TEAMS & LEADERS .,

A Measurement-based System for
Coordinated Management and
Organization Development

Based on the Wilson Battery of Management and Organization Surveys:
The Multi-Level Management Surveys (MLMS); the Survey of Peer Rela-
tions (PEERY); the Survey of Group Motivation and Morale (GRQUP). Plus
the new: Managerial Task Cycle sequence of training modules with A/V
support.

These materials, with supporting guides and manuals eriable users to: identify
individual and group needs; coach and counsel managers and individual contribu-
tors with feedback, conductgroup sessions with survey feedback; offercoordinated
training for groups or on-the-spot brush-ups; and assess program effectiveness,
often cost/benefit ratios. A new manual, Teams & Leaders*, guides professionalsin
the implementation of the éntire system.

The materials are being used by increasing numbers of:
* Major companies in the US and Canada
* Public agencies at city, state, and federal levels
¢ Training and OD consultants
o Psychologists, for assessments {(See below)

Send for specimen kit: Copies of all forms 6f all instruments; the new Teams &
Leaders* (Manual for a complete coordinated project); Guide to Good Management
Practices (For participants’ and counselors’ use with MLMS); Guide to Good Peer
Relations (For use with PEER); Coaching Manual (For counselors and superiors as
an aid in interpreting MLMS and PEER feedback); a 17-page summary of the
Managerial Task Cycle sequence of training modules; Administrator's Manual;
reprints of published articles. Please identify “Complete specimen kit". Charge $50.
Previous kit purchasers may be updated for the asking.

ASSESSING CANDIDATES FOR MANAGERIAL OR
OTHER KEY POSITIONS?

The Survey of Management Practices (One of the MLMS instruments) and the Survey
of Peer Relations are now published in quick-scoring format; can be scored and a
profile plotted against normsin 10 minutes or less. .

One colleague with 30 years experience says, “The Survey,of Management Practices
gives me far better insights into a candidate’s self-perceptions and understanding of
the managerial role. The results are readily interpretable; a welcome addition to my
battery and makes my reports more relevant.”

Send for assessor's trial kit Guide to Good Management Practices, Guide to Good
Peer Relations, Coaching Manual, and 10 copies each of the Survey of Management
Practices and the Survey of Peer Relations, with plotting charts and the Administra-
tor's Manual. Please specify “ Assessor's Trial Kit". Charge: $50.

“Teams & Leaders is a trademark of the .au!hor.

Author and Pubh’shér
Clark L. Wilson, Ph.D Box 471
Fellow, Division 14 APA New Canaan, CT 06840




Wi Aprill
rsonnel Administration;
Arn Experiential / Skill-Building
... Approach, Second Edition
" Richard W. Beatty, University of Colorado,
and Craig Eric Schrieler, University
“of Maryland
The second edition of this award-winning
book incorporates new éxercises on career
development and career manageinent,
costing human resources and personnel
research, and new EEQ data. A new Imple-
mentor’s Manual has been carefully
redesigned. 00172 ¢. 522pp. 1981 paper $14.95

SOURCES SERIES articulates new
solutions to ¢hromic human rescurce
problems.

Increasing Productivity Through

Performance Appraisal

Gary P Latham, University of Washington,
. and Kenneth N. Wexley, Michigan State

University

04217 273pp. 1981 paper $6.95

Organizational Entry:

Recruitment, Selection, and

Socialization of Newcomers

John B! Wanous, Michigan State University

08456 242pp. 1980 paper $6.95

Fairness in Selecting Employees

Richard D. Arvey, University of Houston
0007 273pp. 1979 paper $6.95

Gga THE MANAGING HUMAN RE-

.Put the answers to personnel problems at your fingertips

i: [ ST R

THE ORGANIZATION DEVELOP-

MENT SERIES details behavioral o

; <
science knowlédge relevant to the complex

issues of human resource planning and
development. We invite you to send for our
new brochure which describes in detail all
nineteen books in the series. The newest
volumes are:

Pay and Organization Development
Edward E. Lawler III, University of South-
ern California and University of Michigan
Lawler’s book presents an integrative
approach to the important role of pay sys-
tems in organization development, and cites
examples of recent innovations in pay sys-
tem design.

03990 253ph. 1981 paper $7.50

Work Redesign :
J. Richard Hackman, Yale University, and
Greg R. Oldham, University of IHinois

02779 348pp. 1980 paper $7.95

_ For personal library, use our 10-day free

examination offer. For a course, write for

complimentary copy consideration to Tom
Bell, Marketing Manager. Please mention
course title, enrollment, and present text.

¥ Business & Professional Division
Addison-Wesley Publishing Company
Reading, Massachusetts (01867

A Message From Your President
VICTOR H. VROOM

The dialogue on the issue of incorporation continues—in the pages of TIP,
among the Executive Committee and among the membership of our division.
Shortly you will all be asked to vote on the question. It is not my intent in
this column to attempt to influence your vote. However, 1 do want your vote
to be both thoughtful and informed. To this end, I would like to dispell some
myths that could potentially cloud ones judgment about the merits of in-
corporation.

The first myth is that a vote for incorporation is somehow a vote for
separation from APA. The issues of incorporation and of separation from
APA are totally independent. The Long Range Planning Committee of which
I was a member undoubtedly contributed to the confusion of these two issues
by its juxtaposition of “going it alone” and incorporation in jts report in TIP
Our relationship with APA is a highly emotional issue for our membership.
Some see APA as an organization increasingly dominated by clinicians and
unresponsive to our interests. For others, APA is their primary home. They-
are psychologists first and 1/0 psychologists second. In my view, neither set
of sentiments should predispose one to vote either for or against incorporation.
Incorporation should be viewed in its own right rather than as a precursor to
a withdrawal.

As a matter of fact, our relationship with APA has never been better.
Mike Pallak, the Executive Officer, has come to our last two Executive Com-
mittee meetings and both he and the Central Office staff are increasingly
responsive to our needs. In addition, our influence within the Council of
Representatives is at an all time high. While uncertainties in ultimate APA
organization and governance structure remain, feelings about our relationship
with APA, either pro or con, do not seem to me to be pertinent to your
vote on incorporation.

The second issue—also a red herring—involves feelings about incorporation
as a means of changing the character of the division by opening up member-
ship to persons who would otherwise not qualify. You should be aware that
the Executive Committee acted at its January meeting to eliminate the

“Member-at-Large” category from its proposed by-laws. If the Division were

to become the Society of Industrial and Organizational Psychology, all members
would continue to be APA members. The specter (or prospect) of populating
our division with large numbers of “corporate personnel people” or “management
or OB specialists” should not influence your vote on incorporation.

These remarks should not be construed as a “request for a favorable vote.”
While T am enthustastic about the potential of incorporation as a means of
strengthening identification with the division, I care more .about the fact that
your vote rests on factual premises rather than faulty ones.

On other matters, as I write this, the Reagan administration budget proposals
have just been announced and the future of research support in the social
and behavioral sciences from such organizations as NSF and NIMH is in
jeopardy. At issue are not just budget cuts but the elimination of entire



research programs that could change the future shape of our discipline. The
physical and biological sciences seem unaffected but research and training
programs in the behavioral sciences, particularly those that can be construed
as wasteful or contributing to the redistribution of wealth are clearcut targets
of the new administration.

There are a few signs, albeit very tentative and ambiguous ones, that the
issues of productivity, efficiency and organizational effectiveness are potential
future selling points for the support of psychological research and technology.
1/0 psychologists are being asked by APA , and by funding agencies to provide
testimony that would ameliorate the present crisis. It is just possible that the
science and profession of 1/0 psychology may turn out to be a beneficiary
of the new administration’s supply-side economics.

Much has been written about deregulation as the wave of the future in our
economy. We seem to be moving in a similar direction in the conduct of
scholarly research. Many of you know and have expressed concern about the
Proposed Regulations for Protection of Human Research Subjects published
in the Federal Register in August 1979. It appeared to many of us that these
regulations were written so broadly as to-apply to much of which is done in
field research within organizations. Mary Tenopyr, then president of the
division, was one of many who wrote in opposition to the broad coverage of
the regulations. On January 26, 1981, the final set of regulations was published
and they are substantially more liberal and include sufficient exemptions so
as to be of little concern to the researchers among us. The government may
or may not be prepared to fund our research ventures but it shows less
interest in regulating how we go about it!

Deregulation may also affect our professional lives. Sensing that the time

may be approaching for a re-examination of the Uniform Guidelines, the
Executive Committee voted in January to recommend that they “be opened
for updating and revision consistent with current research knowledge and
professional standards.”

At the January Executive Committee meeting, there was some discussion
initiated by your President-Flect Art MacKinney, of the resurgence of psy-
chology as an academic discipline in the People’s Republic of China and of
their interest in matters of management and organization. At the instruction
of the Executive Committee, your President has written to appropriate officials
within the P.R.C. proposing an exchange of visits of delegations from both
countries and the exchange of lectures, publications and research instruments.

Perhaps in anticipation of a favorable response from the P.R.C., your
President had an opportunity to practice his use of chopsticks on a recent
visit to Malaysia and Japan. In Malaysia, I met with senior officials in gov-
ernment, the private sector, and trade unions exploring problems of education
and training in a country with an undereducated work force and an economy
expanding exponentially. In Japan I pondered the origins of the tremendous
success of Japanese industries as diverse as steel, automobiles and electronics.
Since my return two weeks ago, I have been a voracious reader of literature

which might help me to understand the cultural and organizational origins

of this success. To those of you with similar interest, I recommend a book
entitled, “The Japanese Company” by Rodney Clark, just pubhshed by the
Yale University Press.

Looked at broadly, these problems—of education in an underdeveloped
country and of cross cultural differences in both organizational forms and
productivity—are problems central to I/0 psychology. They are not yesterday’s
problems, but rather the problems of today. If our society and our discipline
are to remain vital, alive and relevant, it is critical that we remain open to
new problems, and to the potential for new solutions.

PRINCIPLES FOR THE VALIDATION AND USE OF
PERSONNEIL SELECTION PROCEDURES:
SECOND EDITION

Division 14’s Executive Committee has adopted the Principles for
the Validation and Use of Personnel Selection Procedures (second
edition) as the official statement of the Division concerning proce-
dures for validation research and personnel selection. Bill Owens
and Mary Tenopyr were co-chairs responsible for this edition; an
advisory panel of 24 experts participated in the revising and updating
of the 1975 Principles. The purpose of this new edition is to specify
principles of goed practice in the choice, development, and evalua-
tion of personnel selection procedures.

Each member of Division 14 has received a copy of the Principles.
Additional copies can be obtained from Lew Albright, Kaiser Alu-
minum & Chemical Corporation, 300 Lakeside Drive, Room KB
2140, Oakland, CA 94643. The price schedule is: $4.00 each for
1-9 copies, $2.50 each for 10-49 copies, and $2.00 each for 50 copies
and up. ‘




14 TIPBITS
SHELDON ZEDECK

nay not have noticed but a “plan” has been developed for a volume’s
“four issues. For example, the November issue contains “Calls for...,” the
. August issiie contains the Division's Program, etc. It seems, now, that the May
will-become the focus for “appeals by TIP” for the membership to
ond to various issues and requests (as well as containing the Division 14
orkshop Program and Registration Form). H you saved your May 1980 issue,
review of it will show an appeal for input from the membership.

We now have some new appeals. Yudi Komaki, TIPs editor on Applied
Behavior Analysis, is not being reinforced. Her request in the February issue
(vol. 18; no. 2) for reasons bosses and secretaries go unrecognized has not
‘resulted in an overwhelming response (and thus, Judi doesn’t have a column
or this issue). Take a few moments to think about Judi's request and majl
..+ your thoughts to her at Georgia Tech, EEE/EDL, Atlanta, GA, 30332.

. Frank Saal also has an.appeal. Shortly, you will be receiving his questionnaire
* regarding the reputation and “direction” of I/Q psychology and psychologists.
Take the 15 minutes or so to complete and return the questionnaire. 1t is
hoped that sufficient data will be collected to update Pickering and Korn-
hauser’s “Opinions About Industrial Psychology by Different Groups of
Psychologists” (American Psychologist, 1957).

Yet another appeal’is for the membership to attend to the incorporation
question. As it mow stands, a mail ballot wifl be conducted in the Fill of 1981
regarding incorporation and bylaws changes. This issue of TIP contains the
proposed bylaws, Lew Albright’s (Division 14 Secretary-Treasurér) assessment
of the costs of incorporation, and Milt Hakel's {Division 14 rep to APA Council)
view on the issue. TIP would like-more of you to respond. The question will
be discussed at the: Open Forum at the convention in Los Angeles in August.
But dorn’t wait, write to Art MacKinney, Chair of LRP {Vice-Chancellor for
Academic Affairs, University of Missouri—St. Louis, 8001 Natural Bridge.
Ro_ad., St Louis, MO 62131), or send your comments to us for publication
in the next issue, .

My final appeal is, naturally, for money. The Edwin E. Ghiselli Award for
research proposals needs funds. See the “Special Announcement” on page 37
for a description of this award and for information on how you can contribute.

An appeal that was somewhat successful was the Divisior's request that you
allocate all of your votes to Division 14 in the APA Council Apportionment
ballot. The results are in and Division 14 received a 4.52%, thereby barely
retaining five council members, The percentage received was less than in 1979,
so you can look forward to strong appeals in the future.

The Division 14 Executive Committee has been responsive to appeals from
others. At the January 1981 Executive Committee meeting, the Division voted
to contribute $100 to APA’s Psychology Defense Fund and a like amount to
the Committee on Legal Issues to support the work of two graduate students
in the APA General Council’s Office. The Psychology Defense Funds are used
for activities related to the definition, regulation, and recognition of psychology
as a science and. a profession. The Committee on Legal Issues is described
elsewhere in this issue.

NEWS AND NOTES...

Larry Cummings (Wisconsin} has decided to move south for the weather—
he will be joining the faculty of Northwestern University on September 1,
1981 as the J. L. Kellogg Distinguished Research Professor of Organizational
Behavior in the Kellogg Graduate School of Management. Likewise, Barry
Staw has moved west—to improve his quality of life. Barry joined the OB
group at the University of California, Berkeley (home of TIP)...Dick Hoffman
has only temporarily moved —east: Dick is currently on a year’s leave from the
University of Chicago’s Graduate School of Business and is visiting Rutgers
University’s Graduate School of Management as Professor of Organization
Management...Irv Goldstein is staying put but moving up. Effective July 1,
1981, Irv will become the chair of the Psychology Department at the University
of Maryland. Irv will have a new colleague in 1981-82; Susan Jackson will
finish her degree at Berkeley and join the I/0 group at Maryland. .. The award
for greatest distance moved goes to George Thornton. George is spending
his sabbatical from Colorado State in West Germany where he is teaching
organizational behavior courses in the MS in Systems Management program
offered by the University of Southern California in West Germany and around
the world.

Fred Fiedler served on the Personnel Task Force of Washington State’s
Governor Spellman’s Transition team, which helped to select the Governor’s
Cabinet. We look forward to great leadership in that state . . . Virginia Zachert
has been selected as a delegate to the 1981 White House Conference on
Aging in Washington, D.C. to represent the State of Georgia ... Virginia Boehm
has been appointed to Ohio’s State Board of Psychology.

Frederick Sale, Ir. has been named a Vice President of Psychological Con-
sultants to Industry in Pittsburgh... Michael Frisch has recently established
the firm of Resource Dynamics in New York City whereas Dennis A. Hawver
has recently acquired the professional practice of the RHR Institute and
established the Hawver Group in New York City... The Psychology Depart-
ment at Bowling Green State University has recently formulated the Institute
for Organizational Research and Development. The Institute’s primary function
is to provide training experience for students and to provide a mechanism
for cross-jurisdictional efforts at applied research problems. For more infor-
mation, write to Ken Alvares, Bowling Green State University, Bowling Green,
Ohio 43403.

Our apologies to John L. Cofer who was incorrectly listed as a student
member in the November 1980 issue; John's actual status is Associate Member.

A final, sad note is that Edgar Huse died on January 31, 1981. Edgar was
the author of several books and articles on organizational behavior programs
and job redesign.

THE DEADLINE FOR RECEIPT OF ITEMS
FOR THE AUGUST ISSUE OF TIP IS
JUNE 15, 1981




EVENTS IN THE TRAINING WORLD
IRWIN L. GOLDSTEIN

In the hope of encouraging debate on research involving training issues, this
particular column discusses the use of individual difference designs as a
training evaluation method in instances involving fair employment practices.
Comments are welcome. Send them to Irv Goldstein, Department of Psychol-
ogy, University of Maryland, College Park, Maryland 20742,

While the most obvious application of fair employment legislation has been
for the use of selection procedures for entry level employees, it has become
increasingly clear that other personnel decisions are becoming much more
carefully scrutinized. The concern is that training programs are often used
for entry to upper level jobs. Thus, personnel decisions have a dramatic
impact on the progress of protected classes in organizational environments,
Bartlett (Human Factors, 1978, 20, 179-188) noted that the personnel decisions
involving training which are subject to fair employment guidelines could
include selection for training, use of training as a job prerequisite, retention,
progress and graduation from training, and job placement following training.
Bartlett also presents a version of what the 1970 EEOC Guidelines might have
looked like if they were developed to relate to employee training procedures.

Interestingly enough, the new Uniform Guidelines are not much more.

specific about the application of guidelines to personnel decisions regarding
training than the EEOC Guidelines. However, there is no quéstion that liti-
gation involving training decisions is on the increase. The assumption appears
to be that if adverse impact is determined, then training decisions are expected
to be validated in the usual manner using the individual difference models
specified by the various guidelines. Thus, if the data in question are the use
of training scores as admission to a new job, then the training scores would
be correlated with measures of job performance in a new job. Presumably, the
measure of job performance would be based upon the job analysis procedures
specified in the Uniform Guidelines. However, the meaning of relationships
between training performance and on-the-job performance as established by
individual difference methodology is not all that clear, Such relationships
typically indicate that persons who perform better in training perform better
on the job. This does not necessarily mean that the training program is
properly designed or that persons have learned enough in training to perform
on the job. For example, it is entirely possible to establish a strong relationship
between training scores and on-the-job performance and also have a situation
where there are no differences in training performance between the training
group and a control group. In other words, the training program did not
achieve anything except to maintain the individual differences between trainees
that existed when they entered training. The experimental and quasi experi-
mental designs which use appropriate pre- and post-tests along with relevant
controls provide this type of information, Interestingly these kinds of designs
are not discussed in the Uniform Guidelines as ways of achieving validity
even though they are the time honored procedure that has been used in
training evaluation. Clearly, the more often a training program and the criteria
used in training are based upon a thorough job analysis, the less likely this
will be a problem. However, it is still possible to have a thorough job analysis
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and a poor training program. These situations will_ not necesarily be picked
up by individual difference methodology. The question becont{es.; what does qll
this achieve. The courts might be satisfied because the training score will
serve like a test score to predict on the job performar_lcc_z. However, nelthefr
the I/0 psychologist nor the organization should be satlsf}ed because there is
no evidence that the training program is useful in preparing a person f(_)r tl}e
new job. As a matter of fact perhaps even the courts wor't be satisfied in
a situation where the litigation issue is whether training should be necessary
to obtain the next job.

PUBLIC POLICY AND SOCIAL ISSUES
NEAL SCHMITT

One major activity of the Committee on Public P(_)li_cy and Social Isspes
over the past two years has been a job analysis of the activities of the Industrial/
Organizational Psychologist. Thanks to the efforts ::)f several 'dozen I_/O psy-
chologists who provided the content for this analysis and to Sidney Fine qnd
a class of 1/0 students at Michigan State University who did an excellent job
writing them into functional job analysis statements, we now feel we .have
material which can be used by other Division 14 Committees (Professional
Affairs, Continuing Education, and Education and Training).

At the request of Vie Vreom, we have proposed a cl_lange to the by-laws
incorporating Public Relations and Public Policy and Social Issues. Part off the
reasen for this initiative was economic in that a smaller number of committee
chairpersons would need to attend Executive Com_mittee meetings. Anpther
feeling was that PPSI had no well defined function and thqt those items
which would seem to fit PPSI’s charge could be handled by a single External
Affairs Committee. The Executive Committee approved this plan and Division
members will be asked to vote on this change in our by-laws. o

Jim Ledvinka has agreed to continue to monitor national legislative efforts
which are of potential interest to Division members. Instead of a single ann_uf'ﬂ
review of these issues, however, he has promised to prepare notes on specific
issues as they arise.

MOLLISON'S BUREAUCRACY HYPOTHESIS:

If an idea can survive a bureaucratic review and be implemented,
it wasn’t worth doing.




in-Basket Correspondence

(Editor’s Note: The following is a March 6, 1981 letter to TIP from Milton
Hakel.)

Division 14 should incorporate for two reasons: 1) as a hedge against the
day when the benefits of belonging to APA no longer outweigh the costs and
2) for the leverage which incorporation gives in influencing the revision of
APA’s organizational structure.

The fundamental question now facing the members of the American Psycho-
logical Association is whether APA will continue to be the national society
for scientific psychology. There is no question that APA represents the
professional interests of psychologists, but there is an increasing feeling that
our research interests are better pursued elsewhere. For example, the newly
created Federation of Cognitive, Psychological and Behavioral Societies pro-
vides a non-APA home for research.

It seems all too likely that the APA will come increasingly to resemble the
American Medical Association or the American Bar Association, representing
only the guild interests of the professional (health care provider) psychologist.

If it looked as though entire divisions and groups of divisions were prepared
to leave APA, or if it appeared that a battle over APA’s assets were likely,
then some suitable accommodation might result in an organizational plan
which would preserve the research interests of scientists and practitioners.
Without such leverage, however, it is likely that nothing substantial will be
done. Thus, the current trend of membership attrition in research-oriented
divisions wiil continue. )

We need to incorporate and we also need to encourage other research-
oriented divisions to incorporate.

COSTS OF INCORPORATING DIVISION 14
LEW ALBRIGHT*

In considering the proposed by-laws contained elsewhere in this issue of TIP
and the proposal that Division 14 be incorporated, members should be aware
that the proposal could have significant cost consequences if enacted. Not all
the costs are known at this time, but enough data are available to put together
the following estimates.

Getting Incorporated: Cost

1. Cost of printing and mailing proposed by-laws and
ballot to membership on incorporation.

2. Cost of preparing and filing Articles of Incorpora-
tion in the District of Columbia, assuming no at-
torney is required. $12.00

3. Estimated cost of hiring and maintaining a regis-

tered agent of the corporation in D.C. {required
under D.C. law).

$800.00

$100.00/yr.

4.

Preparing and filing Internal Revenue Service ap-
plication forms for tax-exempt status.

Staying Incorporated:

. Preparation and filing of annual report to District

of Columbia.

. Preparation of Federal Tax Form 990.
. Although the tax status of APA divisions is not

well defined at present, there is a possibility that,
as an incorporated society, we might be obliged to
pay tax on “Unrelated Business Income” derived
from the workshops and from the sale of publica-
tions, such as the Principles for the Validation and
Use of Personnel Selection Procedures.

. Annual audit of the Society’s books by an inde-

pendent CPA firm (not necessarily required, but
strongly recommended for the protection of both
the membership and the Secretary-Treasurer).

Going Independent:

1.

Although Division 14 does not and would not have
authority if incorporated to dissolve itself or secede
from APA, the Society could withdraw in the event
of policy disagreements, etc., with APA. If it did so,
however, the funds now in the Division 14 account
and separate Workshop account could be forfeited
to APA  particularly if a suificient number of mem-
bers remained to reconstitute Division 14. Even i
no such body of members remained, the disposition
of the funds would be open to question since the
monies were accumulated while Division 14 was
an entity of APA.

. Anindependent Society would have to provide for

itself the office and administrative services now
provided by APA including bookkeeping, collec-
tion of member dues and assessments, payment of
bills when due, and conduct of various mailings to
the membership.

- The extra burden on the office of the Secretary-

Treasurer of providing the above services would
necessitate retaining clerical and accounting as-
sistance and obtaining the use of a computerized
mailing service.

. Liability insurance for Executive Committee of-

ficers {now provided under APA Policy).

Although some of the numbers above are estimates, they are believed to be
conservative. Members should consider, therefore, whether the benefits of

incorporation are worth the additional costs.

*Outgoing Secretary-Treasurer of Division 14,

Cost of Secretary/
Treasurer time

Estimated at $150.00
for the first year,
Sec/Treas. might do
thereafter.

Cost unknown but
potentially
substantial

Estimated at
$500.00/yr.
minimum

Accounts totalled
over $25,000 as of
2/1/81

Estimated at
$4-5,000/yr.

Estimated at
$8-12,000/yr.
depending on
volume

$750.00/yr.



INCORPORATION OF DIVISION 14 BY THE
LONG-RANGE PLANNING COMMITTEE

The Executive Committee recommends to the membership that Division 14,
incorporate in the District of Columbia as the Soctety of Industrial and
Organizational (I/0) Psychology, Inc.

During the past 2 years, the LRP and the Executive Committee have studied
the question of incorporation intensively. The Long-Range Planning Committee
has proposed that the Division decide the issue as follows:

1. Determine the advantages and disadvantages of incorporation, including paper-
work, insurance, etc., réequirements. This has been done (see the Auvgust 1980
TIP article). .

2. Poll the Executive Committee. This has been done, and the vote was strongly
in favor of incorporation.

3. Discuss the matter with the membership at The Open Forum in Montreal, This
has been done. A straw vote was taken, and there was a heavy majority in
favor of incorporation.

4. Rewrite the Bylaws as appropriate for incorporation. This has been done, and
copies were made available at The Open Forum in Montreal.

5. Obtain membership reactions and comments on both the question of incorpora-
tion and the draft of the proposed Bylaws through TIP This has been done
(see the November 1980 issue of TIP).

6. Revise the proposed Bylaws based on member comments and additional com-
ments by the Executive Committee. These revisions have been made and the
revised Bylaws were approved by the Executive Committee at the January 1981
meeting.

7. Publish the revised Bylaws in the May 1981 issue of TIP and again soficit
member reactions and comments. .

8. Again discuss the issue of incorporation and the proposed Bylaws at The Open
Forum at the 1981 APA Convention in Los Angeles.

9. Make any revisions needed in light of comments received as a result of steps
7 and 8.

10. Conduct the actual ballot by mail in the Fall of 1981,

Highlights of Proposed Bylaw Changes

1. The most important change in The Bylaws transforms our organization from
simply a division of APA to being both a division of APA and an incorporated
Society with legal standing and status independent of APA. After incorporation,
The Society for Industrial and Organizational Psychology would remain a division
of APA but would also exist as a separate and independent incorporated
Society, Changes in the Bylaws related to incorporation per se are in Articles
I, X, XI, and XII.

2. The Public Relations Committee and the Committee on Public Policy and
Social Issues are merged into a single new standing committee to be called the
External Affairs Committee. See Article VI, paragraph 7.

3. The duties of the Education and Training Committee have been spelled out in
more specific terms (see Article VII, paragraph 10).

4. The Continuing Education Committee and the Workshop Committee are merged
into a single conmittee. See Article VII, paragraph 12. Again, this change is
mot connected with incorporation. It just happened to be proposed by the
Executive Committee at the same time, and is being presented for a vote simul-
taneously for reasons of convenience and economy.

3. The proposed revision of the Bylaws includes provisions that sunset all standing
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: nittees except the Long-Range Planning Committee. All stand@ng
ggﬁuﬁ;l?tgz: ?i]i[;[gxpire af_tef five years unless reauthorized by thr-; E?(ecutlve
C'ommj'ttee. For Ad Hoc Committees, the pe.riod is two years. See artl_cle VII,
paragraphs 14 and 15. This change has nothmg_ to do with incorporation and
would have been proposed and voted on even 1f'1f1(:0rporat1on had not Peen.
6 T]ﬁs last point is a non-change. The proposed revision of the Bylaws published

) in the November 1980 TIP provided for a new class of me{nbers, members-s.lt-

largé, who would not be APA members. The purpose of this new membershlP
class was to atiract as members people in (?rgamzauonal psychology or organi-
zational behavior who had not joined Division 14 because (1) th.ey were not
eligible for APA membership or (2) they feit_ AP_A dues were too high. LRP has
since discovered that over 95% of all app_hcapous for APA membersl':up are
approved, regardless of the nature of the apph‘ozfnfs doctorate. Th}ls virtually
all members of our target group are already eligible for membership. W_e also
found that it was impossible to offer reduced dues to members-at-large without
rumsting a high risk that many of our present members would drop out qf APA
and become members-at-large, reducing the numb_er of our representatives to
APA Council and thus reducing our influence within APA. The problem could
not be solved by limiting the members-at-large category to people who had not
previously been APA members, because then most new PhDs would pru_:)bably
not join APA but rather opt for memberwat-largq status. We wopld again }ose
council representatives. In light of these considerations, the Executive Committee
voted at the January meeting to drop the members-at-large provision.

In the proposed revision of The Bylaws that follows this article, all sub-
stantive changes relating to incorporat_iqn_ are bracketed for easier reference.
Throughout the revision, the term _D1v1510q has been replaced b‘y the term
Society (except when reference is to Divisional Representatives). This

change is not bracketed. .
When the mail ballot is conducted, separate votes will be taken on four

questions:
1. Should we incorporate? ‘
2. Should we sunset standing and ad hoc committees? )
3. Should we merge the Continuing Education and Workshop Commit-
tees? )
4. Should we merge the Public Relations Committee and the Committee
on Public Policy?
A vote for incorporation will be a vote for all Bylaws change_s connected
with incorporation. It will not be an affirmative vote on questions 2,3, or
4. These other proposed Bylaws changes will be voted on individually.

In summary, the main advantages for incorpqratiop.inc%ude the following: )

a) An increase in membership commitment, 1_d§1}t1f1cat10n f'md mora:le. This deyei—
opment is reported to have occurred in Dl\_flSlon 8 (Social) aftfr mco_rporatlon,:
primarily because of a perceived increased independence and “breathing space
within APA. o '

b) If it ever became necessary to form a new orgamzatlon.outmdc of APA, we
could do so expeditiously without the delays the process of incorporation entails.
Considering the reorganization pressures on APA and the uncertainty of the
outcomes, it is psychologically important for us to haye the flexibility tl_lat
comes with incorporation. However, the Executive Committee d_oes_ not perceive
forming a new organization outside of APA as desirablr-j‘ at this time Tor does
it perceive a vote for incorporation as signaling the beginning of a withdrawal
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from APA. Indeed, we tote that Division 14 as a Division cannot withdraw
or:be withdrawn from APA. Even if the majority of our membership withdrew
from APA and joined a new non-APA affiliated organization, the Division itself
‘would continue to exist within APA as long as it retained the minimum number
‘of members required for Division status. If conditions should ever lead to the
detision that an organization not affiliated with APA is necessary, the member-
shipwill be asked to consider that issue with the same careful study that préceded
the decision: to incorporate. At the present time the Executive Committee
perceives APAas becoming increasingly sympathetic and responsive to our needs
& our-views, We hope that concern continues to be reflected in our relation-
ships with APA.
It is our-impression that our recent influence within APA has come about
because of increased effort on our part to make APA understand that they must
recogiize our rights if they expect us to remain a vital part of the organization
4ny of us perceive that incorporation is another part of the message to APA
that they must remain concerned about our needs.

The members of LRP are Art MacKinney (chair), Ken Wexley, Frank Schmidt
nd Irv Goldstein. Send your comments on the proposed 'ByIaws to Art’
_M_a_cKinn'gy, Vice-Chancellor for Academic Affairs, University of Missouri—
*-St.:Louis, 8001 Natural Bridge Road, St. Louis, Missouri 63121.

(SOGIETY FORIIN BYLAWS OF THE DIVISION OF
| 'Y FOR]INDUSTRIAL AND ORGANIZATIONAL PSYCHOLOGY
[A DIVISION OF THE] AMERICAN PSYCHOLOGICAL ASSOCIATION

ARTICLE I —NAME AND PURPOSE

L. 'The name of this organization shall be the Divisi i !
' sion of Industrial and Organizational
}Ssycht_)_logy of the American Psychological Association [Society for In%lustrialloar;ld
rgamizational Psychology, Inc., (herein afterwards referred to as the Society)].
2. Its Pll:rlimse shall be to promote human welfare through the various applications of
psychology to all types of organizations providing goods or services, such as

i . S . !
nufacturing concerns, commercial enterprises, labor unions or trade associations
7

and public agencies. In order to attain this objective the Society shall:

a. improve the qualifications and usefulness of industrial anﬂ organizational psy-
chologists through high standards of ethics, conduct, education, and aéhievemel:lfg

b. adggll_ce the_ scientific status of the field, by such means as the encourégemen;
;i_n . stimulation of_ sound research, the publication and communication of research
i, .1.ngs,_ and the improvement of research metheds and conditions;

c. _fac:htatc the exchange of information and experience among the m,embers-

d. Im;?r.ove opportunities and standards for training and development: ’

:. facilitate the growth and development of the fiéld; !

g

fos'ter cooperative relations with allied groups and professions;
- strive to eliminate malpractices of untrained and unethical praciitioners;
h. contribute to the broad advancement of psybhology. ’
[The purposes for which this corporation is formed are
and educationsl and not for fiancial gain, and no 5

to any member of this Corporation, nor any other pers
of same.]

purely scientific, professional,
nancial gain shall ever acerue
on or institution, in the conduct

i2

ARTICLE II — MEMBERSHIP

1. Membership in the Society shaill be open to Fellows, Members, ard Associates
of the APA provided that applicants shall also satisfy the additional conditions
stated herewith. An applicant for membership may be {a) Associate or Member
of APA applying for membership in the Society, or (b) Associate of the Society
applying for Member status, or (¢) Member of the Society and/or APA applying
for Fellow status in the Society and APA, or (d) Fellow in APA applying for
Fellow status in the society. -
2. Fellows of the Society shall have met the standards set forth for Fellow status
in the APA Bylaws, with the additional stipulations as stated below:
Za. Fellows of the Society shall at the time of their election to Feliowship have
been Members of the Society for no less than two years.
2b. As evidence of having made an unusual and outstanding contribution or per-
formance in industrial and organizational psychology, a candidate for Fellow
status must have done work which is widely recognized and accepted by other
members of the Society as having advanced their own thinking and practices.In
order for this impact to have occurred, it is generally expected that he or
she shall have generated new knowledge, formulations, or programs that
contribute to theory, methods, or practices relevant to industrial and organi-
zational psychology, and that these contributions will have been set forth in
‘publications generally available to the profession or otherwise widely com-
municated through means such as participation in the programs and meetings
of professional groups or associations.
Fellows shall be entitled to the rights and privileges of the Society without
restriction.
3. Members of the Society shall have met the standards set forth for the Members
of the APA Bylaws, with the additional stipulation that their professional activities,
as demonstrated by research, teaching, and/or practice, shall be related to the
purpose of the Society as stated in Arxticle 1, Section 2. Such activities may be
performed in a variety of settings, such as private business or industry, educational
institution, consulting firm, government agency, public service, foundation, or
self-employment and shall represent the equivalent of at least one vear of full
time service in these activities. Such members shall be entitled to the rights and
privileges of the Society without restriction. The designation Member as used in
these Bylaws shall be deemed to include Fellows, except where there is an express
provision to the contrary.
4. Associates of the Society shall have met the standards set forth for Associates
in the APA Bylaws, with the additional stipulation that they shall be presently
engaged primarily in professional or graduate work related to the purpose of the
Division as stated in Article I, Section 2. Associates may not vote or hold office
in the Society, but are entitled to all rights and privileges of the Society not
specifically denied them by these Bylaws.
5. Foreign Affiliates or Studenit Affiliates of APA may become Foreign or Student
Affiliates of the Society by application to the Membership Committee.
5a. Affiliates shall not have voting privileges accorded to members of the Society,
but they are invited to participate in the Society’s program of activities.

3b. Dues, if any, to be paid by Affiliates are to be determined by vote of the
Executive Committee.

3c. If dues are required of Affiliates, non-payment of dues shall be considered
equivalent to resignation from Affiliate status.

6. The Membership Committee of the Society will receive applications for APA

Member, Associate, and Foreign and Student Affiliate. :
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10.

11.

12.

13.

14

5.

. The Membership Committee will submit its recommendations to the Executive

Committee prior to each annual meeting; the Executive Committee will act upon
the recommendations of the Membership Committee and will nominate candidates
for election as Member and Associate at the annual meeting. If an applicant is
rejected by the Membership Committee, the applicant can submit his or her
application direcily to the Executive Commiitee or to the Members at an annual
meeting provided such special action is requested in writing by five members of
the Society. A majority of members present and voting at the annual meeting is
necessary for election to the Scciety.

. When an Associate of the Society transfers to Member status in the APA and

applies for Member status in the Society the application may be approved by the
Executive Committee upon the recommendation of the Membership Committee.

- The Fellowship Committee of the Society will review the qualifications of all

persons nominated for Fellow status in the Society. A Member may be nominated
for Fellowship by either 2 Member or Fellow of the Society. He or she must be
sponsored by three Fellows of the APA, at least two of whom must be Fellows
of the Society. The nominator may be one of the sponsors if he or she is a Fellow
of the Society. Candidates for Fellow status in APA through this Society must
also comply with the procedures prescribed by the APA for new Fellows.

The Fellowship Committee will submit its recommendations to the Executive
Committee prior to each annual meeting; the Executive Committee will act upon
the recommendations of the Fellowship Committee and will approve candidates
for election as Fellow at the annual meeting.

Approved candidates who are not already Fellows of APA, receiving a majority

vote of the members present and voting at the annual meeting, are to be recom-

mended by the Society to the Council of Representatives of the APA for final

approval.

11a. The APA is responsible for notifying such recommended persons of their
election or rejection.

t1b. When a nominee for Fellowship does not receive approval by the Executive
Committee of the Society (or the Membership), the Secretary-Treasurer of the
Society will notify the nominator.

Nominees who are Fellows of the APA and who have been approved by the
Exccutive Committee of the Society become Feliows of the Society by a majority
vote of the Members present and voting. Such nominees are notified of election
or rejection by the Secretary-Treasurer of the Society.

All elections to membership are validated by payment of dues upon presentation
of the dues bill by the APA, and by satisfying any other regulations established
by the membership of the Society.

Fellows of the Society shall be designated as Fellows, Members of the Society
shall be designated as Members, and Associates of the Society shall be designated
as Associates in Industrial and Organizational Psychology. -

A Fellow, Member, or Associate may be dropped from membership for conduct
which tends to injure the Society, or to affect adversely its reputation, or which
is contrary to or destructive of its purpose. Action requires a two-thirds vote,
taken by secret ballot, of the membership present and voting at an annual meeting.
Such vote shall be taken only upon recommendation of the Commitiee on Profes-
sional Affairs or a special commitiee of three to be appointed by the President
with the advice and consent of the Executive Committee to investigate the par-
ticular case. The Committee’s recommendation shall be submitted only (a} after
it has accumulated the relevant facts and has given the accused member an
opportunily to answer the charges against him or her both in writing and by
appearing in person before the Committee, and (b) after the committee recommen-
dations have been reviewed and approved by a majority vote, taken by secret
ballot, of the Executive Committee of the Society. ) :
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ARTICLE III — OFFICERS

. The officers of this organization shall be: a President, a President-elect, the

immediate Past-President, -and a Secretary-Treasurer, together with-the Division
Representatives provided by the APA Bylaws.

. The Divison' Representatives to the APA Council of Representatives shall be

elected according to the Bylaws and regulations of the APA.

. It shall be the duty of the President to preside at all meetings of the Society,

to act as chair of the Executive Cominittee, to exercise general supervision over
the affairs of the Society, and to be an ex-officio member of all committees.

. It shall be the duty of the President-clect to serve on the Executive Committee,

to preside in the absence of the President, to chair the Election Committec_, and
to carry out such other duties as may be delegated to him or her by the President.

. It shall be the duty of the Secretary-Treasurer to issue calls and notices of meetings,

of nominations, and of other necessary business, to maintain records of all members
of the Society, to have custody of all Society funds and authorize disbursements,
and to maintain liaison with the Executive Secretary of the APA. He or she shall
serve as a member of the Executive Committee and as an ex-officio member of
all standing committees.

- The Division Representatives shall fulfill the duties outlined in the Bylaws of the

APA. They shall also serve as members of the Executive Committee.

. If there is an absence of one or more Division Representatives at any annual

meeting of the APA, the President is authorized to appoint such alternatives as
may be permitted by the APA.

- In case of the death, disability, or resignation of any Society officer, the Executive

Committee shall make a pro-tem appointment to serve until a duly elected suc-
cessor takes office to complete the unfinished term. Elections for unexpired terms
shall take place at the next annual election.

. Terms of office are specified in Arxticle V.

ARTICLE IV — EXECUTIVE COMMITTEE

. There shall be an Executive Committee of the Society, consisting of the President,

the President-elect, the Secretary-Treasurer, the Division Representatives, three
Members-at-large, and the immediate Past-President.

- The Executive Committee shall have general supervision over the affairs of the

Society. They shall use mail ballots whenever it is deemed appropriate in matters
affecting Society policy. They shall meet at least oncé each year, before the time
of the annual Society business meeting, and shall make a full report to the
membership at the time of the annual business meeting.

- During time intervals between Executive Committee meetings, an Emergency

Action Subcommittee of the Executive Committee shall be empowered to take
action on behalf of the Executive Committee when, in the Presidents judgment,
time does not permit contacting all members of the Executive Committee before
an action is needed. The Emergency Action Subcommittee shall consist of the
following four members of the Executive Committee: President, Fmmediate Past-
President, President-Elect, and Secretary-Treasurer. Actions of this group require
an unanimous vote. Any actions taken by this Emergency Action Subcommittes
will be reported in full by the President at the next scheduled meeting of the
full Executive Committee.

'"The term “Division” has been retained when_referring to Rep'resentatives to {APA council.
APA Representatives represent us as an APA Division, not as an incorporated society.
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[4.

4.

3a.

3b.

Wherever in these Bylaws the term “Executive Committee” is used, it shall be
construed to mean and be equivalent to “Board of Directors’ and wherever the
terms “Executive Committee Member” or “Member of the Executive Committee”
or the like are used, they shall be construed to mean and be equivalent to
“Director.”] :

ARTICLE V — NOMINATIONS AND ELECTIONS

. The Election Commitiee (see Article VII, Sections 1,2) shall conduct and supervise

all elections of the Society. The officers and members of the Executive Committee
shall be elected by all members of the Society eligible to vote for each office.

- The Election Comunittee, using the facilities of the Secretary-Treasurer, shall mail

a call for nominations each year. The nomination ballot shall provide spaces for
at least three names for each office to be filled. The following will govern the
call for nominations.

2a. Schedule of terms of office:

President-Elect: to serve a term of one year, as President for the subsequent
year, and as immediate Past-President the following year.

Secretary-Treasurer: to serve a term of three years.
Division Representatives: to serve staggered terms of three years, or in accord
with any rules set forth by the Bylaws of the APA governing their term of
office. In the event that apportionment ballots would result in an unusual
number of Representatives with identical terms, the Executive Committee will
a'djust the length of the term for one or more seats being contested at that
time. '
Members-at-Large: to serve staggered terms of three years.

2b. Eligibility for office—any Fellow or Member of the Society except:
President and President-élect during their terms of office.
Secretary-Treasurer -during his or her first two years in office.
Past Presidents for office of President.

The Election Committee of the Society shall count the nominating ballots and
shall certify to the Secretary-Treasurer a list of names of persons, in ravk order,
who are nominated for each office, plus any pexsons nominated under Section 3,
paragraph b, below. The Secretary-Treasurer shall prepare a ballot for all offices
for which terms expire that year; the balot shall include at least three and no
more than five member-nominated nominees for the office of Society President-
Elect and Secretary-Treasurer, and at least two and no more than four member-
nominated nominecs for each vacancy in the office of Member-at-Large. (See
Section 4, below, for regulations regarding Division Representatives.) Before
placing a nominee on the ballot the Secretary-Treasurer shall secure in writing
a statement that the nominee is willing to be a candidate for the office. The
Executive Committee may turn over the preparation of the ballot and the securing
of consent to the APA office.

At its direction, in order to promote better representation as to geographic location,
sex, instifutional affiliation, age, etc., of the officers of the Society, the Election
Committee may place one additional name on the ballot for each office for
which election is being held, without reference to the results of the nominating
balloting, provided the consent of the individual has been obtained.

Since Division Representatives are officials of the APA, the Flection Committes
shall send its list of ranked nominees to the Executive Officer of the APA before

the date specified by the APA. This list shall include at least three times the

number of nominees as there are offices of Division Representative to be filled.
The APA Election Committee is responsible for the election, but shall include at
least two ahd not more than three nominees on the final ballot for each office
of Division Representative to be filled.
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. TheSociety can conduct its nomination and election of officers, other than Division

Representatives (see Section 4), either through its own facilities or t’%_lrough the
facilities of the APA. The Election Committee shall use the method decided upon
by the Executive Committee.

. All elections are to be by a preferential voting system, according to the procedure

accepted by APA at the time of the election.

. The Election Committee shall file a report with the Executive Committee, and

shall report the names of election officials to the Members at the next annual
meeting.

. Officers shall assume office on the first day following the close of the annual

business meeting at which their election ‘was reported, except in the case of
Division Representatives who will assume office on the first day following the close
of the APA council of representatives meeting at which their election was reported.

. In the event that the number of Division Representatives is reduced in accordance

with APA Bylaws, the recall of Division Representatives will be accomplished by
employing the following rules in sequence:
9a. Failure to nominate to fill expiring term(s).

9b. Equalization of representation by length of term remaining; i.e., if two or
more representatives have the same terms remaining, the appropriate number
of representatives would be recalled by lot conducted by the Election Com-
mittee Chairman.

9c. By lot conducted by the Election Committee Chairman.

ARTICLE VI — MEETINGS -

- The annual meeting of the Socjety shall take place during the annual convention

of the APA, and in the same locality. The program shall consist of Society business,
the presentation of scientific papers, and the discussion of professional matters
in the field of industrial and organizational psychology. The Society shall coordinate
its program with, and participate in, the program of other divisions of the APA.

. A quorum for the transaction of business shall consist of not less than one tenth

of the voting Members of the Society.

- On all matters calling for action by the membership of the Society, each Member

shall have one vote, and no voting by proxy shall be allowed. Associate Members
may not vote, as provided by Article II, Section 2c.

ARTICLE VII — COMMITTEES

- The standing committees of the Society shall consist of the following: Felltowship,

Membership, Flection, Program, External Affairs, Scientific Affairs, Professional

Affairs, Education and Training, Newsletter, [ Continuing Education and ] Workshop,
Committee on Committees, and such ad hoc committees as may be established by

vote of the members or by the Executive Committee.

- Members of standing committees shall consist of three or more persons appointed

by the President, with the advice and consent of the Executive Committee. The
President will appoint the Chair. The Election Committee shall consist of the
immediate Past President, the President and the President-Elect, who will serve as
Chair. Members of the Fellowship Committee must be Fellows of the Society.

. The Fellowship Committee shall carry out the functions deseribed in Article II

relating to Fellows.

. The Membership Committee shall carry out the functions described in Article 1T

relating to Members and Associates.

. The Election Committee shall carry out the functions described in Article V.
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6. The Program Committee shall prepare the program of the annual meeting‘ mn
coordination with the Program Committee of the APA, and shall seek the advice
of standing committees and of the Membership in planning the program.

[7. The Committee on External Affairs shall promote the interests of the Socif_:ty‘ and
its members by developing contacts with business and industry, academic insti-
tutions, professional groups, public agencies and governmental units, labor units,
other organizations and the public in general. These contacts should serve to
publicize the efforts and activities of Industrial/Organizational psycholc_)glsts as
they relate to various groups and organizations. Secondly, the Committee on
External Affairs shall identify and publicize to its members the research and
consulting needs of various governmental agencies and public-issue-oriented groups
and organizations so that the Society can exercise its responsibility in the solution
of important national/sccial problems. 2

8. The Committee on Scientific Affairs shall be concerned with all aspects of industrial
and organizational psychology as a science. Tts activitics shall be designeq to
encourage, promote, and facilitate greater contributions of a scientific or technical
nature by Society members. -

9. The Committee on Professional Affairs shall promote the interests of the Society
and its members by concerning itself with matters of professional practices, ethics,
and state and national legislation. Specifically, the Committee on Professional
Affairs shall concern itself with information gathering for the purpose of making
general recommendations to the Society and to the APA.

10. The Education and Training Committee shall (a) encourage and promote the
mprovements of the scientific and professional skills of the Society’s members
and prospective members, (b) evaluate training needs to assess the effects of
training among members of the Society, and (c) collaborate with the APA’s Educa-
tion and Training Board in matters related to the function of the committee.

[10. The Education and Training Committee shall (a) be responsible for monitoring
the state of graduate education in 1/0 Psychology, (b) encourage and promote the
development of the scientific and practitioner skills of the Society’s prospective
members, (¢} prepare and periodically revise Guidelines for Education of /0O
Psychology Doctoral Students, (d) contribute to and collaborate with the APA’s
Education and Training Board in matters related to the function of the committee. |2

11. The Newsletter Committee shall prepare, under the direction of the Newsletter
Editor, for publication and distribution to the membership, the official newsletter
of the Society, The Industrial and Organizational Psychologist.

12. The Workshop Committee shall prepare and conduct an Annual Workshol:_v in
Industrial and Organization Psychology in conjunction with the APA Convention,
and such regionat or other workshops as the Executive Committee may approve.

[12. The Continuing Education and Workshop Committee shall (a) encourage and
promote improvements of the scientific and professional skills of the Society’s

members, (b) evaluate training needs of the members, (c) prepare and conduct

an Annual Workshop in 170 Psychology in conjunction with the APA Convention,
and such regional or other workshops or activities as the Fxecutive Commitice
may approve, (d) take action to approve or disapprove applications to the Society to
certify continuing education {CE) programs in I/Q Psychology, (e) carry out all
functions necessary to remain an APA-approved sponsor of CE activities. J

13. The Committee on Committees shall recommend appointments io all other standing
committees to the incoming President. The Committee shall be appointed by the
President-elect, and shall make a special effort to see that each year some members
of the Society who have not served frequently in the past are appointed to standing
committees.

*These proposed Bylaws changes are unrelated to the question of incorporation. See accompanying -

article.
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[14. The authorization or reauthorization for each standing committee of the Society
for Industrial/Organizational Psychology (with the exception of the Long Range
Planning Committee) will be for 2 maximum period of five years. Continuation
of a standing committee after five years will require reauthorization by a majority
vote of the Executive Committee. 2

[15. The authorization or reauthorization for each Ad Hoc committee of the Society
for Industrial/Organizational Psychology will be for a maximum period of two
years. Continuation of an Ad Hoc committee after two years will require reauthori-
zation by a majority vote of the Executive Committee.

ARTICLE VIII — DUES

1. The minimum membership dues are one dollar per year for each Member, payable
to the Society by the APA out of the annual membership subscription to the APA.

2. Changes in annual dues and assessments may be recommended by the Executive
Committee and shall be decided by a majority vote of the Members present and
voting at any annual meeting.

3. In accordance with the American Psychological Association’s rules for divisional

membership, non-payment of dues shall be considered equivalent to resignation
from the Society.

ARTICLE IX — AMENDMENTS

The Society, by vote of two-thirds of the Members present at any annual meeting, or
by a majority vote of the Members of the Society voting on a mail ballot, may adopt
such amendments to these Bylaws as have been {a) read at the preceding annual
meeting, or (b) mailed to the last known post office address of each member at least

two months prior to vote, or (¢) published in an official journal of the APA at least
two months prior to vote, :

[ARTICLE X
FVOTING UPON SHARES OF OTHER CORPORATIONS]

[Unless otherwise voted by the Executive Committee, the President shall have full
power and authority on behalf of the Society to vote either in person or by proxy
at any meeting of shareholders of any corporation in which this Society may hold
shares, and at any such meeting may possess and exercise all of the rights and powers
incident to the ownership of such shares which, as the owner thereof, this Society
might have possessed and exercised if present. The Executive Committee may confer

like powers on any other person and may revoke any such powers as granted at its
pleasure.]

[ARTICLE XI — FISCAL YEAR|

[The fiscal year of the Society shall commence on the day following the annual meeting
and end on the day of the annual meeting the following year.]

, [ARTICLE XII|
[PROHIBITION AGAINST SHARING IN SOCIETY EARNINGS]

[1. No member or officer or person connected with the Society, or any other private
individual shall receive at any time any of the net earnings or pecuniary profit
from the operations of the Society, provided that this shail not prevent payment to
any such person of such reasonable compensation for services rendered to or for
the Society in effecting any of its purposes as shall be fixed by the Executive
Committee; and no such person or persons shall be entitled to share in the distribu-
tion of any of the corporate assets upon the dissolution of the Society. All members
of the Society shalt be deemed 1o have expressly consented and agreed that upon
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such dissolution or winding up of the affairs of the Society, whether voluntary
or involuntary, the assets of the Society, after all debts have been satisfied, then
remaining in thé hands of the Executive Committee shall be distributed, transferred,
conveyed, delivered and paid over in such amounts as the Executive Committee
may determine or may be determined by a court of competent jurisdiction upon
application of the Executive Committee, exclusively to the American Psychological
Association, provided that if the American Psychological Association shall not
then be an organization organized and operated exclusively for scientific and
educational purposes within the meaning of Section 501(c)(3} of the Internal
Revenue Code of 1954, as amended, distribution shall be made to such organization
as will qualify for exempt status under the terms of said Section of the Internal
Revenue Code.]

- Notwithstanding any other provisions of these Bylaws, no member, officer, employee,

or representative of this Society shall take any action or carry on any activity
by or on behalf of this Society not permitted to be taken or carried on by an
organization exempt under Section 501(cH3) of the Internal Revenue Code of
1954, as amended, or as they may hereafter be amended, or by-an organization
contributions to which are deductible under Section 170(c}2) of such Code as they
now exist or as they may hereafter be amended. )

{ARTICLE XIII — INVESTMENTS]

[The Society shall have the right to retain all or any part of any securities or property

acquired by it in whatever manner, and to reinvest any funds held by it, according to
the judgment of the Executive Committee, without being restricted for class of
investiients which a trustee is or may hereafter be permitted by law to make or any
siniilar Testriction, provided however, that no action shall be taken by or on behalf
of the Society if sueh action is a prohibited transaction or results in the denial of the
tax exemption under Sections 503 or 507 of the Internal Revenue Code of 1954, as
amended, or as it may hereafter be amended.]

[ARTICLE XIV -- SEAL]

[The seal of the Society shail be circular in form, bearing its name, the words District
of Columbia, and the year of its incorporation. The Secretary-Treasurer shall have
custody of the seal and may affix it (as may any other officer if authorized by the
Executive Committee), to any instrument requiring the Society seal.]

SPECIAL ANNOUNCEMENT

A 1980 Addendum fo the Survey of Graduate Programs in Indus-
trial/ Organizational Psychology and Organizational Behavior is now
available to supplement the 1978 Survey. New information is available
pertaining to 22 programs in 1/0 and OB. For those who want a copy
of this addendum, please write to:

Lewis E. Albright

Director, Training and Development

Kaiser Aluminum and Chemical Corporation
300 Lakeside Drive, Room KB 2140
Oakland, CA 94643
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(EDITOR’s NOTE: The following appeared in the Friday, February 6, 1981

San Francisco Chronicle)

Office Life: Smiles, Laughs a Good Sign
DONALD K. WHITE

Business Editor

PEOPLE WITH AN ACUTE sense of
other people’s attitudes toward their spe-
cific jobs, and their attitudes toward the
organization they work for, are rare.

The least aware, in some cases, are
highly trained industrial psychologists so
caught up in esoteric charts, graphs and
jargon that they have lost the knack of
observing their feilow man as human be-
ings.

This is particularly true of industrial
psychologists under 35 who have im-
mersed themselves in hot tubs, est, en-
counter group-gropes, holistic medicine,
boutique wineries, cocaine, and Kurt
Vonnegut to the point that they have lost
touch with the real nine-to-five wotld of
business and industry.

Psychologists of this strain rarely laugh.
They may smirk and emit suppressed
giggles. They are deeply suspicious of
laughter.

O

ASTHEY WALK INTO an office on a
consulting assignment they are likely to
miss what is really going on becausé they
no longer can look at people as people
but merely as objects which will fill out
multi-paged questionnaires suitable for
pumping into electronic memory banks.

They ignore the office workers gath-
ered around the water fountains who are
laughing and scratching and doing the
camaraderie bit.

As they walk through the executive
suite they fail to notice that, at the man-
agerial level, the atmosphere seems easy
going and that an executive vice presi-
dent can be observed laughing at a elean
joke his secretary just told.

After many years at universities learn-
ing the science of industrial psychology,
they have never learned the art.
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IN TRUTH, ONE OF THE BEST and
most accurate gauges of employee atti-
tudes and the general health of the busi-
nesses they work for can be made within
the first few minutes of an office visit.

Needless to say there is little laughing
and scratching going on at the drinking
fountains in Chrysler’s offices in Detroit.

Any laughter heard around Itel Corp’s
headquarters in San Francisco ¢an only
be the result of gallows humor involving
the deeply troubled leasing company’s
possible bankruptcy.

A veteran industrial psychologist who,
Tam sure,is aware of but not a part of the
Me Generation is convinced that a fast
diagnosts of an organization can be made
by observing the percentage of people in
it who laugh and smile.

Harry Levinson, an industrial psychol-
ogist and management consultant who
teaches at Harvard, believes the “light-
heartedness” quotient tést is the best:
place to start a company study.

It may be simiple, but you have to start:
somewhere.

[

AN OBVIOUS SIGN of good mental
health in children and adults is their
ability to laugh.

Disturbed people rarely laugh, unless
hysterically.

If the people in a business office are
cold and distant with one another, you're
looking at a disturbed organization, says
Levinson.

So smile more today around your office.
Who knows, an aware psychologist may
be lurking around. And, after all, it is-
Friday.



Harry Levinson'’s

A classic for managers since 1968,
revised for the 80s.

Dr. Levinson deives beyond
the mechanics of managerial
k. science inio the art and prac-

, tice of leadership. In the orig-
. inal edition, The Exceptional
Executive, he explored
the role of executive as
teacher; now Executive
has been expanded to
cover the need for
E executive flexibility —
¥ mitigaling the tensions
between middle and
upper management,
E understanding the
7 social context of busi-
j ness, and coping with
the needs of women
and minorities in romc-
geridl roles. With four-
teen flusirative case
studies, this book will prove
_an indispensable aid, from
the classroom to the board-

room. $1850 ‘

University Press
Cambridge, MA 02138

THE 29th ANNUAL
INDUSTRIAL AND ORGANIZATIONAL
PSYCHOLOGY WORKSHOPS

Presented as part of the annual convention of
The American Psychological Association
Sunday, August 23, 1981
Los Angeles Bonaventure
Los Angeles, California

WORKSHOP COMMITTEE
Tove Helland Hammer, Chair
Stanley B. Silverman, Treasurer
Richard D. Arvey
Richard S. Barrett
V. Jon Bentz
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Morgan McCall, ir.
Robert A. Ramos

* Division 14 is approved by the American Psychological Association
to sponsor continuing education in psychelogy. Division 14 work-
shops are offered for seven (7) hours of continuing education credit.
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Los Angeles Bonaventure

WORKSHOP SCHEDULE
Sunday, August 23, 1981
Los Angeles, California

8:15 a.m. — - 9:00.a.m. Registration
9:00 a.m. — 12:30 p.m. Momming Sessions
12:30 p.m. — 1:30 p.m. Lunch
130 pm. —  5:00 p.m. Afternoon Sessions
5:30 pm. — 7:30 pm. Reception
Section 1 Personnel Selection Programs Based on Cumulative Knowledge
. John E, Hunter and Frank L. Schmidt
SectionII  Executive Development/Contemporary Alternatives

Seetion IiI

Section IV

Section V

Section Vi

Section V11

Section VIII

Section IX

Stephen J. Wall and David A. Nadler

Technical Presentations: “Crisp, Clear Communication”
David P. Campbhell .

Improving Selection Through Interviewer Training
Kenmeth N. Wexley

Develepment of Criterion Measures for Use in Multi-Organizational
Research
Robert M. Guion

Sex, Equal Pay, and Comparable Worth
Gerald V. Barrett, Ralph A. Alexander, Thomas H. Barnard, and
Peter C. Robertson

The Design and Management of Work Groups in Organizations
1. Richard Hackman

Advanced EEO: The Art/Science/Politics of Personnel Selection Today
C. Paul Sparks

The Psychology of Outplacement Counseling
Robert Lee, Randall E. Ruppart, and Adela Oliver
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SECTION I (Full Day)
Personnel Selection Programs Based on Camulative Kno_wleﬁge

Frank L. Schmidt
U.S. Office of Personnel Management and
George Washington University

Yohn E. Hunter and
Michigan State University

The time has come to build personnel selection programs on cumulative knowledge
rather than on single validation studies. This workshop presents the cumulative knowl-
edge base for such a program using conventional psychological tests. A test should
be predictive of job performance, it should not be discriminatory toward minority
group members, and it should be valuable to the organization. There is how a large
data base for psychological tests available to permit cumulative analyses where definitive
conclusions can be made about test validity, fairness and utility.

The workshop will review this data base and present conclusions about 1) the scientific
status of test use, 2) the practical use of tests and their value, and 3) the legal base
for a selection program based on cumulative results rather than a single local validity
study. The presentation will consist of six parts, with a “lecture-discussion” format:

1) An explanation of why the data base available in personnel psychology has not been
used earlier; with specific emphasis on issues in statistical power, meta-analysis, and
validity generalization.

2) The presentation of formulas for cumulative results across studies, and a review
of the results obtained in validity generalization studies,

3) The presentation of an analysis of the U.S. Employment Service data base of 515
validity studies done with the General Aptitude Test Battery. This provides the base
for validation of tests for 12,000 jobs, i.e., all the jobs in the Dictionary of Occu-
pational Titles.

4) The presentation of the cumulative data base showing the test is fair to minorities.
Evidence from hundreds of studies now shows that there is no single group validity,
there is no differential validity, and tests overpredict rather than underpredict
job performance.

5} The presentation of the cumulative data base on test utility. It will be demonstrated
that optimal use of tests leads to a savings of millions of dollars per year for typical
large organizations, and formulas for evaluating the utility of a test for any organi-
zation will be shown. It will further be demonstrated that selecting randomly from
above a low cut-off score loses about 80 percent of the dollar savings generated
by optimal use of the test, and utility losses occurring with the use of other methods
for obtaining racial balance (such as quotas or statistical formulas for “cultural
fairness”) will be discussed.

The workshop will also address the defense of a selection program based on

cumulative knowledge by demonstrating the methods available for establishing

the programs, and discussing the legal and professional standards underlying the
programs. :

‘The workshop is intended primarily for I/0 psychologists employed in private business

and industry, or in the public sector, with responsibilities in the area of selection.

It will also be useful for academic rescarchers with an interest in personnel selection

and related areas.

John E. Hunter and Frank L. Schmidt have been using quantitative methods to
cumulate findings across studies for almost a decade. The methods they have
developed for this purpose are applicable to all areas of the behavioral and social
sciences, but they have applied these methods mostly to research probilems related
toselection. John E; Hunter has a joint appointmentin the Departments of Psychology
and Mathematics at Michigan State University. Frank L. Schmidt is a research
psychologist at the U.S. Office of Personnel Management and George Washington
University.

Coordinator: Tove Helland Hammer, Cornell University
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SECTION II (Full Day}
Executive Development / Contemporary Alternatives

Stephen J. Wall and David'A. Nildlel'.
Union Carbide Corporation Columbia University

What is currently being done to develop the lpanagerial resources Feqmred to
manage tomorrow’s organizations? Why have certain approaches to t}falnlng_ the con-
temporary manager been adopted? How well are such endeavors achieving the intended
results? ] ) )

This workshop will address current practices and trends_ in the area of executive
development. The workshop will review what is currently bem_g. done to prepare execu-
tives within industrial corporations for top management positions. Current activities
within both the university setiing and the corporate seiting to zflddres:,s the dqvelopmental
needs of this population will be described. Data from questionnaire studies presently
being conducted to assess the use and reported vglues of both in-company and umve'ellisgy
programs will be presented and discussed. During the workshop, participants will be
asked to indicate their current interests and what issues they face regarding the

ent of managerial resources.
de"licl"llgP;:imary audieﬁce for this workshop are tho‘se practit_ioners and researcher;
who are presently involved in, or are about to be involved in, the development o
executives within a corporate setting. Focused discussions in sm_alll groups will be
interspersed with brief presentations and discussions in the larger group. ‘

Stephen J. Wall is the Director of Corporate Managfement Devel.opment at Union
Carbide Corporation, where he is responsible for the implementation and use of_the
corporate-wide management system. He prowdes_ trammg‘and counselling services
to all domestic and international divisions of Union Carbide. He has considerable
experience in selection and development research and he is a member of the
Conference Board. '
David A. Nadler is Associate Professor at the Graduate School. of Business, Columbia
University, where he directs the Executive Program in Organizational Development
and Human Resource Management. He holds.an MBA from Harvard ‘Busmess School,
and received his Ph.D. in Psychology from the University of I\_/Ilcl_ugan. He I_las
published numerous articles and several books in the area of organizational behavior,
and serves as a consultant to a number of companies on organizational change,
management development, and organizational design.

Coordinator: Morgan McCall, Ir., Center for Creative Leadership

SECTION III (Full Day)
Technical Presentations: “Clear, Crisp Communication”

David P. Camphell
Center for Creative Leadership

Psychologists know a lot about human behavior; consequently they can be us_efu!
to have around. Unfortunately, many of them are such poor communicators, especially
when embedded in organizations, that their influence is lessen'cd. Their communication
flaws include: an overreliance on professional jargon, which m.the extreme can lead to
hopeless mumbo-jumbo; a lack of grammatical precision, which forces the ree_lder_ to
work hard for understanding; and a lack of appreciation for the many communication

26

media available, such as slides, transparencies, and videotape. Psychologists share these
flaws with many other groups, especially engineers and business people.

This workshop will focus on various techniques for clear, crisp communication,
One-half day will be devoted to writing skills; one-half day to other media. The writing
portion will focus on writing as behavior, and will use a psychological framework, as
opposed to a grammatical one, for su ggesting improvements. The teaching will be quite
structured, and will emphasize helping people to improve their writing no matter what
their current level of achievement. The approach is success-oriented, and is specifically
designed 10 avoid embarrassing people who feel uneasy with their current writing
skills, The second half will present several examples of the use of other media for
communication: slides, transparencies, videotape, and discuss how these were developed
and how they can be used. °

The approach to teaching “Clear, Crisp Communication” will be simple and practical,
showing how these techniques can be used in regular professional settings. The work-
shop is designed for those who write or make presentations as part of their job, and

who wish to improve their own skills, as well as for people who are interested in
teaching these skills to others.

David P. Campbell is Executive Vice President for the Center of Creative Leadership
in Greensboro, North Carolina. He has published extensively in academic journals
and has written several books {or the practitioner. He has been offering a workshop
on Techmical Writing for several years. Dr. Campbell is a member of APA, Division
14, and he received his Ph.D. in 1/0 psychology from the University of Minnesota,
Coordinator: Morgan McCall, Jr., Center for Creative Leadership

SECTION IV (Half Day}
Improving Selection Through Interviewer Training

Kenneth N. Wexley
Michigan State University

In this workshop participants will experience a shortened version of an interviewer
training process used by several major organizations to teach managers and personnel
administrators how to use the interview effectively as a selection tool. During the work-
shop, the participants will:

1} View job candidates on videotape, rate them, discuss their ratings, and examine
the degree to which they are prone to making judgment errors which ofter result
in poor hiring decisions, and

2) Discuss techniques which can be used to reduce judgment errors in the employment
interview, as well as in the performance appraisal, and

3) Review relevant EEQ court cases which have implications for conducting effective
interviews.

Extensive use of videotapes, exercises, and group discussions will be used. The work-
shop is intended for practitioners and researchers in 1/0 psychology who are interested
in finding ways to improve the interview process.

Kenneth N. Wexley is Professor of Management and Psychology at Michigan State

University. He has done extensive research and consulting work in the areas of

employment interviewing, performance appraisals, and management development,

and has written numerous articles and several books on these topics. He is a Fellow
of Division 14 and a Diplomate in Industrial/ Organizational Psychology.

Coordinator: Stanley B. Silverman, Organizational Consulting Group

*
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* SECTION V (Half Day}

Development of Criterion Measures for Use in
Multi-Organizational Research

Robert M. Guion
Bowling Green State University

This workshop considers contemporary problems in criter.ion dev'ssl.opment2 particu-
larly for multi-organizational research such as indt}stry-wlt_le validity studl.es. The
objectives will be to consider both procedures for ldentlf_ymg the appropriate per-
formance construets and for developing measures that will be scaled on a metric
commeon to all participating organizations.

The first part of the workshop will be a discussion of ways to move from statements
of duties arid responsibilities derived from job analysis to statements-of 'th(_: performance
constructs o be measured. Discussion will conceritrate on identification of task or
activity categories, determination of appropriate performance constructs, and develop-
ment.of activity-performance construct matrices. . .

The second part of the workshop—the major part—will deal with the measurcment
problem: bow to measure performance on ametric that is common across organizations
with different distributions of the underlying constructs. Two approaches wﬂl_ be
described. The first is the use of an objectively measured work sample, using phys‘lca}
units of measurement. Circumstances and procedures that make such criteria feasible
will be discussed. The second is the development of rating scales using latent trait
analysis, 2 mathematically formal approach o measurement that would have some of
the same advantages as physical measurement when applied across organizations.
With these examples as illustrative solutions to the measurement problem, discussion
will be directed toward a search for alternative ways to measure performance con-
structs on scales that will be the same in different organizations and at different times.

The recommended audience ¢omsists of people who know job analysis procedures, .

particularly the development of task or activity inve_utories_, and who are familiar
with the fundamental principles of measurement theory. No prior knowledge of formal
measurement methods is assumed. o
Robert M. Guion is Professor of Psychology at Bowling Green State Universi.ty.
He is a past President of Division 14, a frequent contributor to jour_nals in indi{stne_ll
and organizational psychology, and the author of Personnel Testing. Dr. Guion is
currently writing a new book on personnel selection. He is 'the Chair of the Board
of Scientific Affdirs of the American Psychological Association.

Coordinator: Roberi A, Ramos, AT&T

SECTION VI (Half Day)
Sex, Equal Pay, and Comparable Worth

Gerald V. Barrett
University of Akron

Thomas H. Barnard

Ralph A. Alexander
University of Akron

Peter C. Robertson

Squire, Sanders, & Dempsey Organization Resources Counselors, Inc.

The Equal Pay Act of 1963, OFCCP regulations, th@ recent National Academy of
Sciences Study of comparable worth, the EEOC intentions in the area of. cgmparable
worth, and recent court decisions all bring into focus the impqrt_ance of this area for
all organizations. The workshop will focus on five key topics. First, the Equal Pay Act
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of 1963, Title VI, and other related legislation will be reviewed with a special focus
upon the OFCCP. In particular, problems with such procedures will be illustrated
showing that following the procedures used by some compliance agencies, every
organization could be judged as giving unequal pay for females and minorities. Second,
a review of the literature will be presented related to sex differences with a special
focus ‘upon the typical testimony of plaintiffs expert witnesses. Demographic and
other data will be introduced to compare the accuracy of typical plaintiff's testimony
with the available information. Third, relevant court cases will be reviewed with a
summary of their main conclusions and findings. Fourth, a review will be presented
of the issue of comparable worth including results of the National Academy of Science’
study. Fifth, organizational policy decisions and procedures will be discussed including
iob evaluation and related approaches which can be used by organizations in preparing
for or to avoid litigation. A special focus will be upon econometric and regression
analysis approaches which are often used in an inappropriate fashion as well as an
alternative to such approaches.
The werkshop leaders have all been involved in litigation concerning equal pay
cither as expert witnesses or as counsel for the defense. .
Gerald V. Barrett is Professor and Head of the Department of Psychology at the
University of Akron. Dr. Barrett is the author of over seventy articles published in |
professional journals and numerous technical reports. Some of the areas he has
conducted research in are: job analysis, proficiency measurement, motivation, job
design, personnel selection, and nondiscriminatory testing.
Ralph A. Alexander is Associate Professor in the Department of Psychology at the
University of Akron. For the past several years he has been engaged in the develop-
ment, refinement, evaluation and implementation of valid, non-discriminatory selec-
tion and promotion test batteries for public and private organizations. Dr, Alexander
has worked extensively in the areas of applied measurement and statistics, with
particular emphasis on analytical and inferential approaches to job evaluation, task
analysis and separating the influences of individual and group differences.
Thomas I Barnard is a partner with the Law firm of Squire, Sanders, & Dempsey.
He received his L.L.B. from Columbia University School of Law and his L.L.M.
from Case Western Reserve University. His professional experience includes three
years with the Department of Labor in the Civil Rights Division.
Peter C. Robetison earned his L.L.B. degree from Yale Law School. He is a con-
sultant to Organization Resources Counselors. Prior to joining ORC, he served as
Director of Policy Implementation at the Equal Employment Opportunity Commis-
sion and Director of the Missouri Human Relations Commission. He also served as
Administrative Assistant to U.S. Congressman Henry Reuss.

Coordinator: Richard 8. Barrett

SECTION VII (Half Day)
The Design and Management of Work Groups in Organizations

1. Richard Hackman
Yale University

This workshop has three main objectives. First, to help participants develop new
ways of thinking about what is required to make task-oriented self-managed groups
effective; second, to explore ways that conditions required for task effectiveness can
be created and maintained in organizations; and third, to give participants the oppor-
tunity to practice the ideas developed during the first steps of the workshop, to assess
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the strengths and weaknesses of different task-oriented groups, and to develop
recommendations for organizational changes that can improve group effectiveness.

The workshop is divided into four sections: 1) an examination of the key hurdles
self-managed groups must overcome if they are to be effective performing units;
2} an examination of how the psychologist as a consultant or interventionist can help
existing groups overcome these hurdles; 3) a discussion of how work teams can be
created and developed. into effective units; and 4) an examination of the feasibility
of structuring work around self-managed task groups, with special emphasis on when

it is and is not practical and efficient to use such groups as performing units in

orgapizations. '

The workshop is intended for both the 1/0 psychologist employed in private organi-
zations or in the public sector, and for academic researchers with an interest in work
" group effectiveness. '

). Richard Hackman is Professor of Organization and Management and Professor
of Psychology at Yale University. He has studied group effectiveness for several years,
is the author (with Greg Oldham) of Work Redesign (Addison-Wesley, 1980). He is

currently engaged in a large-scale study of the determinants of the effectiveness of _

work teams in organizations.
Coordinator: Richard D. Arvey, University of Houston

SECTION VIH (Half Day)
Advanced EEOQ: The Art/Science /Politics of Personnel Selection Today

C. Paul Sparks
Exxon Company, U.S.A.

This workshop will examine the many forces which shape selection policy and
practice today. The workshop will focus on ways to minimize conflicts arising from
different pressures on organizations and to optimize personnel administration in the
area of selection. The term “selection” is used here to include any personnel decision
which involves a choice among two or more persons for hire, training opportunity,
salary increase, promotion, layoff, discharge, premature retirement, etc. Registrants
will be presumed to be knowledgeable with respect to federal and state laws, enforce-
ment agency regulations, significant case law, APA Standards, APA Division 14
Principles, standard textbooks, and pertinent journals. The format will be participative.
Registrants are invited to submit problems or questions to the leader in advance of
the workshop. A workbook will be provided for each registrant. -

C. Paul Sparks is Coordinator of Personnel Research for Exxon Company, U.S.A.
in Houston and is also an Adjunct Professor in the Graduate Studies Division of
the University of Houston. During the past decade he has been, at various times,
a member of the Secretary of Labor’s Advisory Committee on Selection and Testing;
President of APA’s Division of Industrial-Organizational Psychology and, as such,
appointed the Editors and Advisory Committee responsible for the 1980 Principles
for the Validation and Use of Personnel Selection Procedures; a member of the
APA Committee on Tests and Assessment, and a member of the Ad Hoc Industry
Committee on selection standards. .

Coordinator: V. Jon Bentz, Sears, Roebuck and Company
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SECTION IX {Hzalf Day)
The Psychology of Qutplacement Counseling
Robert Lee Randail E. Ruppart Adela Oliver
President Vice President & Director—
Lee-Hecht & Associates  Director— Career Services Consulting Services

Lee-Hecht & Associates Lee-Hecht & Associates

~ Outplacement Counseling emerged in recent years to help managers and their
employers effect a smooth transition when involuntary terminations occur. The result
is a goal-oriented form of career planning and vocational guidance which takes place
within an organizational context and in the midst of a personal and family crisis.
This workshop will describe the major activities performed by-the counselor for both
the terminated employee and the corporation. Topics to be emphasized are: dealing
with managers during a peak stress period; career planning for the terminated manager;
helping the employee prepare for the job hunting task; and serving as a third party
between the employee and employer.

Participants will work through cases and role plays to develop skills and to personally
experience some elements of this counseling role. The recommended pre-work is a
log or personal diary kept by the participant of his or her attempt to help someone
go through a job search. Participants should be experienced in some form of one-on-one
counseling.

Robert J. Lee is President of Lee-Hecht & Associates, a behavioral science manage-

ment consulting firm that has provided outplacement counseling as well as manage-

ment training and organization development services to corporations and financial

institutions since 1974. Dr. Lee received his Ph.D. in industrial psychology from Case

Western Reserve University in 1965. He is a member of Division 14 of APA and of
- the National Training Laboratories.

Randall E. Ruppart is Vice President and Director of the Career Services Division
of Lee-Hecht & Assocates. His prior positions include being Director of Career
Management and Development at another consulting firm, Director of the Program
of Cooperative Education at New York University, and Director of Career Manage-
ment Programs and Adjunct Professor in Social Sciences at a branch of the Ciry
University of New York.

Adela Oliver is Director of Consulting Services at Lee-Hecht & Associates. She
has developed, managed and implemented a wide range of human resource functions
over the past ten years. Dr. Oliver received her Ph.D. in psychology from Yeshiva
University and is licensed as a psychologist in New York State. She is a member
of Division 14 of APA and is President of the Metropolitan New York Association
of Applied Psychology.

Coordinator: William J. Bigoness, The University of North Carolina

31



‘ REGISTRATION

29th Annual APA Division 14 Workshops
Los Angeles Bonaventure Los Angeles, California

Sunday, August 23, 1981

NAME (Please Print)

POSITION

MAILING ADDRESS

PHONE ( ) EXT

APA DIVISION MEMBERSHIP(S)

A Note to Registrants:

Three (3) of this year’s workshops have been dcsi_gnated‘as day long workshops. When
filling out your registration form, please take this fact into account. I_f you _requfe(sjt a
full-day session as one of your options, please do NOT indicate an additional half- _ag
session within that same option. PLEASE MAKE SURE YOU EITHER CHQOS
TWO HALFDAY SESSIONS OR ONE FULL-DAY SESSION.

Section # and Section #

My first choice:

My second choice:
My third choice:

My fourth choice:
Registration is on a first-come, first-serve basis. All workshops will be limited to 25
participants.

$100 Division 14 Members $125 APA Members
and Student Affiliates

$150 Non=APA, Non-
Division 14 Members

Fee includes: All registration materials, Iunch, social hour. Additional tickets for

social hour are $8 per guest.

Please make check or money order payable to: APA Division 14 Workshop Committee.

Stanley B. Silverman, Treasurer
Division 14 Workshop Committee
Organizational Consulting Group
483 Overwood Road

Akron, Ohio 44313

{216) 836-4001 or (216) 864-0409

Mail form and
registration fees to:
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EEO ISSUES

UNANIMOUS SUPREME COURT REAFFIRMS LEGAL BURDENS
IN INDIVIDUAL CASE UNDER TITLE VII:
Texas Department of Community Affairs v, Burdine, Daily Labor Report.
1981, 42 (March 4), D1-4, .

James C. Sharf

In articulating their reasoning for overturning a Court of Appeals decision,
the Supreme Court cites McDonnell Douglas, Furnco, Teamsters and Keene
State College regarding the rational reasons an employer may use to rebut
a disparate treatment charge of discrimination against an individual:

“The defendant’s explanation of its legitimate reasons must be clear and

. Feasonably specific;”

“...although the defendant does not bear a formal burden of persuasion. .,

(he) will normally attempt to prove the Jactual basis for its explanation;”
“The broad, overriding interest, shared by employer, employee, and con-
sumer is efficient and trustworthy workmanship assured through fair and. ..
neutral employment and personnel decisions;” and
“The statute was not intended to ‘diminish traditional management pre-
rogatives’.. . It does not require the employer to restructure his employment
Practices to maximize the number of minorities and women hired.”
All of these rational standards bode well for validity evidence as the articy-
lated factual basis upen which employment decisions were based.

District Court

Plaintiff Burdine had unsuccessfully argued her claim of sex discrimination in District
Court on grounds that she had not been promoted o Project Director in her Division
and was subsequently fired by the Executive Director of the Texas Department of
Community Affairs. Her boss had testified that Burdine and two others who were
also fired had not worked well together and that the unit would be more efficient
if their problem was eliminated, The District Court accepted this explanation as
rational and in effect found no evidence that the decision not to promote and to fire
Burdine were sexually discriminatory.

Court of Appeals

The Fifth Circuit agreed in part holding that no sex discrimination had been found
in the failure to promote Burdine but reversed the finding that the Executive Director’s
testimony had rebutied Burdine’s prima facie case of discrimination based on disparate
treatment in the decision to fire her: “The Court of Appeals has reaffirmed jts previ-
ously announced views that the defendant in a Title VII case bears the burden of

Supreme Court
“Because the decision of the Court of Appeals as to the burden of proof horne
by the defendant conflicted with interpretations of our precedents adopted by other

Courts of Appeals ...we now vacate the Fifth Circuit's decision and remand for
application of the correct standard”
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“In McDonnell Douglas...we set forth the basic allocation of burdens and order
of presentation of proof in a Title VII case alleging discrimjnatory treatment, First,
the plaintiff has the burden of proving by the preponderance of the evidence a prima
facie case of discrimination. Second, if the plaintiff succeeds in proving the prima facie
case, the burden shifts to the defendant ‘to articulate some [egitimate, nondiscriminatory
reason for the employee's rejection. Third, should the defendant carry this burden,
the plaintiff must then have an opportunity to prove by a preponderance of the
evidence that the legitimate reasons offered by the defendant were not its true reasons,
but were a pretext for discrimination.”

“The nature of the burden that shifts to the defendant should be understood in
light of the plaintiff's ultimate and intermediate burdens. The ultimate burden of
persuading the trier of fact that the defendant intentionally discriminated against the
plaintiff remains at all time with the plaintiff... The McDonnel! Douglas division of
intermediate ¢videntiary burdens serves to bring the litigants and the court expedi-
tiously to this ultimate question.”

“The burden of establishing a prima facie case of disparate treatment is not onerous.
The plaintiff must prove by a preponderance of the evidence that she applied for an
available position, for which she was qualified, but was rejected under circumstances
which give rise to an inference of unlawful discrimination.”

“The burden that shifts to the defendant, therefore, is to rebut the presumption of
discrimination by producing evidence that the plaintiff was rejected, or someone else
was preferred, for a legitimate, nondiscriminatory reason. The defendant need not
persuade the court that it was actually motivated by the proffered reasons. Tt is
sufficient if the defendant’s evidence raises a genuine issue of fact as to whether
it discriminated against the plaintiff. To accomplish this, the defendant must clearly
set forth, through the introduction of admissible evidence, the reasons for the plaintiff's
rejection...An articulation not admitted into evidence will not suffice. Thus, the
defendant cannot meet its burden merely through an answer to the complaint or by
argument of counsel...The explanation provided must be legally sufficient to justify
a judgment for the defendant. If the defendant carries this burden of production, the
presumption raised by the prima facie case is rebutted and the factual inquiry proceeds
to a new level of specificity. Placing this burden of production on the defendant thus
serves simultaneously to meet the plaintiff's prima facie case by presenting a legitimate
reason for the action and to frame the factual issue with sufficient clarity so that the
plaintiff will have a full and fair opportunity to demonstrate pretext. The sufficiency
of the defendant’s evidence should be evaluated by the extent to which it fulfills
these functions.”

“The plaintiff retains the burden of persuasion. She now must have the opportunity
to demonstrate that the proferred reason was not the true reason for the employment
decision. This burden now merges with the ultimate burden of persuading the court
that she has been the victim of intentional discrimination. She may succeed in this
either directly by persuading the court that a discriminatory reason more likely moti-
vated the employer or indirectly by showing that the employer’s proffered explanation
is unworthy of credence.” .

“The Court of Appeals has misconstrued the nature of the burden that McDonnell
Douglas and its progeny place on the defendant. We stated in {Keene State College)
that ‘the employer’s burden is satisfied if he simply explains what he had done or
produces evidence of legitimate nondiscriminatory reasons’”

“We have stated consistently that the employee’s prima facie case of discrimination
will be rebutted if the employer articulates lawful reasons for the action: that is, to
satisfy this intermediate burden, the employer need only produce admissible evidence
which would allow the trier of fact rationally to conclude that the employment decision
had not been motivated by discriminatory animus. . . the defendant’s explanation of its
legitimate reasons must be clear and reasonabl Iy specific. .. the defendant normally will
attempt to prove the factual basis for iis explanation (emphasis added”
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_ f‘The Court of Appeals also erred in requiring the defendant to prove by objective
évidence that the person hired or promoted was more qualified than the plaintiff
MeDonnell Douglas teaches that it is the plaintiff’s task to demonstrate that similarIy'
situated employees were not treated equally. The Court of Appeals’ rule would require

_“T.he'cogrt’s. procedural rule harbors a substagtive error. Title VII prohibits all
dlscrl_m-mat%on in employment based upon race, sex and national origin. ‘The broad
overriding interest, shared by employer, employee, and consumer, is efficient and’
trustworthy workmanship assured through fair and...neutral employment and per-
sonnel decisions.’ Title VII, however, does not demand that an employer give prefer-
cntlgl_ treatment to minorities or women. .. The statute was 1ot intended to ‘diminish
traditional management prerogatives.” It does not require the employer to restructure
his employment practices to maximize the number of minorities and women hired”

among equally qualified candidates, provided the decision is not baséd upon unlawful
criteria”

SPECIAL ANNOUNCEMENT

On Jaquary‘ 31, 1981, the following resolution was passed by the Executive
Committee of Division 14 of APA:

Beit resolved: The Executive Committee of the Division of Industrial /
Org_gmzational Psychology (Division 14) of the American Psycho-
log_lcal Association recommends that the Federal government’s
Uniform Guidelines on Employee Selection Procedures be opened

for updating and revision consistent with current research knowledge
and professional standards.

Th.is resolution refers to the scientific and technical aspects of the uniform
guidelines. A joint American Bar Association—U.S. Chamber of Commerce
ta_sk force on Federal regulations pertaining to personnel matters is concerned
with legal deficiencies in the guidelines and will probably recommend to the
Reagan Administration that the guidelines be opened for revision to correct
these legal deficiencies. If the guidelines are opened for revision, Division 14
members will have the opportunity to comment on proposed changes as indi-

viduals. %n' addition, comments may be submitted by the Executive Committec
of the Division. '
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NEW HUMAN SUBJECTS REGULATIONS PUBLISHED
R. F BOLDT

The Office of Protection of Research Risks, which is a part of the Depart-
ment of Health and Human Services (HHS), brought out a new set of regu-
lations on the protection of human subjects on biomedical and behavioral
research. These regulations can be found in the Federal Register of January
26, 1981, pages 8366 through 8392. Many of these pages deal with public
comment in response to previously published draft regulations (February 14,
1979, Federal Register, pages 47688 through 47698) and the HHS response;
the actual regulations begin on page 8386 and continue through 8391. Page
8392 contains an announcement that, although the regulations do not go into
effect until July 27, 1981, institutions that have negotiated general assurances
of compliance with HEW may apply expedited review procedures as soon as
feasible—they need not renegétiate their general assurances for this purpose.
The study of existing data and records as well as research on individual or
group behavior including test development may now be processed by expedited
procedures (paragraphs 46.110), _

Two important changes are contained in the new regulations. First, 1:,hey
will apply only to projects funded by HHS. This contrasts with the previous
rule that all projects must be reviewed if an organization gets HEW contracts.
Institutions should be able to renegotiate their general assurances so that only
HHS projects are reviewed, if they wish. It is, however, not clear to me at
this time whether the terms of existing general assurance will prevail over the
new regulations where they differ.

A second change in the regulations is that they provide for a series of
categories of exempt research. This includes research with any of the following
characteristics: concerns normal education practices, concerns use of edu-
cational tests, involves survey or interview procedures under certain circum-
stances, involves observation of public behavior under certain circumstances,
or involves the study of existing data or records under certain circumstances.
Many of us are aware of the overregulation that exists because the abuses

occurring in biomedical research were ascribed to behavioral research. The -

new regulations clearly attempt to improve the situation.

ANNOUNCEMENT

Volunteers Wanted! The Board of Convention Affairs would like to
enlist the assistance of Division members to escort persons with
disabilities, particularfy blind individuals, to Division Social Hours.
We would like to encourage social interaction with these persons and
feel that having a member of the Division handling the social niceties
would facilitate the process. If you are willing to serve as an escort,
would you please send your name, address, and divisional affiliation
to Candy Won, APA Convention Office, 1200 17th Street, N.W.,
Washington, D.C. 20036 by August 1, 1981. Once we have your narme,
we will send you additional information. Thank you.

Je

SPECIAL ANNOUNCEMENT:
Edwin E. Ghiselli Award

The Edwin E. Ghiselli Award will replace the James McKeen Cattell
Award as the designation for the best proposal for research in 1/O
Psychology. Named after one of the chief proponents of a broad
approach to research in I/0 Psychology, the Ghiselli Award will
become a symbol of excellence for those who earn it.

The Ghiselli Award needs to be funded by 1/0 Psychologists and
their organizations. Each I/0 Psychologist should feel the necessity
to contribute at least $10.00 for the establishment of the Ghiselii
Fund and organizations which employ 1/0 types need to be asked
for contributions. The Ghiselli Award is as important as anything
else we support because it looks to the future: the award is for
proposals, not accomplishment. :

Send contributions to the Secretary-Treasurer, Lew Albright, Kaiser
Aluminum & Chemical Corp., 300 Lakeside Drive, Room KB 2140,
Oakland, CA 94643, today. All contributions should be made out to
“Ghiselli Fund.” All contributions are tax deductible. Let's make
this happen by showing our commitment to research.

APA ad hoc Commitiee on Legal Issues (COLI)

The ad hoc Committee on Legal Issues (COLD) was established by the
APA Board of Directors for a term of two years ending September 1981. The
Committee is charged with several law-related tasks, including making recom-
mendations to the Executive Officer regarding the new General Counsel
function, assessing areas of need and interest with regard to legal involvement
of the Association, making policy recommendations to the Board of Diréctors
and Council of Representatives about priorities in various need and interest
areas, and making recommendations to the Board and Council regarding the
possibility of a continuing committee.

COLI has undertaken several projects including: (1) developing a draft
list of considerations to assist in determining whether APA should become
mvolved in legal actions, for example as amicus curiae; (2) advising the APA
Executive Officer on specific proposals to enter into court cases; (3) systémat-
ically gathering information about psychologists with law degrees and other
advanced degrees; (4) initiating a legal research effort using law students
supervised by the APA General Counsel and psychologist-attorneys on the
Committee; (5) presenting a symposium at the Montreal convention on “Legal
Issues: What APA Is Doing”; (6) surveying State affiliates’ needs and experience
in the legal area; (7) outlining a standard State Statute Compiliation covering
state laws, regulations, attorney-general opinions, and rulings (court and agen-
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THE LABOR UNION AS “CLIENT”
TOVE HELLAND HAMMER
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is here a practical topic of interest to the union leadership,
the demographic characteristics of the non-unionized labor
and unions want to know how worker atti

to influence union growth.

A second topic which has a great deal of potential for 1/0 psychologists

Labor unions, with their shifting power alliances, leadership crises, internal
factionalism, with differing hierarchical structures, and varying degrees of
organizational democracy, are fascinating organizations within which one can
examine theoretical models of leadership, motivation, power, attitudes, and
commitment. This can be done if we as psychologists will acknowledge the
union as a client and accept the union leadership’s practical interests in
issues such as methods to improve the internal administration of the union;
understanding how various forms of union organization and union leadership
influence membership participation in decision making; and learning how
unions can form coalitions to organize and bargain to further their definitions
of organizational effectiveness.

These were all issues which surfaced as practical concerns during the
AFL-CIO-Cornell ILR symposium. Obviously, joint union-academician con-
ferences and symposia will not remove the substantial amount of distrust
against 1/O psychologists which now exists. But American union leadership
seems slowly to warm up to the thought that even an 1/0 psychologist can be
a “third-party neutral” as a researcher, and that some of our research can
have practical utility for them. The opportunity for such a rapprochement
should not be ignored. To view the union as client does not mean that one
takes a stand in favor of unjon growth and becomes ready to man the
barricades for organizing drives. It does mean that one acknowledges the
Wagner Act, however, which is nothing more than acknowledging the law of
the land. As more I/0 psychologists begin to work with local and national
unions as part of research or consulting efforts, we might be able to get rid
of a very unfortunate “union-busting” image. (If you or your colleagues are
involved in research/consulting efforts with unions, send a brief description
to Neal Schmitt, Department of Psychology, Snyder Hall, Michigan State
University, East Lansing, MI 48824 or Tove Hammer, New York State School

of Industrial and Labor Relations, Ives Hall, Cornell University, Ithaca NY
14853.)

SPECIAL ANNOUNCEMENT

If you are planning to write a book, have just written a book, wrote

a book several years ago and the sales are down, or you simply read

books, request that the publishing company advertise in TIP, Itis
expensive to produce TIP; we can use all the revenue you can
generate. Have the publisher contact Larry Fogli at the TIP offices

or pass along the advertising rate information which appears at the
end of this issue.
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GOVERNMENT RESEARCH ACTIVITIES
LAUREL W. OLIVER

Productivity Has become an important concern not only of American
industry, but also of the U.S. Government. Within the Federal sector, the U.S.
Office of Personnel Management (OPM) has the responsibility for promoting
productivity throughout the Federal government. The Workforce Effectiveness
and Development Group (WED), which is the group within OPM that is charged
with this responsibility, carries out the research aspect of its mission through
the Productivity Research Division (PRD). Under the direction of Carolyn
Burstein, PRD is responsible for conducting research through the means of
exploratory studiés and planned interventions. The major goal of PRD is to
develop a knowledge base on productivity in the Federal sector. The specific
objectives of the PRD pregram are to organize existing knowledge and devélop
rniew knowledge aboiit ways to increase the efficiency and effectiveness of
Federal programs and operations, improve management, increase employee
job satisfaction and motivation, and improve the quality of worklife in Federal
agencies. To achieve these objectives, PRD conducts in-house research with a
staff of 16 psychologists, sociclogists, anthropologists and political scientists.

The research agenda of PRD incorporates both short-term (immediate
answers to specific questions} and long-term (more lengthy exploration of
complex and difficult issues) projects. The six priority arcas established for
this research are: organizational structure and processes, leadership and man-
agement, application of techrology to government work, work design and
quality of working life, human resource management and development, and
barriers to Federal sector productivity. The scope of the research agenda
was deliberately limited so that it would not duplicate research undertaken

‘elsewhere in OPM and would concentrate on factors Federal agencies can

control.

Ongoing research programs that are currently underway include: (1) Study
of the effects of a group incentive pay program at the Social Seeurity Admin-
istration, (2} Research on the forms and caunses of employee cenflict and
cooperation conducted at the National Institutes of Health (NIH), {3) Alterna-
tive work schedules project involving three Fedeéral Agencies in the Northeast,
and (4} Study of Federal employees’ attitudes toward organizational changes
which are occurring in the Defense Cornitract Administration Services (DCLAS)
of the Defense Logistics Ageney (DLA), (5) Research on the Human Aspects
of Office Automation in Four Federal Agencies, (6) Study of the Effects of
Quality Circles on Productivity and Quality of Work Life, (7) Study of the
Organizational Factors that Influence Supervisory Functions, (8) Study of the
Role of Organizational Culture in Socialization to New Careers, and (9) Work-
force Planning Models for the Eighties and Nineties.

Further information on these research efforts can be obtamed by calling
Carolyn Burstein at 202-632-5580 or writing to her at the Office of Personnel
Management, Washington, D,C. 20415. :

A Truly GUnique Text..

.

BEHAVIORAL RESEARCH AND ANAI.YSQ
An Introduction to Statistics Within the
Context of Experimental Design

by Hal W. Hendrick,

University of Southern California

1981/232 pages/Paper/$17.95
ISBN 0-8403-2334-4
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GREETINGS AND WELCOME TO HONG KONG!
INDUSTRIAL/ORGANIZATIONAL PSYCHOLOGY(?)
IN THE FAR EAST

ANNE MARIE FRANCESCO

Several months ago while 1 was enjoying “long leave” from Hong Kong back
in beautiful Berkeley, I had the opportunity to see the professor who taught
my very first Industrial/Qrganizational Psychology class, Shelly Zedeck. In
addition to stuffing envelopes for a Division 14 mail out (Lew Albright told
me a long time ago that it was good to have some “real” working experience!),
I'also had a chance to share with Shelly some of my experiences of being an
I/0 psychologist in Asia—and so the idea for this article came about.

In late August 1978, I blew into Kong Kong with a typhoon from Manila
and spent the first night locked indoors since the “number 8" signal had
closed down the whole colony! I must say, things have improved since then!

So, what am I doing here? I teach in the Graduate Business Programs of
The Chinese University of Hong Kong. All my students are Chinese who
have satisfied fairly strict requirements for entry to the MBA programs. In
addition to holding a bachelor’s degree or recognized equivalent, they are
fluent in both English and Chinese, have done well on the GMAT, and satisfied
an interview panel that they really wanted to study. (Fortunately, the faculty
do not have to meet the same requirements!)

Our MBA faculty is made up primarily of Americans and Western-educated
Chinese. As the only psychologist, I share responsibility for teaching courses
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OLIVER'S LAW OF LOCATION:

No matter where you go, there you are!
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Committee on Psychology in the
Secondary Schools

Samuel Osipow (1981)

COMMITTEES REPORTING THROUGH
THE BOARD OF SOCIAL AND

ETHICAL RESPONSIBILITY FOR
PSYCHOLOGY

Commitiee on Women in Psrchologr
Virginia Schein (1981-83)
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170 PSYCHOLOGISTS AT AT&T
" JOEL MOSES

Despite our professional interest in qrganlzatlonell(l peh%wgic;r,i :veatrct)ic:: 132::11;
tend to neglect the organizations we 'hve_ and work in. a ntifpin cularty
le who work in large organizations. Aside fr_oml entifying Lain
oy o peli:pwith a given group or organization, the history of _who worked,
keg p?l(;?] they were associated with a professiqnal group often is u;;l;:ill{.has
anT}‘:iIs brief review of psychologists employed in 1/ O‘ fquCth}ll]cS) a}:ave heiped
been prepared to provide a listing of the manjczl peoll? Zt;gns e el
formulate behavicral science re‘seaxtch, pohc_y, an lglpp ;com s
tion. Hopefully this review will stimulate similar lists fr ytributed s
in ther organizations to share with us the people who have Cor[l] ibuted to
:)nuf ficld. Perhaps this can become a regulgr feature of TIP In that way,
i i ive it. o
Ca?’c?lll?l:-: tl(I)l ttllll:nskcrllfsu(g llil::lt; gigsD‘?skhéimpbell for their ht?lp in .identlfg‘magl
the pelople listed. Bob Lorenzo wals mﬁ)stt Il}eépifgé Iirtlif?ebcinaér;g% gls(;%ﬁﬁogst
i i i it is unlikely that I'v y P :
;Ei?)ligfgl?r? .I/(g)b;]c:c;?vsilt}irelst that has wyorked at AT&T, but we did identify the
31 psychologists shown in the following list:

Tenure with

Institution Granting Ph.D. Beli System |
University, ’ (1956-present
B Yale Umversny, 48_ i g
gouwgézionrgarke Ohio State Ungvers;ty, ’56 Eiggg_lf;%?nt}
Donald Grant Ohio State Umversuy, 52 o toe
Oliver Holt University of Texas, 51, AN
John Hopkins Ohio State Umverslty, §9 , (1959-present)
Sheila Pfafflin Johns Hopkins UHIYBI'S,](;[};, 59 (1962_gresent]
i Ohio State University, 60 , :
?lﬁhaﬁi C‘;E:lmpbell Ge]oorge Washington University, ‘68 (132§7pr652E:;
I-(I)a " Sl%oemaker University of Colorado, ’53, (1962:pr§zent}
Ta rr};s Sen Johns Hopkins University, '63 (196¢11);66)
RoIl))It)art Benfari Yeshiva University, j63 , 21964-1966)
Cecil Jackson University of Ge_orgla_, 64’1 {oet 1960
Cabot Jaffee Florida State University, 64

{1964-present)

< i ity, 54
Richard Peterson Carnegie-Mellon University (1965-present)

Wayne Gustafson  University of Utah, ’55

Jack Rollins University of Georg:a, ”66 Eiggg_l?:ﬁgm)
Sidney Gael Ohio State Univerﬁxty, 66 (1967—present)
Joel Moses Baylor University, 67: (1967_prcsent)
Paul Ross Fordham Univers;ty, '7'7' , (1968_};970)
Paul Berlfein Colorado State University, '63

Richard Kulp University of Louisville, 68 - E}ggg_pizzzig
Edmond Israelski Stevens Institute of Technology, 4 (1970_presem)
James Suzansky Stevens Institutq of Techpology, (19’71-p1~esent)
Katherine Carrick . Wayne State Umversny: 74 o -gresem)
Richard Ritchie University of _H_ougton’, 73 ALY o
Virginia Boehm Columbia University, '66

46

Janet Goodman University of London, *68 (1972-1974)
Ken Schenkel University of Minnesota, *33 {1972-1980)
Mary Tenopyr University of Southern California, *66 (1972-present)
Robert Ramos University of Tennessee, 69 (1973-present)
Grace Wright Penn State University, *64 (1974-1975)
Ann Howard University of Maryland, *76 {1975-prsent)
James Williams New York University, 71 (1975-present)
Kerry Bunker University of South Horida, 76 (1976-present)
Nita French University of Georgia, *77 (1976-present)
Wilfredo Manese University of Houston, *71 (1976-present)
Richard Reilly University of Tennessee, '69 (1976-present)
Manuel London Ohio State University, *74 (1977-present)
Edward Adams University of Ilinois— Urbana, 80 {1978-present)

Neal Kulick Wayne State University, "80 {1978-present)
William Schiemann University of 1llinois—Urbana, *76 {1978-1981)
Karen Lyness Ohio State University, *78 (1979-present)

PROFESSIONAL AFFAIRS COMMITTEE CALLING
ANN HOWARD

Many Division 14 members have an
months and found a member of the Pro

Three types of information have been
major area explored was experience with

licensing 1/0. psychologists. This looms as a matter of growing importance
(and controversy), since at the iast Executive Committee meeting the Profes-
sional Affairs Committee was asked to develop a position on licensing that
represents Division 14. If you want to be sur ini

this matter, contact the Committee Chair

Licensing Subcommittec (Rod Lowman,
or Tim Stein).

gathered from these interviews, A
and attitudes toward the process of

{Ann Howard) or a member of the
Subcommittee Chair, Martin Greller,

who are presently developing new guidelines

The outcome of much of this data gathering will be presented to the member-
ship at the APA convention in Los Angeles. Ann Howard will chair 3 symposium
entitled “What is an I/Q Psychologist? Implications for Professional Credential-
ing” Speakers will be Jack Larsen {on defining the field), Rod Lowman on

licensing) and Joe Cutcliffe {on competency evaluation); Ben Shimberg and
Paul Thayer will serve as discussants.
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JOURNAL REVIEW SERVICE
R.F BOLDT

Reviewers: A. R. Bass, R. E Boldt, P. J. O'Neill, L. B. Plumlee, M. Rosenfeld
EQUAL EMPLOYMENT OPPORTUNITY AND LEGAL ISSUES

Blumrosen, R. G. Wage discrimination, job segrcga_ttion and womeg/\%(;rlizs.lvg\{g;neln;
Rights Law lieporter, Rutgers—The State University, 19"79, 6, Fa_ md v;rei hin;g o
cll.%des discriminatory aspects of job analysis, ]ob-evaluatlon, choice .ag discugs ning of
compensable factors, effect of historical segregation, and has extensiv
cases. (REB) . o ’

Tiltedu, R. J. When stress becomes distress: mental_ dlsabxlltie_s?u;i(;iverDv_vs(;ﬁZLi
COH;pCﬂSE’ltiO;J in Massachusetts. New England La:v Rgvaew, ]5:25 28 ;;al S.timlu cusses
law and cases relating to when “mental disorder” caused by a “men
compensable. (RFB) ' . ~

Diehl, L. E. Civil Rights: Relationship of Tl'tle \%I/I 2111)1 rtnhji;ﬁl}iluﬁgl a;:; lrégg

for 1 iscrimination. Was L, 19, ,
le for the struggle against sex discrimina
r5r;al£llS(5:t'y’-l Gives the case setting for equal pay for work of equal value. (RFB)

Niemiec. T. S. Duty to disclose infonnation—en}ployier’s rfefuszta_l to gezlae)a?;:) rgfl:l{lt;
of employee psychological aptitude tests is not a violation ROBSCLI((})I{J Sy oo
National Labor Relations Act. Detroit Edison G- V. NI(_), B, o0 Givés 01 (1979).
University of Detroit Journal of Labor Law, 57, Sp_rmg,é%% s :
tions relevant to the value and effect of the decision. { )

MEASUREMENT

Aiken, L. R. Attitude measurement and research. New firetcriz::a{z;igﬁ;ﬁuﬁlli
) ! ) ) 0 e cs 0
t, 7, 1980, 1-24. Discusses tradmor{al approach » ' .
gf:iazjﬁzzndcvelopmenm. Problems in measuring change in attitude are considered
(EJBP} - g l f
’ gui iterion-referenced test reliability. Journal o
. A, A consumers’ guide to criterion-reieren !
Ed?:zzl;}oljzal Measurement, 17, 1980, 323-350. Rev1ews 12 a;zﬁrozclizslgzsmfzz:g:ﬁ
critefion-referenced test reliability and concludes t}aat the 1 rels ? O e o
the most useful, the squared-error loss func_thns particularly meani gl fot
‘ﬂzr:ement tests, but th:3 domain score estimation statistics have limited use in in
P LS,
decision making. (PJO) . ‘ .
Hambleton, R. X. (Editor). Contributions to criterion-referenced testing tec r;s ‘ fg-,
App?;:zld Psycl;ol;)g;fcal Measurement, 4, 4, 1980 (Specxal ii;lslgft:])o f;)rrllézt]lg: g;l;curai s con-
ical i i tion, ev f
ith methodological issues in the construc . X on
Ce;;‘ee(riuv:‘;d tests, which Ehou]d be of interest to personnel Esycholqglsts concel;’r:.]’,g ;:iln_g
- h matters as ::onstruction of content-oriented tests, setting cutting sc’oie_s, e vating
S:l?ability and validity of such tests, etc. The articles in this special issue
1
fo%(;wli: I(I(ARAB)A framework for methodological advances in criterion-referenced test-
e ., g - )
i i d commentary on preceding papers). o ' N
lngl-i:ﬁf;ir(lmﬁw; al(llontributions to criterionreferenced testing: An introduction,
-424. ) . ]
42]1_jnn R. L_Issues of validity for criterion-referenced measures, 57475?;;2.( review and
Livin’g'st.ony S. A. Comments on criterion-referenced testing, 575-

coﬁfc?éil?)h B. & Dayton, C. M. The nature and use of state mastery models,

496-516 (continuum vs, state models of trait acquisition and discussion of applications

of state models).
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Shepard, L. Standard setting issues and methods, 447-468 (procedures for establishing
cutting scores). “

Traub,R.E. & Rowley, G. L. Reliability of test scores and decisions, 517-346.

van der Linden, W, J. Decision models for use with criterion-referenced tests,
469-492 (problems of optimizing cutoff scores for purposes of establishing mastery-
nonmastery).

Wilcox, R. R. Determining the length of a criterion-referenced test, 425-446.

Huynh, H., & Saunders, . C. Accuracy of two procedures for estimating reliability
of mastery tests. Journal of Educational Measurement, 1980, 17, 351-358, Compares
single test administration (beta binomial} estimates and corrected-for-chance kappa
index in mastery testing with two test administrations and concludes that the logisticaily
simpler beta binomial only slightly underestimates population values. (PIO)

Malinowski, E A. Test passing points in state and municipal agencies. Public Per-
sonnel Management, 1980, 9, 274-277. Describes resulis of a survey to determine how
public jurisdictions apply passing points to selection procedures. (MR)

Peng, C. J. & Subkoviak, M. J. A note on Huynh’s normal approximation procedure
for estimating criterion-referenced reliability. Jou

rral of Educational Measurement,
1980, 17, 359-368. Describes a method for estimating the single-administration reliability

of mastery tests which is computationally simpler and more accurate than Huynh'’s
(1976} approximation, (PIO)

Sirotnik, K. A. Psychometric implications of the unit
examples from the measurement of organizational clima
Measurement. 1980, 17, 245-282. Contends that, althou
analysis is a substantive decision, in organizational climate studies, where one is
interested in systemic variance, researchers persist in erroneously analyzing the total
variance rather than that between organizational structures. (P10}

-of-analysis problem (with
te). Journal of Educational
gh selection of the unit of

Zoref, L., & Williams. A look at comtent bias in IQ tests. Journal of Educational
Measurement, 1980, 17, 313-322. Although most researchers have concentrated upon
bias in achievement tests, the authors report an overwhelming degree of sex and
race bias in six IQ tests (WAIS, Stanford-Binet, Slosson, Peabody and Cattell). (PIQ)

STATISTICAL METHODOLOGY

Spector, P. E, Handling nonorthogonal analysis of variance, a review of techniques.
Evaluation Review, 1980, 4, 843-855. Several approaches from the literature are

summarized and situational pros and cons presented; a comprehensive approach is
reviewed and evaluated. (RFB)

ORGANIZATIONAL BEHAVIOR

Neugarten, D. A. Themes and issues in public sector preductivity. Public Personnel
Management, 1980, 9, 229-234. This article briefly cutlines the need forincreased public

sector productivity as well as the issues of definition, measurement, and implemen-
tation. (MR}

Professional Psychology, 1980, 11, No. 3. Special Issue: Industrial/Organizational
Psychology, 1980 Overview. Issue is designed to'present the current status and problems
of various areas of I/0 Psychology. Helpful for acquainting practitioners
of 1/0 Psychology with developments in other areas. (LBP)

Schroeder, P. The politics of productivity. Public Personnel Management, 1980,

9, 236-243. Describes past federal productivity efforts and explains why some have
worked better than others, {MR)

in one area

Thayer, P. W. Personnel challenges in the eighties. Public Personnel Management,
1980, 9, 327-335. Discusses the implications of demographic, societal, governmental
and economic forces on the role of the personnel manager in the eighties. (MR)
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{Editor’s note: The February 1981 issue of TIP contained a report on the
consent decree pertaining to the government's use of PACE in hiring civil
service employees. The following Washingion Post editorials provide addi-

tional insight into the problem.)

TUESDAY, FERRUARY 24, 1981

More on PACE

ONE OF THE MOST controversial of
the Carter administration’s parting shots
was the signing of a consent decree that,
in response to allegations of racial bias
by a group of Hispanic and black com-
plainants, would phase out the PACE
(Professional and Administrative Career
Entrance) examination used by the fed-
eral government. In earlier editorials, we
argued that the consent decree would
debase the procedures for selecting can-
didates for entry into the Civil Service
merit system, by requiring that new tests
be tried and discarded until one were
found that guaranteed that black, His-
panic and white applicants would pass
the test in roughly the same proportions
in which they happened to take it.

In a letter printed on this page today,
Douglas Huron, former senior associate
counsel to President Carter, argues that
our interpretation is incorrect because
the decree requires only that new tests
be tried until one is found that either 1)
ensures proportional passing or 2) can be
shown to be “job-related”; that is, a good
predictor of subsequent performance on
the job.

We disagreed with this line of reason-
ing before, and still do. On the basis of
the precedent established by the consent
decree, if it is accepted unmedificd by
the court, it will be impossible in fact, if
not in law, to establish that any test is
job-related. Internal guidelines set forth
carlier by the Carter administration cre-
ate the presumption that a test is inher-
ently biased if racial groups taking the
test do not pass it in approximately the
same proportion as they take it. Any sub-

sequent test adopted will thus be subject

to legal challenge by other plaintiffs just
as PACE was and, on the basis of the
PACE decision, such attacks are almost
sure to succeed, unless proportional
passing is achieved.

This is because, contrary to Mr. Huron’s
contention, PACE was shown to be a
good predictor of actual job perform-
ance for the four largest PACE job cat-
egories covering 35 percent of all the
people hired through PACE. The pre-
dictive power of the test was shown by
administering it to people actually in these
jobs and comparing their scores with
supervisors’ ratings of their performance
on the job. The other PACE job catego-
ries are too small or geographically dis-
persed to allow use of this method—
although PACE’s usefulness for these
categories was established using other,
widely accepted statistical methods.

Nonetheless, the plaintiffs argued, and
the Justice Department agreed, that
PACE had not been sufficiently “vali-
dated,” as this kind of procedure is called,
to overcome the presumption created by
the very high rates of failure among blacks
and Hispanics. Since there are no other
suitable methods of establishing test va-
lidity for PACE-type jobs, it seers inev-
itablethat, under the decree, tests will be
discarded until some procedure is found
that ensures proportional passing or,
under the decree’s terms, until 20 per-
cent of an agency’s employees are black

or Hispanic. And, of course, the decree
would install, as Mr. Huron notes, an
even more direct form of quota system
for the next nine years—five years after
the four-year period during which PACE

WEDNESDAY, FEBRUARY 25, 1981

PACE: Still No Answer

THE LATEST development in the con-
tnuing saga of PACE (the Professional
and Administrative Career Entrance Ex-
amination) is the announcement by At-
torney General William French Smith
that the government has negotiated a
Dew congent decree with plaintiffs alleg-
mg that the examination discriminated
against black and Hispanic applicants for
federal professional jobs.
The compromise leaves intact the basic
qutlines of the earlier agreement nego-
fated by the Carter administration. The
PACE examination would still be phased
out, and new examining procedures would
be !‘.ai_]ored to each of the 118 job cate-
gernesnow covered by PACE. If the new
procedures failed to result in the selec-
ton of about the same proportions of
bl:acks_, whites and Hispanics as had ap-
plied for the jobs, agencies could either
Iry 4 new exam or attempt to convince
the-co_i:xrt_s'that the examining procedures
were, in fact “job-related” As we noted
yesterday, establishing that a test is “job-
related”—that is, an excellent predictor
of subsequent performance on the job—
is, under the. currently used guidelines,
‘almost impossible.

What the Reagan administration
gained in the compromise was a consider-
able reduction in the period during which
agencies must employ extraordinary pro-
qedures to ensure that PACE jobs are
fflled in proportion to the racial distribu-
tion of applicants. During this period—
which under the earlier agreement could
hzilve extended for nine years but now
will be restricted to three —agencies could

not even dttempt to show that their selec-
tion methods were job-related if the
required proportions of minorities were
not being appointed to jobs.

_ For their part, plaintiffs won the elim-
ination of the “escape clause” provision
that allowed agencies to stop adjusting
their selection procedures for a particu-
far type of job if 20 percent of the job-
holders in that category were already
black and Hispanic. Some agencies have
already exceeded this goal. Nowthey may
have to modify their screening proce-
dures.

. I_’ossibly the most important new pro-
vision is one that opens up the possibility
that the administration may try to make
it casier for agencies to establish that a
test is job-related. This could be done by
modifying the internal government guide-
lines that now control such matters, The
revised agreement makes it explicit that
any suf:h changes, or any new court inter-
pretations of the Civil Rights Act, would
immediately change the operation of the
consent decree.

Since it was by no means clear that the
new administration could unilaterally
'mthdraw from the agreement signed by
1ts predecessor, this is probably the best
compromise that could be gotten. But it
feaves untouched the basic question: How
can affirmative action goals be met in a
way that is consisteni with general no-
tions of fairness, with the requirements
of a merit-based tenured civil service
and with the increasing need for a well-
trained, highly motivated professional
bureaucracy?

SPECIAL ANNOUNCEMENT

Division 14 membership is open to APA Students in Psychology upon

is to be phased out.
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ap‘p'_lication to the I/O M{:mbership Chair. Interested students should
address requests for application material to Richard M. Steers, Grad-

te S _ s .
;:73 ?fchool of Management, University of Oregon, Eugene, Oregon

31



isi Validity Revisited:
Landmark Appeals Decision on Conte_nt alit
Guardians Association of New York City Police Department v.
Civif Service Commission of New York

RICHARD S. BARRETT

In the November 1980 issue of TIP, Jamc?s' C. Shart pu})llshed long e.xc‘:rgfz
from the decision of the Appeals Court in the Guardians cafE agalrtlztions
New York City Police Department examinations. E?(tenswc as the guto auons
were, they omitted the detailed discu_ss.uon of the ]o}) ana_lyils and tes on
struction that led to the Court’s decision. At thq risk of ¢ gtll:qr;ng ugnted
pages of TIP with material from one case, the omitted material is pres nted
so that the reader can have a better insight into the judicial reasoning process:

alysis : _ )
jogé:l;rgisng to the Guidelines, a job analysis involves an assessment dofht::lii
important work behavior(s) required for‘ successfl{l performarcllcg a?h p
relative importance.” Sec. 14(C)(2)._ The job an'fliyms perfgrme ﬂgl( 1e§s adg_,
while somewhat flawed as the District C(_)urt peinted out, is n?iqe he s ade
guate to meet this standard. As far as the first part of th_e standar 13 cor.lgj e ,
the work behaviors involved in being a pthe off_lcer were 1 Elmt'l leSte i
extensive interviewing, and subjected to serious review g]ob“Ana ySIS{ deliI; i
1 and 2). The District Court found th?;'tg fshezsie gg;ké):i:;vgra %erlenx:lf(; { delir
ith precision.” 484ESupp. at , _ 75. t, th
g:;i?i;:ionspof the 42 tasks that ultimately appeared on the _]g.b analg;msol:}sst
vary considerably in the level of precision. Some are complete an unam n%guéh’
such as “1. Checks the condition of personal and dep?'lrtment__equﬂ)gltjch ich
as radio, patrol car, weapons, etc.”; “33. Att_ends training §ess10ns;1 > 1ers are
more open-ended, but do manage to fulfill their function by 1‘?- {P;(I);gcon_
behaviors associated with the task, such as “3. Performs foot patrol™; “40. Con
trols various types of crowds.” Still others are so vague tpat th.fi,y c_ommu‘n;rrest
very little real information, such as}‘IlOt. Intet"?c;iigrlltsll juveniles in non
ituations™; “39. Performs duties in hostage situ . o
valéi[:icl)g S:gr,eater precision might have been a_lchieved, a complete desclzgllgéog
of the observable tasks associated with being a pohce. officer wou  De 2
reworded version of the entire trainin.g.mfanual. Tt}e Police D_epartmen s hst
of tasks, despite some lapses in sglecxflfity, (t;ontalﬁ:; 1?1 ::;fﬁcxent amou
ingful i ation to satis e relevant requ ent. _ .
m?ﬁéngiigﬁljogﬁt of the Guizlleiine standard for_ a job analysis ‘-requ’i}'ﬁz
determination of the relative importance of the identified work behil:_lwors. The
City performed this function by 1;ne:ans;i qf an e;_tens:z:lzzdgtsrlzlsmggb ﬁl;:;l o
i ecifying the criteria to be used in ranking lysis,
ISli:l;:];)eé)S.{?I‘he 3[()rogcess as a whole appears tc:l be reaso_n%:.ll;lg &c;(‘::lzirgrtlet, ;uiltd neither
inti istrict Court raised any serio i it
ﬂlilgif?riglgfest:g;itﬁgd?he work behaviors a__nd es?ablished their rglai[(lvg lmpolrs-
tance, the City then grouped the 42 tasks into flye cluster§ _apd aske pamet N
of police officers to identify the knowledges, skills, or ablh‘uef1 nccdesss)ar%h o
the effective performance of these tasks. (JQb Analysis, Steps ;111 ;)f s
function was implemented in a much less satisfactory manner. Onfy Oneb']itie.s
panels identified the abilities: the other four used the list of 1;116 abi hes
that the first panel had developed. This lessened the value of having
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independent panels make this complicated and subjective determination.
Moreover, no effort was made to explain the relationship between, any of the
five abilities and the 42 job tasks from which they were ostensibly derived.

The plaintiffs criticize the required abilities identified by the City for being
undefined. But the type of definition suggested by the Guidelines—one that
describes the abilities in terms of “observable behaviors and outcomes.” Guide-
lines Sec. 15(C)(3)—seems repetitive, since the work behaviors are already
defined in this way. The five identified abilities, with the possible exception
of “human relations, including communication techniques,” are. compre-
hensible enough. Their appropriateness for measurement would have been
considerably clearer, however, if each panel had explained which tasks required
which abilities. While the Guidelines may be unnecessarily stringent in regard-
ing the identification of this relationship of ability to task, as “essential,” see
ibid., such identification does not go far toward eliminating the ambiguities
that are otherwise inherent in generalized descriptions of abilities. Only if the
relationship of abilities to tasks is clearly set forth can there be confidence
that the pextinent abilities have been selected for measurement.

The Test Construction Process

With a job analysis of questionable sufficiency, the City then proceeded to
the test construction stage. As an initial matter, we note that Exam No. 8155
was developed “in-house,” by staff members of New York City’s Police Depart-
ment and Department of Personnel; there was littic input from any outside
source, and no participation by anyone specializing in test preparation. Of

_ course, the law should not be designed to subsidize specialists. But employment

testing is a task of sufficient difficulty to suggest that an employer dispenses
with expert assistance at his peril. Certainly, the decision to forgo such assist-
ance should require a Court to give the resulting test careful scrutiny. See
Kirkland, supra, 520 E24d at 425-26. 11FEP Cases at 42; Vulcan Society, supra.
490 F2d at 39596, 6 FEP Cases at 1051-1052.

While the determination of how many questions should be included for each
identified ability was made by a fairly careful numerical analysis (Test Con-
struction, Step 1), the process of writing the questions themselves was rather
haphazard. The questions were initially framed by police officers, who may
have had expertise in identifying tasks involved in their Job but were amateurs
in the art of test construction. In addition, the officers did not have access

© to the job analysis material during much of the process. Finally, the questions,

although they were reviewed, were not tested on a sample population. To be
sure, a complete determination. of the questions’ accuracy in measuring the
identified abilities would be equivalent in its complexity to a criterion-related
study. But the City did not even perform the minimal sample testing to ensure
that the questions were comprehensible and unambiguous.

“In some instances the relationship is obvious. Plainly the ability to fill out forms
is needed for task 16, “Processes arrests using appropriate police department forms
and notifications But it is not evident, for example, why any of the five listed abilities

are critical to task 32. “Searches for lost children, runaways, etc” or task 19, “Guards
and transports prisoners.”
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‘Meetings: Past and Future

Department of Psychology of Old Domil_lio_n .Universnty .h'e!d' a
C(Elll?fere’lzizz on It)he: History of Aypplied Psycholog?: at Virginia Beach, Virginia,
on November 21, 1980. Papers were presented on*]/O Passages: Developr'ne?nt
and Future” by B. von Haller Gilmer, “James McKeeln Cattell and the' erg_lns
of the Psycholodgical Corporation™ and “The Cqmzmttee on the'ceg‘flf;;:)?r}’
of Consuiting Psychologists: A Failure of Apphed .Psychology int ew S
by Michael M. Sokal, “The Selling of a Psychologist: Jo]:‘m‘ Broadus ats.on1
and the Application of Behavioral Techniques to Adv.c]:tlsmg and Indus,t,r}Da
Management” by Kerry W. Buckley, “A Hlstor_y of Mlhtal"y.Psycholog% y
Earl A. Alluisi and “Enduring Trends in the History of Clinical Psycho otgg
by Brendan A. Maher and Winiired B. Maher. Glenn R. Hawkes was the

discussant.

The Virginia Tech Fourth Annual Sympesinam on Applied Behavioral
chizlce, May 2%?2132, 1981, will feature Kay Deaux, Marvin Dunnett%’ Martha
Mednick, Virginia ("'Leary, Benson Rosen, James Terborg, and szx Oll'm]alil;
The topic is “Women in the Work Force.” Contact John Bernardin or Josep
Sgro, Dept. of Psychology, Virginia Tech, Blacksburg, VA 24061 for more

information.

APA Division 35, Psychology of Women, will present the following
Algi approved continuing education workshops on Sunday, Auggs}t! 2V?{I, 198111
at the Hyatt Regency in Los Angeles: “Tr?atment Me_thc_)d.s wit A ome
Alcoholics,” conducted by Dr. Gayle Hamilton, Dr. V,l’rglma Pen ergra].;s,
and Dr. Marsha Vannicelli. “Women in M%‘nagem.e'nt, conducted by r.
Laurie Larwood and Marian M. Wood, Ph.D. “Transition Stages for Women,
conducted by Dr. Matti K. Gershenfeld.

ANNOUNCEMENT

The Board of Convention Affairs would like each person v.mt\h. 1:;
disability who is planning to attend the convention to identify hlms?1

or herself and to provide information on how we can make ; ;
convention more readily accessible for his or her attendance. ;\ :
will provide a van with a lift as tran‘spo.rtf‘ltlon for persons con 1516

to wheelchairs, interpreters for deaf individuals, and escorts/ _rc'?1 erls
for persons with visual impairments. We stropgly urge indivi uz;l $
who would like assistance in facilitating their att_:endance at the
convention to register in advance for the convention on the_ AI;A
Advance Registration and Housing 1_-"'0rm which will appear mhF E
April through July issues of the American Psychologisi. A no:éi whic

outlines a person’s specific needs shqulf:i accompany the vanfce
Registration and Housing Form. This is especially important for

persons who are deaf and require interpreting services.
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POSITIONS AVAILABLE
LARRY FOGLI

(1} Knight-Ridder Newspapers, Inc. seeks an industrial psychologist for its corporate

staff. The incumbent will prepare management evaluations, conduct management
training programs and assist in Attitude and Opinion surveys, Assessment Centers,
personnel planning and other ongoing personnel programs. Ph.D. plus three years
experience preferred. Salary based on experience and qualifications. Please send
tesume to Dr Douglas C. Harris, VP/Personnel Knight-Ridder Newspapers, One
Herald Plaza, Miami, Florida 33101. An affirmative action, equal opportunity employer.

(2) Quantitative Industrial/Organizational Psychologist: The Department of Psychology

has a tenure-track position available at the rank of assistant professor. We are inter-
ested in an individual who has a strong committment to research and teaching. The
department is ooking for an individual with expertise in multivariate statistical
analyses and psychometrics who applies these techniques to research in the area of -
industrial/organizational psychology and who can teach graduate and undergraduate
courses in multivariate techniques and industrial/organizational psychology. Appli-
cants should send a curriculum vitac and three letters of reference to: Professor
Herbert A. Colie, Chair, Search Committee, Department of Psychology, Wright State
University, Dayton, Ohio 45435, Wright State University is an Equal Opportunity/
Alffirmative Action Employer.

University of California Cooperative Extension, Agricultural Management Specialist,
Provide lcadership and initiative in development and implementation of applied
research and education programs in farm personnel management and organizational
behavior. Work with and provide training for county and state staff, agricultural
organizations, agencies and educational institutions. Present information through
workshops, written communications. Assure affirmative action in development and
delivery of programs. Ph.D. in personnel management, organizational behavior or
closely related field and experience preferred. Contact: Academic Personnel, Coop-
erative Extension, University of California, Berkeley, CA 94720. Refer to. #8059-R.
Closing: May 29, 1981. Affirmative Action/Equal Opportunity Employer M/F/H.

Psychological Consultants to Industry has an immediately available position for an
industrial consulting Ph.D. psychologist to add to our staff. Duties would include 40%
to 50% involvement in psychdlogical evaluation. In addition, our work involves organi-
zational consulting, attitude surveys, wage and salary administration, career planning,
management development, validation studies, training, manpower planning, varions
kinds of surveys, executive counseling, etc. Some business or industrial experience
desirable. Safary deperids upon qualifications, but will be competitive. There will be
a performance bonus based on productivity, Trave] is moderate. PCI provides a rather
comprehensive perquisite package. Send resume and salary requirements to: Joseph
S. Herrington, Ph.D., Executive Vice President, Psycholegical Consultants to Indusiry,
Inc., 744 Ofiver Building, Pittsburgh, PA 15222,

Personnel Research Staff Analyst. Large insurance company anticipates an opening
this summer in their Personnel Research Department, which is part of a Research
and Planning Center located in the San Francisco Bay Area. Candidate will initiate
rescarch projects in areas such as selection and validation, program evaluation, per-
formance appraisal and job analysis. The candidate will supervise and train junior
level analysts. The applicant must have a Masters or Ph.D. degree in Industrial/
Organizational Psychology, at least two years of business experience in personnel
research, a solid background in the application of experimental design and statistical
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methodology. The individual must be able to communicate research ideas and results
to management and should have at least two years experience with statistical software
packages such as SAS and SPSS. Salary will be commensurate with experience and
quatifications. Please send resume to: T. A. Oleno, Personnel Research, Allstate
Insurance Research and Planning Center, 321 Middlefield Road, Menlo Park, CA
94025. An equal opportunity employer.

Philiip Morris U.S.A., division of Philip Morris Incorporated, a Fortune 50 corpora-
tion, seeks an Industrial/Organizational Psychologist for its Organization Planning
and Research Department. Qualified applicants must have a strong generalist back-
ground in EEOC, job analyses, validation; selection systems, survey methodology,
assessment centers and personnel and organizational planning. MS in I/0 Psychology
with experience preferred. Ph.D. with business consulting experience considered.
Please send resume and salary history to: Dennis Warmke, Dept. 048-81, Phifip Morris
U.S.A., PO Box 26603, Richmond, VA 23261. Employing equally today. .. promoting
equally tomorrow.

Journal of Occupational Psychology

An international journal of research into people at work. Published quarterly, covering industrial,
orgianizational, engineering, vocational and personnel psychology, as well as behavioural aspects of
industrial relations and human factors. Innovative or mterdts(:lpllnary approaches with a
psychological emphasis are particularly welcome.

Coments of Volume 54, FPart 1, 1981 (edited by Peter Warr, MRC/SSRC Somal and Applied
Psvcho|ogy Unit, University of Sheffield, UK}

P. R. Jackson, L. J. Paut & T. D. Wall. Individual differences as moderators of reactions to job
characteristics

A. G. P. Elott. Some implications of lie scale scores in real-life selection

P. Hemiot & C. Rothwell. Organizational choice and decision theory: Effects of employers’
literature and selection interview

P. Blyton, N. Nichalson & G, Ursel. .Job status-and white-collar members™ union activity

P. Swinburiia. The psycholuglcal impact of unemploymem on managers and professional staff

J. Pandsy. A note:about sdciat power through ingratiation among workers

Book reviews

Special price to APA members using APA order form
Volurne 54 {1881} US$25.00 {Retail price for Volume 54 (1981) £30.00 — US$72.00)

Orders to:
The British Psychological Society
The Distribution Centre, Blackhorse Road, Letchworth Hertfordshire SG6 1HN, UK
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