as the ranking camponent in a pranwotional
examination process. Further, the mean self ratings assigned in the career
development programs are lmrmﬁcbsertottemanntingsassignedby
the assessors. These trends are further supported by the results obtained
in Organization A where in addition to individual career develcgment the
other major stated cbjective of the program was succession planning.,

Limitations of the Data
The most important limitations of the conclusions reached in this paper are

the small sample sizes. The trends identified are important if they
contimue to emexge through further replication.

Acknowl adgement:
The author would like to express sincere appreciation to Phil Carlin of

Real Time Technologies based in Tucson, Arizona for his assistance in
camputing all data contained in this paper,

An Examination of Clerical Selection Procedures
—_— e 0. aical Selecuion Procedures
Terry S. McKimmey, Emwployment Services Division, City of pPhoenix, Az

INTRODUCTION

The successful recruitment and the selection of entry-level clerical
employees is critical to the efficiency of any organization, This is
especially true with the City of Phoenix. The citizen-taxpayer's first
contact whether in person or on the phone, with most departments, is
normally with a clerical support employee.
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In recent years, there has been imx 1sing concern over the quality of
individuals entering City service and/or the adequacy of the selection
tools used by the City of Phoenix Personnel Department. In an actempt to
address the many concerns, the Personnel Department developed a question-
naire to survey the opinions of the users of eligible lists provided ior
entry-level clerical positions. 2Approximately 150 questicnnaires were sent
out to various City departments. The survey technique was to utilize the
Personnel Officer as a contact point in those departments that had Personnel
Officers. For other departments, the membership list of SHARE (Secretaries
Helping Administrators Realize Expectations) was utilized, Fifty-five
usable questionnaires were returned by the deadline.

Editors Note: A more recent, but similar study entitled "A Survey of
Foreman Selection Procedures" was done by the Personnel
Department of the City of Phoenix. A questionnaire was
developed to survey the users of eligible lists provided
for entry-level field supervisory positions, defined as
positionsinwhichonedirectsac:reworagmupofmitl
or Unit 2 employees. A number of recommendations were
made, most notably that additional improvements in the
selection system need to be a continuing pricrity of the
City's personnel department. Due to limited space, this
study is not to be included in the Proceedings.

This report discusses the findings in the survey itself and identifies a
nurber of recammendations to improve the quality of the City's entry-level
selection procedures,

Part One

The first item on the survey dealt with how frequently respondents utilized
our eligible lists, The data indicated that the average individual respond-
ent had used our eligible list an average of 2.2 times in the last year.
This relatively low rate of using the eligible list indicates that most of

utilized cur eligible list in the past year. Thirty percent had used it
once and 28% had used it twice with 18% using it three times. One individ-
ual respandent had utilized the list 14 times in the past year.

One concern of the City's personnel department is always the timeliness of
the response to cperating departments in providing an eligible list., The
survey results indicated that 73% of the respondents received an eligible
list within one week of their request. In general, a week's turnaraund
time to cbtain an eligible list can be considered a timely response.

Departments have an opportunity to visit the Perscnnel Department to review
the hard copy of the application. The survey indicated that approximately
68% of the respondents did take advantage of this opportunity to review the
application. Thirty-two percent did not.
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For those individuais that reviewed the eligible l.st (N=36) , data was
collected as to the major elements looked for. It is significant that 71%
of the respondents indicated they looked for the level or experience of the
applicants including such things as complexity of jobs held, ete. Thirty=-
four percent of the respondents locked at job history, length of employment,
reascn for leaving, etc. Ten percent reviewed the applicant's training and
experience. These are all relevant and job related factors to review in
determining who to interview off tha eligible list.

Only 1 respondent indicated that he/she locked at the test sccre. This low
rate in tems of examining test scores would indicate that hiring cfficials
ei‘er find that ocur tests are relatively meaningless or lack an awareness
as to the utility of test scores and the formatting of ocur eligible list.
Additionally, it is surprising and disappointing to find that 9% of the
respandents indicated they attempted to identif - personality traits from
the application. Inferences were this mad. about such constructs as
adaptability, etc. This is probably not an appropriate conclusion or
inference to draw from the application.

Results show that 558 of the respondents felt that many or most of the
individuals were no longer available for wr—k when contacted. This ic an
alarmingly high rate and indicates that our eligible lists are not up +o
date,

The respondents indicated that they interviewed an average of 7 applicants
to fill a particular vacancy. 'memmberofindivid!.\alsinte.rviewedranged
franalwothoahighoprervacamy.

The next section of the survey asked the respondents to indicate the
relative skill or quality of the individuals they have interviewed off the
eligible list in a number of different categories. Same of these results
indicate significant areas for training needs while cothers indicate areas
wierc our testing mighc be improved. Samewhat disappointing to the Person-
nelDeparﬂmtwasthefactinmnyareasnoneofthezespordents felt that
ourapplicantsmreexcellentandinmlytmareas, did more people rate
the applicants as excellent than did unacceptable. These were telephane
skills and in ability to operate office equipment (generally defined as
equipment such as photo copiers, etc.).

tests for our entry-level positims. Seventy-nine percent of the respond-
ents indicated they currently administer their own typing test for these
entry-level positions. Seventy-six percent felt that the Personnel Depart-
ment should administer a typing test. This clearly indicates that the
hiring officials surveyed view typing skills as a very important factor and
while they are currently administering their own test, wou'd prefer that
this be done by the City's Personnel Department,
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Respondents wexz asked if the City's current proc~dures were oroviding good
quality candidates. Forty-six percent of the respondents were generally
satisfied while 54% were not. This again clearly irdicates that scme
modifications to the current process are necessary in order to provide and

to meet the needs of the operating departments,

The survey indicated that approxdimately 8% of the respondents felt that
applicants are better today than they were 3 years ago while 35% have
thought there has been a decrease in quality of applicants.

Part Two

Sare of the recamendations that follow are based on the survey. Others
are based on discussions that have been conducted with hiring officials,
members of the SHARE, and Personnzl Department staff. It is recognized
that many of these recommendations are bayond the scope of the Personnel
Department or any individual deopartment to implement. Due to the fact that
a large mmber of respondent? fclt that the availability of applicants was
still a problem, it is sugg»sted that the Perscnnel Department explore the
possibility if increasing the frequency of testing to three or four times
per year,

In reference to advertising entry-level clerical positions, it is recommend-
ed that a display ad be used and that greater emphasis be given to the
benefits of working for the City in terms of the career opportunities for
those that join us at the entry-level clerical position. Since many
positions witb the City are limited to0 a promotional basis, it is to the
City's benefit to attract individuals at the entry-level who have the
skills and the ambition to move upward in the organization.

Since a large numher of respondents felt that our current eligibles are
deficient in a rumber of significant skill areas, Perscnnel should explare
the possibility of direct recruiting through the clerical blocks at same of
the schools and/or business colleges. Applicants from these areas, while
they may have limited "hands on" experience, cuuld be expected to have very
high technical skills in the area of typing, etc.: Perhaps the use of a
working title may improve recruitment as such titles may be nore attractive
to potential applicants than do the traditional titles,

It is further suggested that a supplemental self certification ke added to
the applicaticn process. While self certification of typing skills is far
less accurate than a skill test, this would at least add same information
as to speed and error rate.

Those areas of the survey that had a higher rate of ™unacceptable" such an
proofreading ability, grammar, wvocabulary, and punctuation should be
reviewed by Personnel in temms of testing. The amount of the test related
to these areas should be increased.

Those areas of the survey that had a low rate of "good" or “excellent" may
be priority areas when training of current employees is needed. It is
suggestad that SHARE and Value Management examine this possibility.
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Another option would be a suggestion to utilize the City's "trainee" or
"noncanpetitive promotional™ procedure. Individuals would be hired into
the entry-level or trainee class. I'pon completion of a conpetency based
training program, individuals could be promoted to target journey level
class.

If the plamned follow-up research is favorable with entry-level klue collar
classifications, it is suggested that the Worker Opinion Questionnaire
(WOQ) type tool be modified and "tried out" as part of the selection
process for entry-level clerical positicns.

It is clear from the survey that scme users of our eligible lists lack
correct information as to how names are ordered or the list and also on
information available (and its proper use) on the arwlication form, It
is recomended that the placement section of Yersennel work with the
Persomel Officers and the EBO function to prepare the needad educaticnal
material.

A Program for Certification of the Campetency of Personnel Professionals
William Maier, Colorado Personnel Department, Denver, Colxade

Background

The State of Coloradn is one of two states with Constitutional requirements
for a State persomnel system. BesidesmakingPersomelmeoftbetmrty
major Departments of the State, the Constitu*ion mandates that "Appointments
and pramotions to offices and amployments in the personnel system of the
stateshallbemdeaccordirgtoneritamifitness, to be ascertained by
capetitive tests of competence.” This constitutional requirement for
"campetitive tests of competence" provides the basis for a diversified
testing program concerned with test quality and validity.

Colorado's testing program requires by rule and procedure that each newly
developea exam be based on a job analysis. Many types of exams are typic-
ally used in conpensatory and non-campensatory examination plans., These
include three types of ratings of training and experience, structured oral
boards, role plays, written essays, written multiple choice exams, assess-
ment centers, physical agility exams and other types of performance exams.
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Part of the philosophy of decentralization to operating agencies was a
mandate that only agencies who have certified personnelists may be decentra-
lized for the areas in which certification exists. Personnel certification
of individuals, post audit of cperaticns and appeals allow us to manage the
decentralized system.

The personnel certification program is the newest of these three methods of
managing the technical conmpetence in a decentralized envircrment. It wus
implemented in the beginning of the 1986 calendar year. So far we have
developed the training courses and the written multiple choice campetency
exams for 5 areas. These include selection, classitication, performance
appraisal, affirmative action and personnel rules. Selection and classifi-
cation certification are only at the first level this year. The second
level will be developed for implementation next year.

Levels of Certification

The level concept of certification was designed to tailor the amount of
training and testing to the needs of each agency and individual. Small
agencies which typically do limited testing may require only first level
certification which allows the person to do the minimum set of activities
necessary for siiple test development and administration. A large agency
which uses a number of sophisticated devices such as multiple choice
examinations or assessment centers may need a person certified at a2 level
III in selection.

The £first level is characterized as "ccokbook" the seconi as *working
level” and the third as "advanced professional.” Permitted activities
range from developing examination plans and u_.s% written multiple choice
examinations at the first level to doing cxriterion-related validity studies
and developing written multiple chocice examination at the third level.

Examinations

The examinations for the first level of selection functions are all multiple
choice and based on a content domain for the module entitled "Elementary
Principles of Selection and Job Analysis."

The content &main for the written tests was specifically defined using a
reading list and is divided into seven modules:

1) Elementary Pr:naciples of Selection and Job Analysis

2) Examination i1

3) Use of Written Gbjective Tests

4} Development of Oral Board Examinations

5) Development of Checklist Ratings of Training and Experience
6) Examination Admini:tration

7) Legal and Professional Standards
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Individuals may take all ﬂietestsatonedmandtrmtaketrairﬁ.ngfor
those which they fail or they may take the training followed by the test,
Other areas such as classification elected to give a single test and
training session. The seven tests for selection contain between 50 and 85
items each. The classification test is 180 items in length and the other
areas run from 50 to 100 items each.

To be certified in the first level of selection, individuals must pass all
seven selection modules, Pass points for each of the certification tests
were set using Nedelski's method. As many of you know the Nedelski method
requires subject matter experts to judge whether or not a minimally campet-
ent person might ‘not be able o eliminate a distractor. The probability of
a minimally conpetent individualget!:.ingtheitanmectisequaltome
divided by the mumber of plausible answers, i.e., the correct answer plus
the number which the minimally campetent irdividual could not eliminate,
The zum of these will be the pass point., Of the 344 tests taken so far in
all areas, 28) pecple passed for a pass rate of 818.

Although we recognized that knowledge of the area was necessary ut not
sufficient to dercnstrate campetence, we decided not to do a performance
examthefirstyearbecmseofthela:genmberofworldngparsauelists
who must be certified. A perfoomance exam would be administered tn each
individual rather than on an assembled basis. We intend to form a p' - ‘es=
sional standards certifications. This camittee will decide whether or not
to go to a performance exam next year,

Training
'metrajnmgpmgranforselectimlevelIisdividedintoﬂ)esmseven
modulesasthetestsandrequideto4sssimsoffmho\xseach. We

ranmesessioneachwe&inthehcpethatspreadﬁxgthecourse@will
allowpeopletodevutemoretimetolearxﬁ.ng.

Problems and Results

to be that the most coampetent pecple in each field were generally supportive
of the idea. They had seen same real problems as a result of the loss of
technical conpetence, Whey they took the tests and had no trouble passing,

their support for the program grew.,
We do not yet know what will hampen if a decentralized agency does not have
a certified individual at the end of this year., At that point, they will

not be able to sign-off on the creation of eligible lists or job awiits.
We are hoping all decentralized agencies will have a certified professional.
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All but one of twenty agencies decentralized in examinations have partici-
pated in the first testing and training. Six agencies already have at least
one individual certified in selection.

The program appears to be increasing the quality of the work done in
selection. In the future, we will be able to compare the quality of tests
developed before implementation of the ceitification program with those
developed after its implementation through the quality review part of our
post audit program. We currently have no cbjective measure of a change in
quality, but we are getting more questions about devel ping quality tests
and there is more concern expressed about how good a test is. We believe
this program is increasing a sense of professicnalisn and is the corner
stone of the management of a decentralized perscnnel system.

Note: Additional materials related to this article are not included due to
space limitations may ke available fram the author.
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. for fire AepartMENtS ..vieeeececcecceoansscscccnsansess 111=115
IN=bASKRE EXBLCISES «ceeeerenroncnsecesooocsnsnnenennss 46-49
JOD ANALYSLS cieeereriittieecercesecevornncescesvesasss 111112
multiple choice in-basket exercises (See in-basket
exercises)
Planning Of cccceeeeiersceceensecssasecsccessconnsccsss 111=115
pooling of assesSOr JUGKMENES .veevevcaceccoconcnonases 28=31
SELE ABSESEMENE tuveieeeeceacecececcccccocososceenneons 158-167
mzﬂs fOI' © 000000000000 00000000000000000c0coc o8 00S S 31-34
Assessors
choice of (See Assessment Centers - choice of assessors)
training (See Assessment Centers - assessor training)
o o R 52=59
CAMPATISON Of FALES seeeieeccccceccncccossscsccennsasss 53
XAMINALIiON SEALUS tevvieeeertecceccsnonescsccococsesas 54=55
frequency of $0000sesceesessssescssssscescsseccnnsseses 52=59
SLE@SE ciceccercctetecsstscctssscccccscnccnssccconncess 56=57
BOSS = See Behavioral Observation Scales
Behavioral Anchors ~ (See Performance appraisal)
Behavioral Dimensions - (See Self Assessment)
Behavioral Observation Scales ©eeert10c00s0secssssssssssscese 155=157
Biodata ©escescsseccscrtctsscsceccscsescsssstescsscssccseses 49=52
definition of ®seesscecccssccctssencsssssssssessevesses 50
use in persomiel selection (See Personnel Selection)
mtstramirg $ 00 000000000000 00¢000000000000000000000000000 83"'87
P multiple regression P - . 1o - T
validity (See Validity and Bootstrapping)
Certiiication of Perscrnel Professicnals cecsesssssesscessse 171-174
a em‘imtims ©0000003000000000000000c000000c00s0000000o0 172-173
levels of P & 7.
Civil Service Examinations -
administration Yeeetsseececesscencrscsassccsssssascsess 117-120
eligible lists (See personnel selection)




Clerical Selection
(See personnel selecticn)
(See work samples tests)
Coamputer Assisted Proctoring
(See Microcamputer administered testing)
Differential Prediction .cccececnscsccscscecccascssssnssnnas
Discrimination
sex (See sex-role stereotypes and sex discrimination)
Drawing performance tests (See personnel selection)
eMPloyee USE Of cicveeecscccsccccscscsscasssscscsncnnns
extent Of Problem ..cccececcacccscccccsccacscsccsssasss

industry’'s FeHPONSe ...ccceceesccsceccccccsccsssncacens

tmmm mm 0 s 00000000000 O OSSOSO OSOEOSEOSEOSNOSOEOEESTOEOSITPOINONEOOS
mmms 00 0 0000 OO COOOOOROCEOEOEOOOOOOIOEOEOEOOIOEEOOEEOEONOEOEEOEOEOEOEOEO

Eligible Lists
(See personnel selection)
Examinations
(See civil service examinations)
(See personnel selection)
(See pramwtiocns-development and evaluation of examina-
tion process for)
Guidelines
(See EEOC Guidelines)
mms ® 0 0000 00 O0O OO0 000000000 0000 OO0 00O OOOOOOOSOASSS OOOSOORSS
m sum .....................’.................
mation ® 0 00 0000 00000000000 OSSO OOOOSNOSOSIOOSIEESSOSOEEOSEPOSOOSEOSECTOESEOSEEPOPOSTOETS
hmrmbt L A B B B B AN I N N N N N N B N NN NN NN NN NN NN NN NN NNYYEY XX
IPMAAC
amm 0 0000 00000000 OO 0P 0000000000000 OOOSOSSOCEOSECOOSEOSOES
amaf&l L B BN B B N ® 0 00 0000 U OO OO 00O OLOOSOSOOSOOONONES OONCSES
emmmt ® 000 000000 0000 0000 00 0000000 PO0OOOOSOSEOCOSEOOOES
mtlxe ® 00 0000 00000000000 0000000000000 OO OOSOSS OSSOSO OSRSSE SO TPSES
mmw LR L BN B B B AN BN N B N N N N NN NN N NN NN NN NN NN N NN NN NN NN NN NNENN)
major ACCOMPliSIMentS ..ceeececccccscccsacsccsscscscccs
Interest Inwentories
(See wocational interest inventory)
Interviews
(See situational interviews)
Job Dimension
(See Performance Appraisal)
Kmowmmss ® 000000 0000000000 000000 O OSSOSO ORSESE SONOSNESE OSSOSO POITVYOE
mjw amJ.YSiS mmime ® 0 00 0000000 OO0 0000 OSSO OSOSPOSSES SO
mm‘td Mm @0 00 00 00 000000 0AaRe OO0 OO0 OO OOOOS OSSO OOOEOES SOEOSOSES
Mental Bygiene Therapy Aides
bwmm L BN BN B BN BN BN BN BN BN B RN BN BN BN BN B RN BN NN AN N N BN N NN NNNNENNENN]
wme mlmt"m ® 00000000 000000 C OSSOSO SIOSOEOSEOS OSSOSO
selection (See personnel selection)
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24=25
103-104

38-40
38=40
38

38-40
39-40
20-28

101-104
101-102
102
103

10

8-18

°-10
2,7,13=18
8=12
11-12

19-28
60-62
116-117,120

49-52
31=52

49-50



Merit Systems

PYODLEMS o uteeunenaneoossoccecnsnseeer cnsoccnncesssenes

Microcomputer Administered Testing S
AAVANEAGES .. iuvrennererorecenseocncennneoscssonsnnnnss
COBL B eCtiVENeSS t.vviieeeereenencnceceocenesaeancnes
COUNBeling And iNtAKE «eeeeeeseececccecceo ooeeneannves
Mnuges Q.....Q................OOOOOOOQ.......OO.
feedback

teSt SCOXING .ueiieecrrseeeeccececsaseecncoscocnsennaes
vocaticnal interest inventory (See perscnnel selecticn)

Oral EXAMINALIONS «iceerseescecnccccccacossccoscacsnsssnness
EVALUALION OFf oueiunrercccrccceccnccassccccoccoooasans
eXAMINEr traININg ..veeeeceeccescaceseccocaceesesnessss
T
SEIUCEULE . .iicceceennoncccceccoccacancacscccascccnoness

Passing POINES teeeuieiereninrooencceencencncncennseccennean,
AQVRLSE IMDACE t.evveeneaasentencaccnconsencnonoenansss
factors Affecting ...iiciccececcceecenceccncccconnveaes
methods of Jetermining

mmff .......O.Q............Q......QQ.....Q.Q......

traditional L.iieveeiniercceceeniencccecccnccscnnnes

Fellability ciueiierneenteecccnccnscencceconcasonannses
VALIAIEY teceeeeneeeraencocceceecnnsoncenconcnvecannnas

Performance Appraisal
behavioral ANChOZS ceuveereeeeeecencescescccononsansnns
CuLTENt 1SBULS .uvivunnecorecoenssesasesncoccncecasnnss
definition of T
evaluation of approaches ceecsccecstccctccscesccsenness
future trends Se0cctccerssccttescrsscesssceceasssensen e
historical review L
job dimensions ®e000cecccecttcncccssscestasesecsesccnes
PEOMOELONS tieetteennaseeeecoseasencococncocasnneennns
selection (See personnel selection)

Persornel Assessment
future of ®eesesscsestecececsstessecscsasescescesenne e
management positions (See assessment centers)

Persomel Selecticn
bicdata PPt eeets et ettt scesceceatctetesceenteseencens
clerical POSItioNS civeveesescecccscccncscnccnonnennns.
drafters T
drawing performance tests B T
eligible lists Sececseescescestrccesessceccasesseenecn.s

lawe organizations .Q...Q..............Q.....\ oCO® 00000
management positicns (See assessment centers)

mental hygieie therapy aides Seeecsssseuccsccscsccnccnce
mlice ﬁsmmers ........Q.Q..................Q.Q....
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185

115-117,120
138-148

142

137

135

142

136

138-143
135-136

136

148=132
157-158
149
150-152
148-152
87-93
90
88~-89

92
92
90-~51
89
88

121=-122
72~81
72=73
72-82
71=72
71=72
121-122
125-129

2=7

49-52

167-171

83-87

84-86

117-120,168-
169,171

104-108

49-52
52=59



Personnel Selection (con't)
Sanitation WOXKers c.ccccecscssccccsccccccsasccccecasss 108=111
UsSe ANV cececvcccoccecscsccssscsccssscssscsccsccscces 104=108
vocational intereSt iNVENtOrY c.c.ceececscsccccccccessss 143-148
PWSical Abilities Tests 5 0000 000000000000000000000000G0OGOGES 108‘111
large-scale administ cation ..ceeesececceccccccsassesces 108=111
sanitation worker (See personnel selection)
Police Dispatcher
Job PerceptionS ..cvceeeicececcscsscsccccccccscccanoasce 56=57
selection (See personnel selection)
StXES8 ..vteecccccsstrstscsscsscsccscsssscccscccscssces 56=57
training enVIXroment ...cccceeccccsscccccscssscccnsscss 56
Pooling of assessor judgment.
(See ussessment centers)
Presidential AGAYESS seeeseesscssccesccccccssccsessvasssasas 17
Pramotions
devaelopment and evaluation of examination process ..... 124-134
Rank Qrder COrrelationS ...eeeeescecccecscccccscscoscscssaecs 63=70
Ranking
availability effectS c.cceeecescccccccroccccsssccnscaces 67
Rating Reliability
in=basket eXerciSes ....cceescccececcesssccsscsssccncnns GO0E2
performance appraisal (See performance appraisal)
Sun Francisco Civil Sexrvice SyStemM ...cveeececececsssscsssse 115=120
Scoring
CUL=OLL SCOZEE ccccereseccncecsscrccccssscccnnnscannen 25=26
work sample tests (See work sample tests)
SeLf-ASE@SEMENT ..coeessseccsccoccccccecocssscsccccssssanss 159=167
assessment centers (See assessment senters)
Sex Discrimination
(See sex-role stereotyping and sex discrimination)
Sex~Role SterectyPing ..cccecceeccsccccescescncocccccssssnse 94=101
Sex discrinminAticn ceeeeeccccceccscccccacecsccccncasssss 94=101
Situational INtEYVIEeW ..ccececcescecscencoccsccsssnssnsnssos 153=157
Strenth and Agility Tests (See physical abilities tests)
Training
assessors
(See assesument centers)
certification
(See certification of perscnnel professicnals)
future job pPerfOrMANCE ..c.ccecccsccceccssccssscsaceess 105-107
mental hygiene therapy aides
(See mental hygiene therapy aides)
U.S. Army (See persannel selection)
Validity
bOOtStrappirg 0000000000000 0000000t 000000000000000000080 84-86
mﬂtions 2000000000000 0¢0000000000.00000000000000 60‘62
generalization .c.cececsscscccccenccceccccsccccascenees 25
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Validity (con't)
methodology of large-szcale validation procedure .......
passing point (See passing points)
Vocaticnal Interest Inventory (See personnel selection)
reu&ility ........0..........................O.......
‘bﬁt Sm’ple Tests 000000000000 00006000600006000000000000000 0000
error weighted ...cieeeeceeeccceccceccccsscaccacness

jmt mhte 00 0000 0000 0000000000000 00053000000
Skills mighm 0060000007000 000000TOIOOCROGGIOOSONOOREO0O0ROQO0OC
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104-108

145-148
40-46
41-46
41-43
45-46
45-46
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