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YES, YOU CAN PRODUCE MEASURABLE CHANGE
WITH FEEDBACK AND TRAINING

iF YOU USE SOUNDLY DEVELOPED NEEDS
ASSESSMENT INSTRUMENTS

Il you don’t demonstrate that your present programs improve skills and attributes, you can do it with our in-
struments and by adapting our cost-effective off-the-shelf training medules. Use these instruments to focus on
relevant needs and establish base-lines (o improve programs and show accountability,

FEXECUTIVE LEADERSHIP For top managers te enhance strategy development, erganization
oversight, and their impact on organization culture. 13 dimensions including Strefegic Thrust, Vision, Ven-
turespmeness, Situation Analysis, Managing Menagers, and others. This instrument restricted to profes-
sionals with substantial experience; special workshop required.

LEADERSHIP PRACTICES For all levels, especially managers/supervisors striving for promotion.
Assesses skiils and attributes that keep an organization responsive to changing times. 18 dimensions: Fisiod,
Self-Confidence, Cremtivity, Risk-Taking, Resourcefulness, Menioring, Expectations of Excellence, Persua-
sion/Push, Charisma, and others,

MANAGEMENT PR ACTICES Basic skills for effective continzous goal-seeking performance; the
underpinnings for leadership. 15 dimensions including Goal Clarification, Encouraging Participation,
Orderly Work Planning, Coaching, Control, Teambuilding, Trust, etc. Has shown validity for 15 years;
ask lor studies of changed managerial behavior over periods of from five wecks te one year.

PLUS DEVELOPMENT FEEPBACK FOR THESE KEY ROLES

PEER RELATIONS Organization skills for professionals/technicians.

TEAMING Teambuilding for project teams, intact work groups, task larces.

SALES RELATIONS Gives feedback from customers/prospects on selling skills. Forms adapted for
Banking, Securities, Insurance, general use.

GROUPS For guick probes of organization climate, quality of life, etc. Available in combination with
MANAGEMENT PRACTICES or PEER RELATEONS.

WHY OUR PROGRAMS WORK WHEN OTHERS DON’T

THEY ARE BASED ON AN OPERATIONAL MODEL AND ARE WORDED IN PRACTICAL TERMS
Participants understand our feedback printouss. They. accept the results and can develop action plans
without getting overly involved in theory or strange language.

THEY ARE MULTI-LEVEL They obtain ratings from self, boss, and relevant others such as subor-
dinates, peers, customers, prospects.

‘'THEY ARE SOUND MEASUREMENT TQOLS Reliabilities at .75 to over .90. Set your own norms or
use ours. Feel secure that you have done the best job of needs assessment and measuring change.

THEY SERVE A RANGE OF ORGANIZATION ROLES You can coordinate programs at all levels and
reduce the time and ¢ost of training trainers,

YOUR TRAINING MODULES CAN BE COORDINATED WITH THE INSTRUMENTS Use your
modules or adapt ours with your exercises. You will know your training is relevant,

Ask onc of our distributors, below, for field reports and brochures. Or have your consuliant inguire,
Also ask about familiarization workshops; no charge except for materials. But we are serious about cer-
tification ¢l ¢censultants. After the workshop and independent study, applicants must submit writlen
analyses of selected multi-level profiles which are blind reviewed by experienced users. Executive Leader-
ship certification is by arrangement.

The Booth Company, 3160 23rd St, Boulder CO 80302, (800) 332-6634

Naihaniel Hill & Assoc. 4513 Creedmoor Road, Raleigh NC 27612 (919)-787-6919

NCTI 15350 West National Ave. New Berlin W1 53151 (800) 822-6284

Donal O'Hare & Associates, Suite 343, 3220 N St. NW, Washington DC 20007, (201) -337-3777
ORA, Twin Ponds Suite 401 400 Birchfield Dr. Mt. Lanrel NJ, 08054, (609)- 23

Lawrence A Pfaff & Assoc, 511 Mouaroe, Kalamazoo MI 49007 (616)-344-2242

CLARK WILSON PUBLISHING CO Box 471 New Canaan CT 06840
LEADING PUBLISHER OF NEEDS ASSESSMENT INSTRUMENTS SINCE 1973



CAN YOUR
OFFICE EMPLOYEES READ?

Comments by Tom Ramsay
Human Resources Psychologist

You may assume office applicants have the reading
skills needed to work in an office. Because of the recent
publicity that 20 percent of the workforce is functionally
illiterate, we have developed a 40-itemn test consisting of
five passages of text concerning common office com-
munications followed by 8 multiple-choice items after
cach passage. The test has been administered to
students in several business school curricula.

A review of office materials included office procedures,
handbooks, manuals, directions, references, and text-
books. They ranged from a SMOG readability of 10.0 to
13.7 and the mean was 11.7. The passages include 10,
11, 12, and 13 SMOG recadabilitics. The mean is 114
and the range is from 10 to 13. Two passages are at
11.0.

Item analysis for 69 persons shows scores from 18-40,
with a mean of 34.12, standard deviation of 5.00, standard
error of measurement of 2.0, and KR2o reliability of .84.

We envision this test being used with applicants for
office positions. We suggest other tests to evaluate read-
ing, keyboard, filing or other skills.

We would be happy to discuss the requirements of
your organization with respect to knowledge required by
your facilities and technology.

RAMSAY CORPORATION

Boyce Station Offices
1050 Boyce Road
Pittsburgh, PA 15241-3907
(412)2570732
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People,
The

The
Right
Right
Jobs

= Personnel selection design/validation

» Recruiting programs
» Executive assessment/evaluation

* Staffing requirements
¢ Performance appraisal development

» Organizational analysis

* Employee relations
¢ Drug program design/evaluation

For more information on our
HRM services, please call Mr. John C.
Newman, Senior Vice President, at

s Compensation/benefit design
(301) 951-2200, or write to him at

e Interview design/training
* Survey research

* Position classification

» Training and development

Our HRM services include:
4330 East West Highway, Bethesda,

Maryland 20814,

A World Leader in Technology and Management Consulting

BOOZ-ALLEN & HAMIITON INC.

Booz-Allen was founded on just this
premise 75 years ago. Today, we're
helping decision makers in government
and industry solve problems encom-
organizational psychologists and HRM
specialists brings a depth and breadth

passing every aspect of the HRM
function— from personnel selection to

training. And our staff of industrial/
of expertise to client problems that no

enabling the right people to do the right
competitor can match.

people with jobs has never been tougher.
jobs every day.

The bottom-line challenge of linking
But organizational effectiveness
depends upon personnel solutions

A Parting Editorial -".
 —— . ']

James L. Farr fy

This is my last issue as Editor of TIP. Although I cannot honestly say
that the past three years have flown by, neither have they crawled. Your
new TIP Editor is Steve Kozlowski of Michigan State University. I trust
that all of you will treat Steve as well as you bave treated me in this job.
(A note to our younger readers: When one of your current organizational
colleagues is SIOP President-clect and your old dissertation committee
chair is the outgoing TIP Editor, LOOK OUT!)

1 thank all of you who have contributed to TIP during my editorship. 1
am pleased that you rarely saw my personal byline on articles. A fear of
anyone taking this job is having to write, write, write, . . . In general, 1
had no problems with having sufficient copy. Indeed, I am sorry that I
had to turn-down some submissions for lack of available space.

In particular I would like to extend my thanks to the various SIOP of-
ficers and committee chairs who frequently contributed articles and
reports, to the various members of the TIP Editorial Board for their ef-
forts, and, especially, to the two Business Managers who have worked
with me, Mick Mount and Rick Jacobs, for keeping the advertising and
subscriptions under control.

I must also follow the lead of my predecessor, Panl Muckinsky, and
thank the staff at Graphic Publishing Company, especially Mary
Suallivan, for their professionalism and high standards in printing TIP. It
has been a pleasure (and great personal relief to me) to be able to work
with people who can so quickly take VERY ROUGH copy and turn it
into the finished product that you see.

Finally, I should thank Shelly Zedeck and Frank Landy who per-
suaded me to take on this task three years ago. I do not regret the deci-
sion to do so, although the thought of reading the contents of the
November 1989 TIP in November for the first time does seem quite at-
tractive!

See you in New Orleans at APA. Remember, it is ‘‘Buy the Former
TIP Editor a Drink Month’’ in all Louisiana watering holes.



Conduct I/O Reference

Searches on Your Own PC! A Message from Your President

Fast and Flexible Search of the References to Ann Howard

More Than 9800 Journal Articles and Books

Now! Output references to screen, printer or file!

References to all articles since 1970 from:
= Journa! of Applied Psychology
* Personnel Psychology
+ Academy of Management Journal
= Academy of Management Review {since Vol. 1)
« Administrative Science Quarterly
= QOrganizational Behavior and
Human Decision Processes (since Vol. 1)

References to all 1/0 Psychology and quantitative
articles since 1970 from:

= Psychological Bulletin

« American Psychologist

» Annual Review of Psychology

* Human Relations

References to all books reviewed since 1975 from:
* Personnel Psychcology (more than 1600).

Only $99

Reference updates available at any time for $20.

R.D. Craig Assessments Inc.
P.0O. Box 306 » Midland * Ontario » Canada  L4R 4L1

(705) 526-0756, Mon-Fri 11-5 pm Eastern Time

Call or write for free demo disk!

Prices listed in US dollars. Please add $5.00 shipping if orderin%56K

program, or reference update. Requires IBM-PC or compatible with
Available on five 5.25 inch 360K or three 3.5 inch 720K disks.

1 can scarcely believe I am preparing my last message to you as your
President; how the year has flown. You will receive this issue on the eve
of a memorable APA convention—our last with SIOP’s annual business
mecting, awards addresses, and change of officers. In 1990, all these
functions will appear at the SIOP conference in Miami. In case you
wonder why there is no Presidential Address sandwiched between the
APA business meeting and cocktail party, it’s not because I couldn’t
think of one; I already gave it at the SIOP conference in April!

As I review the past year, several themes emerge. A major preoccupa-
tion has been, of course, our relationship with the professional organiza-
tion of psychology. Following the defeat of the APA reorganization
plan, the Executive Committee decided to affiliate also with the
American Psychological Society and recommended Bylaws amendments,
drawn up by the Long Range Planning Committee (Paul Sackett, chair),
that would permit either APA or APS membership as a precondition for
SIOP membership. By the time you receive this message, the ballots will
have been counted and we will know if this major change in our member-
ship requirements was approved. :

Because of the anticipated change in membership requirements, as well
as the reorientation of our official calendar around the SIOP conference,
we took steps to enhance our administrative capabilities, We are now
poised to maintain our own membership database, publish a
biographical directory, collect dues, and run elections.

Key {0 these and other activities is the membership survey, developed
by the Membership Committee (Phil DeVries, Chair), which you
hopefully received and responded to this summer. Besides providing
directory and billing information, the survey information will offer a
comprehensive view of the activities and specialties of Society members.
This will not only be useful for media referrals but for creating a better
understanding of what 1/0 psychologists do. Because the survey infor-
mation will be gathered periodically, we can generate longitudinal infor-
mation (an approach dear to my heart) about development of the field.
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Defining ourselves and the discipline of 1/O psychology is also critical
from a credentialing point of view; here, too, important strides were
made this year. No less than thrée committecs—Professional Affairs
(chaired by Bob Boldt), State Affairs (Vicki Vandaveer), and Education
and Training (Manny London)—have concentrated on defining the
discipline and its training requirements. SIOP’s official position has been
that licensing is inappropriate for I/O psychologists, but that those who
wish to become licensed should be able to do so. Because of our
philosophical stance, we were providing no assistance 1o licensing boards
receiving applications from our members. This year we decided to re-
evaluate our position and have come at it from both ends of the policy-
practice continuum. Vicki describes State Affairs as the “‘short fuse’” end
of the continvum, in that many of our members sceking licensure have
been frustrated by a vacuum of guidelines for the boards.

State Affairs is now working with Education and Training to define
minimum education requirements for I/O psychologists seeking licens-
ing. Education and Training is also working at the other end of the con-
tinuum, assisting Professional Affairs in their effort to produce an
outline of 1/O functions (based on job analysis information), KSA’s
needed to perform those functions, and paths for attaining those KSA’s,
Professional Affairs is, in addition, exploring a definition of the field
that could be used for licensing exemptions and is examining credential-
ing mechanisms used in other professions. The membership survey in-

cludes several items about 1/O practice that will help us ascertain the ex-
tent to which activities often considered licensable are indeed performed
by our members.

Other research activities have occupied SIOP committees and officers
this year. The Education and Training Committee alone conducted four
surveys—of graduate programs, undergraduate teaching, internship
practices, and the teaching of ethics in I/ O psychology. The Committee
on Committees (Walt Tornow) published a survey in TIP of SIOP com-
mittee members’ experiences, and the Continuing Education and
Workshop Committee (Susan Palmer—SIOP and Bill Macey—APA)
conducted the first workshop evaluations using learning rather than self-
perception criteria. State Affairs has gathered information from all the

states concerning rules and regulations about licensing. Scientific Affairs
(Larry James) decided to take a proactive approach to interdisciplinary
research, focusing initially on the dispositional nature of personality.
The Task Force on History and Centennial (Ray Katzell) came up with 14
different projects, slated for completion before APA’s centennial
celebration in 1992, that will explore and communicate the history of 1/O

psychology.

In addition to research and information gathering, SIOP was very ac-
tive in its educational role. Between the SIOP and Ai’A conventio;z 16
different workshops were offered. The SIOP Program (Elaine Pulalios)
attrac.ted nearly twice as many program proposals as could be accepted
spurring the overall STOP Conference Committee (Ron Johnson) to ex:
tend future conferences to three days of program plus one day of
workshol.)s. The popularity of the SIOP confereucé broke all recordss‘[ the
Reglstratlon Committee (Dianna Stone) signed up more than 1’000
reg1strz'111ts. Attendees enjoyed not just the professional meetings but’ the
a?tract-lons of Boston and insights into public relations from the dynamic
Jim Kn'lg, wooed to be our luncheon speaker by the Local Arrangements
.Cormmttee (Joel Wiesen, with Joe Czajka). As shown elsewhere in this
;ssu;,' 8he f{?PA Progralﬁ (Kevin Ford) also features a number of intrigu-
ng offerings as well as inter-discipli i
including the APA Science W:ékc::lrfgl.phnary and cosponsored sessions,

In adc'iition‘ to oral communications, our educational activities ex-
panded in print. Series Editor Irv Goldstein and the Frontiers Board
brqu_ght four volumes to different stages of completion; watch for the
training volu.me this fall. SIOP also launched a new boolz series focused
on t}'ffe practicc of I/O psychology; Doug Bray, Series Editor, lined u
the first editorial board, which developed a strategy for the ;eries ang
went fa‘r toward producing the introductory volume. TIP maintained jts
Ii);;)f;;ssel:onal r;;]nutation, producing new features and additional advertis-

venues. Next time you i i i i
Farr; this is his 12th ancf fin:f ?s}sk:l?.’ give & hearty thanks to Liditor Jim
The‘activities of SIOP and individual 1/0 psychologists could easily be
]o§t without proper reward mechanisms. Internally, the Awards Cgm
m1ttc?e (Gene Stone) found winners for six differer;t S1OP awards in:
ch{dmg E.l new one for service to the Society. The Fellowship Comm;ttee
(Rich Khm.q.ski) forwarded the names of six significant achievers to APA
for recognition as Fellows. You’ll have a chance to participate in these
honora.ry events at the Business Meeting at the APA convention. Qutside
recognition was an important function for the External A ffairs éommit—
gzevgg;;i O:f:;z:ﬁannl)-; ;hey;l gelperated publicity for the SIOP conference,

er i i

epied 8 o conferencer. ist, and made preparations for a Sino-
What an impressive list of accomplishments! And there wasn’t space
:g co;'e.r them all. I' want to_offer my sincere, heartfelt appreciation to all
e 0 f1cer§, con?rmttee chairs, and committee members who participated
so energetically in the 1988-89 move forward. I am confident that SIOP
members will maintain that thrust under the capable leadership of

President-Fl itt i i
N ect Neal Schmitt in the forthcoming year, and I wish him




The talent and motivation that I1/O psychologists routinely .demgn—
strate must be used to attack the awesome pro'blems our country is facing
currently and in the future. In the emerging global ecfmomlc v;z:lr,
America must try to reconcile increasingly complex work with s}tlruggll-] g
organizations and an ill-prepared work force.. I_\Iever befOI-'e aw?1 o
psychologists’ professional skills been so cntlcal_ ff)r ‘Ehls c0111 yin
future. As I said in my Presidential Address, this is Our Place

Time.”’

Flectronic Selection Systems Corp. (ESS)
Looking For

Independent Representatives to Distribute

AccuVision™

Electronic Selection and Development Systems
(Video/ Computer/Simulation-Based Tests)

Call: Dr. Cabot Jaffee/Dr. Fred Frank
407/875-1102

I Write: Electronic Selection Systems Corp. .
2300 Maitland Center Parkway, Suite 302 |

Maitland, FL 32751-4129

The 1989 APA Convention

J. Kevin Ford

The APA program for the Society of Industrial/ Organizational Psy-
chology, Division 14, is complete. The program includes many in-
feresting sessions sponsored or co-sponsored by Division 14. The
highlights include:

» Invited Addresses by:
*Raymond A, Katzell, ““Boos and Bravos: Some Comments on Con-
temporary Industrial/Organizational Psychology”
*Manuel London, ‘“The Industrial/Organizational Psychologist as
Change Agent and Strategist”
*Herbert H. Meyer, ‘“The Performance Appraisal Enigma: Another
‘Solution’ to Add to Your List”
*Edgar H. Schein, ‘‘Process Consultation as a General Philosophy of
How to Give Help” (Co-sponsored with Division 13)
» 46 papers presented in poster sessions
22 Symposia, Panel Discussions, and Conversation Hours including
topics such as:
*Recent technical developments and issues in validity generalization
*Is the concept of true score still useful?
*Defining managerial success
*The meaning and effect of job security in the workplace
*Strategies for optimizing team performance
*Cost saving innovations in assessment center methodology
*Responding to technological change

A key advantage of the APA convention over other conferences is the
opportunity to interact with psychologists who have allied interests. This
year we are co-sponsoring 14 symposia with other APA divisions.

One activity that should attract much interest is an invited symposium
chaired by Edwin Fleishman (co-sponsored with Division 1) “Industrial
and Organizational Pgychology: From Morris Viteles to the Field
Today” which includes presentations by Ernest Primoff, Raymond

Katzell, Donald Super and Frank Landy. Other symposium topics we are
co-sponsering include:

*Drug use and job performance indicators (Division 28)
*Integrity testing (Division 5)
*Aspects of Navy work and career development (Division 19)
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*Noncognitive predictors of military effectiveness (Division 19}

*()D interventions for teams and transitions (Division 13)

*Enhancing general managers’ effectiveness: The role of the corporate
psychologist (Division 13)

*Women’s work (Division 35)

In addition, the APA Board of Scientific Affairs, Science Directorate
and 13 cooperating divisions including Division 14 are sponsoring two
days (Saturday, August 12, and Sunday, August 13) of concentrated pro-
gramming (32 hours of invited addresses and symposia) on topics such as
“Models of Competence and Performance’” and “Technology and the
Human Condition.”

As you can see, there is a full lineup of events and activities that you
can take advantage of at the 1989 APA Convention. The programming
for Division 14 is given below. See you in New Orleans!

SOCIETY FOR INDUSTRIAL AND
ORGANIZATIONAL PSYCHOLOGY, INC.
APA CONVENTION PROGRAM
FRIDAY, AUGUST 11-TUESDAY, AUGUST 15

#*This is not an official program. Only the APA-published program is official. In
cases where discrepancies occur, the APA program supersedes this schedule.

PROGRAM PLANNING SUBCOMMITTEE

J. Kevin Ford (Chair)
Donald D. Davis
Walter R. Freytag

Kurt Kraiger
Kevin Nilan
Lois Tetrick

PROGRAM COMMITTEE

SIOP Calendar

TIP deadline for November issue

SIOP Pre-APA Workshops—New
Orleans

Annual APA Convention—New
Orleans

Deadline for SIOP Awards nomina-
tions

Deadline for program submissions,
SIOP Annual Conference—
Miami

Pre-SIOP Conference Workshops—

SIOP 1/0 Doctoral Student Con-
sortium—Miami

SIOP Annual Conference—Miami

12

September 1, 1989
August 10, 1989

August 11-15, 1989
September 15, 1989
September 29, 1989
April 19, 1990
April 19, 1990

April 20-22, 1990

Phil Benson Harold A. Manger

Linda Bodnar
Michael Bunch
William P. Burke
Michael Coovert
Donna L. Denning
Dennis L. Dossett
James L. Eubanks
Jack M. Feldman
Donald G. Gardner
William Hicks
Carrie R. Lenna
Brian T. Loher

Michael W, Mercer
Terry W. Mitchell
Jennifer Morrow
Joseph Orban
Nestor K. Ovalle, III
Carole A. Paradise
Lawrence Peters
Samuel Rabinowitz
David Robinson
Robert D. Smither
Dirk D. Steiner
Hilda Wing

Note: All sessions are in the Convention Center (CC) or in the Hilton Hotel (HH).




FRIDAY, 9:00-10:50 Room 24 (CC)
Symposinm: Theory, Instrumentation, Applications, and Consequences
in Recent Job Analysis Research
Terry W. Mitchell, Psychological Corporation, San Diego, CA

Malcoim C. McCulloch, University of Houston, TX.

Susana R. Lozada-Larsen, The Psychological Corporation, San
Diego, CA.

Robert J. Harvey, Virginia Polytechnic Institute and State University.

Michele A. Wittig, California State University, Northridge, CA.

Sidney Gael, NYNEX Corporation, White Plains, NY (Discussant).

FRIDAY, 11:00-12:50 Room 39 (CC)
Symposiom: Strategies for Optimizing Team Performance
Robert D. Smither, Rollins College

James E. Driskell, Eagle Technology, Inc., Winter Park, FL.
Joyce Hogan and Robert Hogan, University of Tulsa.
Eduardo Salas, Naval Systems Training Center, Orlando, FL.
Robert D. Smither, Rollins College.

Daniel Ilgen, Michigan State University (Discussant}.

FRIDAY, 11:00-12:50 Room 10 (CC)
Symposium: Practical Information: Antecedents and Consequences of
Tacit Knowledge
Kurt Kraiger, University of Colorado, Denver

Kurt Kraiger, University of Colorado, Denver.

Judy Roach, University of Colorado, Denver.

Miriam Frez, Technion, Israel Institute of Technology.

Ruth Mandrell and Elizabeth Ruppe, U.S. West Inc., Denver, CO.
Richard K. Wagner, Florida State University.

FRIDAY, 1:00-1:50 Room 10 (CC)
Conversation Hour: Annual Review of Psychology
Kurt Kraiger, University of Colorado, Denver

Neal Schmitt, Michigan State University, and Ivan Robertson, Univer-
sity of Manchester, England. Personnel Selection.,

14

FRIDAY, 1:00-1:50 Room 5 (CC)
Panel Discussion: Internship Programs in /0 Psychology:
Development of an I/0 Model
Karl W. Kuhnert, University of Georgia

Ronald G. Downey, Kansas State University

Richard J. Klimoski, The Obhio State University

Vicki V. Vandaveer, Southwestern Bell, St. Louis, MO
Mary C. Wilson, University of Tennessee-Knoxville

FRIPAY, 2:00-3:50 Room 42 (CC)
Panel Discussion: Is the Concept of True Score Still Useful?
Eric S. Knowles, University of Arkansas

Jack M. Feldman, Georgia Institute of Technology

Lawrence R. James, University of Tennessee

Eric S. Knowles, University of Arkansas

Roger Tourangeau and Kenneth A. Rasinski, National Opinion
Rescarch Center, Chicago IL

Daniel R. Ilgen, Michigan State University

Thomas K. Srull, University of Illinois (Discussant)

FRIDAY, 2:00-3:50 Reom 37 (CC)
Symposium: Defining Managerial Success: Distinctions and
Similarities among Typical Criteria
Robert F. Silzer, Personnel Decisions, Inc.

Joy F. Hazucha, Personnel Decisions, Inc., Minneapolis, MN, and the
University of Minnesota

Robert F. Silzer, Personnel Decisions, Inc., Minneapolis, MN

Sarah E. Flynn, Personnel Decisions, Inc., Minneapolis, MN, and the
University of Minnesota

John P. Campbell, University of Minnesota (Discussant)

Larry L. Cummings, University of Minnesota (Discussant)
Friday, 4:00-4:50 Grand Ballroom A (HH)
Invited Address
Richard J. Klimoski, The Ohio State University

Manuel London, Siate University of New York at Stony Brook. The
Industrial /Organizational Psychologist as Change Agent and Strategist.

FRIDIAY, 5:00-8:00
Outgoing Executive Commitfee Meeting
Ann Howard, Leadership Research Institute, Tenafly, NJ

Durnham (HH)
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SATURDAY, 9:00-9:50 Exhibit Hall A (CC)

Poster Session: 1
Lois Tetrick, Wayne State University

PERFORMANCE APPRAISAL ACCURACY AND THE PRINCI-
PLE OF ENCODING SPECIFICITY. Marta L. Carter and Roseanne
J. Foti, Virginia Polytechnic Institute and State University.

LEADERSHIP AND COMMUNICAT ION SKILLS OF FIREFIGHT-
ER SUPERVISORS. Ronald E. Riggio and Emmet Cole, California
State University, Fullerton.

JOB EVALUATION COMMITTEES: A
GLE. Christopher Baughn, Thomas D.

rick, Wayne State University.
THE VALIDITY OF A STANDARDIZED BIODATA FORM FOR

MANAGERIAL POSITIONS. Scott L. Fraser and Marilyn Baumler,
Florida International University.

AN EXAMINATION OF THE GOAL SETTING EFFECT WITH BE-
HAVIORAL DECISION THEORY. Mark E. Tubbs and James G.
Dahl, University of Missouri-St. Louis.

TRAINING EVALUATION: THE USEFULNESS OF SELF-AP-
PRAISALS OF TRAINING-RELATED ON-THE-JOB PER-
FORMANCE. Antonia D. Martin and Cary M. Lichtman, Wayne
State University.

RETRAINING OF NONEXEMPT WORKERS: SUCCESSFUL SOLU-
TION FOR JOB OBSOLESCENCE. Margaret E. Mitchell, Rutgers
University, & Cal Olirogge, IBM Corporation, New York, NY.

INTERRATER AGREEMENT AND RELIABILITY OF PERFORM-
ANCE RATINGS: A METHODCLOGICAL EXAMINATION. Julie
L. Boyd, William F. Grossnickle, East Carolina University and John
W. Fleenor, Burroughs Wellcome Co., Greenville, NC.

TRAINING TO IMPROVE RATING ACCURACY: A META-
ANALYSIS. Terry L. Dickinson and Todd A. Baker, Old Dominion
University.

RELATIONSHIPS BETWEEN PERSONNEL TESTS, AGE AND JOB
PERFORMANCE. Winfred Arthur, Rick R. Fuentes, Texas A & M
University, and Dennis Doverspike, The University of Akron, and
Darren Hart, Texas A & M University.

VALIDATION OF THE MELVIN-SIMS WORD PROCESSING OP-
ERATOR TEST. Mary H. Haigler and Kenneth B. Melvin, The Uni-
versity of Alabama.

AGE-EFFECTS IN PEER APPRAISALS OF EFFECTIVE AND IN:
EFFECTIVE CO-WORKERS. Michael C. Rush, Jeffrey D. Houston
University of Tennessee, and Paul E. Panek, Ohio State University a

Newark.

BOON OR A BOONDOG-
Heetderks, and Lois E. Tet-
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COMPARISON OF THE PREDICTIVE CHARACTERISTICS OF
THREE BIODATA SCALING METHODS. Rick R. Fuent
John Sawyer, Texas A & M University. . ntes and
THE EMPLOYMENT DECISION: IMPORTANCE PLUS DIFFER
ENTIATION INFLUENCES CHOICE. Kenneth W. Kerber c;
James P. Campbell, Data General Corporation Westb;)ro MA aﬂ
PREDICTING TASK-BASED PERFORMANCE, WITH M]:EASU:RES
g_Fn]:;]iRSONAL TEMPERAMENT. Lawrence M. Hanser, Andrea E
E :;1 ria’ug“f\a:nd Roya L. Bauman, U.S. Army Research Institute, Alex-
TEACHER BURNOUT: VALIDATING THE MASLACH BURNOUT
INVENTORY ACROSS FOUR EDUCATIONAL LEVELS. Barb
M. Byrne, University of Ottawa. R
HOW TRADITIONAL RESEARCH DESIGNS OVER- AND UNDER
ESTIMATE VALIDITY COEFFICIENTS. Scott I.. Martin, Apoli |
Personnel Strategies, Northbrook, IL., ‘ - Applied
EMPIRICAL ASSESSMENT OF CONVERGENCE BETWEEN TWO
ST l.RUC'TURED JOB ANALYSIS METHODS. Charles E. Lan
University of Georgia, Rodger . Ballentine, Air Force I-Iu;n lge’
sources Laboratory, Brooks AFB, TX, and J ’W Cunningh, North
Carolina State University. , - gham, North
Ci}é Rgl\s/lé’I(I:{ICALLY KEYED BIODATA BE TRANSPORTED
- AU}I/J[I;/[JEDEI ﬂ?Mlﬁ?\N[i}EAG?? Michelle M. Crosby and
. s nternation i
T}]I)I:%\Xilg[]?gg OF SELF-APPRAISALS IalN, im;quNtzréE(jh;ENT
NT PROGRAM. G i
- University, and Connie R. Schmid't,agwsa‘ Slj;fekglliivg(s)ﬁrhead e
REACTIONS TO INTERVIEWER BIAS: AN ANALYS)IZS OF AF
?ECT IVE RESPONSE MEASURES. Bernard L. Dugoni, Edward J ]
H[R()Ill'{])é’ and Jacqueline Palomar, Loyola University of Chicago. '
FOR PERSONALITY AND ABILITY: THE CASE OF
SERVICE ORIENTATION. Joseph G. Rosse, University of Colorado

at Boulder, and Howard Mi i
Ui, iller and Laurie Barnes, Mankato State

SATURIDAY, 10:00-10:50
‘ Poster Session: 11
Dirk Steiner, Louisiana State University

RE
JWAENEEAS A VOLUNTARY ORGANIZATIONAL WITH-
. HAVIOR. Kathy A. Hanisch and Charles I.. Hulin,

Exhibit Haill A (CC)

_ “University of Illinois at Urbana-Champaign.

THE
REIES’?E)CT OF COPING ON THE JOB-LIFE SATISFACTION
NSHIP. Alfred C. Schnur, Jr., Dirk D. Steiner, and Fredda
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Blanchard-Fields, Louisiana State University. ]

ROLE CONFLICT AND AMBIGUITY: EVALUATIQN OF‘ CONd
VERGENT AND DISCRIMINANT VALIDITY. Daniel W. King an
Lynda A. King, Central Michigan University.

THE EFFECTS OF FEEDBACK AND JOB SATISFAC_‘TION (I)III\I
ORGANIZATIONAL COMMITMENT. Andrew J. Me{b.aum, s
Al C. Schnur, Wanda A. Trahan, Jane M. Mouton, Louisiana State

iversi i jversity of Tennessee.
University and Gregory H. Dobbins, Universi ]

STRESSORS, SYMPTOMS, AND STRATEGIES: AN ORGANIZéAt
TIONAL INTERVENTION. John T. Chibnall, David C. Mupz, .
Louis University, and Kathryn D. Cramer, Health Psychology Con-
sultants, St. Louis, MO.

CONFIRMATORY FACTOR ANALYSIS OF THFT MINI\.IES(t))TA
SATISFACTORINESS SCALES. Jeffrey B. Brookings, Wittenberg

iversi i iversity of Arkansas.
University, and Brian Bolton, University o ]

DEVELOPMENT AND CONVERGENT VALIDATION OF CR([)jSS‘
JOB EASE-OF-MOVEMENT INDICES. Charles E. Lance, h 111{1-
versity of Georgia, Michael J. Kavanagh, SUNY-Albany, anAFB.
Bruce Gould, Air Force Human Resources Laboratory, Brooks )
TX. ]

LINKS BETWEEN AFFECTIVE AND CONTINUANCE COMIII/IIIT
MENT TO THE ORGANIZATION. John P. Meyer, Ign R. Gellatly,

i i i Ontario.
and Natalie J. Allen, The University of Western ]

CONTINUANCE AND AFFECTIVE COMMITMENT: DIMENSIQN

ALITY AND CORRELATES. Mark J. Somers, New Jersey Institute
i i Medical Center.
of Technology, and Louise Birnbaum, Tulanc

STRATEGIC FAILURE IN RESPONSE TO DII:“FICULT GOPSJS..

Elizabeth A. Brownlee, Virginia Polytechnic Instltultje _and itate ni-
i ichi State University.
versity, and Ann H. Baumgartner, Michigan

MATERNAL EMPLOYMENT ROLE VARIABLES, COGNIT IV](E1
DIFFICULTIES AND PERFORMANCE. Karyl E. MacEwen an
Julian Barling, Queen’s University.

JOB SATISFACTION OVER THE LIFESPAN‘—A LINEAR Oli
CURVILINEAR RELATION? Arthur G. Olguin, The Claremon
Graduate School.

REACTIONS TO PERFORMANCE FEEDBACK. Paul E. Lf:vy z?.nd
Roseanne J. Foti, Virginia Polytechnic Institute and State Umversrtlsi.

ANTECEDENTS TO INFORMAL FEEDBACK DIESI:IVE}:Y. James L.
Farr and Jeffrey C. Quinn, Pennsylvania State University.

DETERMINANTS OF JOB SATISFACTION: SOCIA‘L CU'ltEt?,
TASK STRUCTURE, AND PREDISPOSITION. Mgnme L. Biitle
and Neil M. A. Hauenstein, Virginia Polytechnic Institute and State

University,
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AN EXAMINATION OF TIME CONTROL. Therese H. Macan, Uni-
versity of Missouri-St. Louis.

RELATION BETWEEN JOB SATISFACTION AND ORGANIZA-
TIONAL COMMITMENT IN TURNOVER MODELS. John P.
Meyer and Robert P. Tett, The University of Western Ontario.,

A WITHIN-SUBJECTS EXAMINATION OF THE PERFORM-
ANCE-GOAL COMMITMENT PROCESS. Mark E. Tubbs and
James G. Dahl, University of Missouri-St. Louis.

A TEST OF THEORETICAL MODERATORS OF THE JOB CHAR-
ACTERISTICS MODEL. Robert B. Tiegs, Lois E. Tetrick and
Yitzhak Fried, Wayne State University.

A CROSS-LEVEL EXAMINATION OF GROUP ABSENCE IN-
FLUENCES ON INDIVIDUAI. ABSENCE. Stacey S. Kohler and
John E. Mathieu, The Pennsylvania State University.

APPLICATION OF THE REASONED ACTION MODEL TO OR-
GANIZATIONAL CHANGE. Joyce Shettel-Neuber, Navy Person-
nel Research and Development Center, San Diego, CA, and John P.
Sheposh, Edith L. Goldberg, Russell S. Cooke, San Diego State Uni-
versity.

EFFECTS OF TASK RELEVANCE AND DELAY OF QUESTION-
NAIRE ON SIP EFFECTS. Mary D. Zalensy and Michael Feuer,
University of Missouri-St. Louis.

GOAL SETTING AND PROBLEM SOLVING: COMPARED AND

COMBINED. Ira T. Kaplan, Wiiliam Metlay, and Thomas Frye, Hof-
stra University.

SATURDAY, 11:00-12:50 Room 26 (CC)
Symposium: Report on the General Apiitude Test Battery
Alexandra K. Wigdor, National Academy of Sciences,
Washington, D.C.

John A. Hartigan, Department of Statistics, Yale University
Alexandra K. Wigdor, National Academy of Sciences, Washington,

D.C.

Paul R. Sackett, University of Minnesota

Mary L. Tenopyr, American Telephone and Telegraph, Morristown,
NT (Discussant)

SATURDAY, 11;00-12:50 Grand Ballroom A (HH)
Symposium: Cost-Saving Innovations in
Assessment Center Methodology
William P. Burke, Office of Institutional Research, West Point, NY
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William C. Byham, Development Dimensions International, Pitts-
burgh, PA . . .

Wayne A. Burroughs, Assessment Designs International, Maitland,
FL. . _ and

Cabot L. Jaffee, Electronic Selection Systems Corporation, Maitland,
FL .

Douglas W. Bray, Development Dimensions International, Tenafly,

NJ (Discussant)

SATURDAY, 1:00-1:50 . . Room 38 (CC)
Open Forum: Long Range Planning Committee
Paul R. Sackett, University of Minnesota

SATURDAY, 2:00-3:50 ' Qak Alley (HH)
Panel Discussion: Licensure of 1/0 Psychologists: Pros and Cons
Greg Gormanous, LSBEP, Baton Rouge, LA

Randolph P. Reaves, American Association of State Psychology
Boards, Montgomery, AL .

Vicki V. Vandaveer, Southwestern Bell Telephone, St. Louis, MO

Ann Howard, Leadership Research Institute, Tenafly, NJ

Neal W. Schmitt, Michigan State University

Karen Kendrick, University of Houston

SATURDAY, 2:00-3:50 Grand Ballroom A (HH)
Panel Discussion: Receni Technological Developments and
Issues in Validity Generalization

Lawrence R. James, University of Tennessee
Stanley Muliak, Georgia Institute of Technology
Hobart G. Osburn, University of Houston
Frank L. Schmidt, University of Iowa

SATURDAY, 4:00-4:50 Grand Ballroom A (HH)
Invited Address: Professional Practice A.ward
Douglas W. Bray, Development Dimensions International, Tenafly, NJ

Herbert H. Meyer, University of South Florida. The Pgrforma‘nce Ap-
praisal Enigma: Another “‘Solution” to Add to Your List.
SATURDAY, 5:00-5:50 Grand Ballroom A (HH)
Business Meeting
Ann Howard, Leadership Research Institute, Tenafly, NJ

SATURDAY, 6:00 Grand Ballroom B (HH)
Division 14 Social Hour

No-Host Bar

SUNDAY, 11:00-12:50 Room 20 (CC)
Symposium: The Meaning and Effect of Job Security in the Workplace
Mary Anne Lahey, University of Georgia

Mary Anne Lahey, University of Georgia

Karl W. Kuhnert, University of Georgia

Robert J. Vance, The Ohio State University

Ronald G. Downey, Kansas State University

James L. Farr, Pennsylvania State University (Discussant)

SUNDAY, 12:60-12:50 Room 23 (CC)
Invited Address: S. Rains Wallace Dissertation Award

SUNDAY, 1:00-2:50 Room 20 (CC)
Symposium: Developing Entry-Level Professional and
Administrative Examinations in the Federal Government
Magda Colberg, Office of Personnel Management, Washington, D.C.

Julie Rheinstein, Donald E. McCauley, and Brian S. O’Leary, Office
of Personnel Research and Development, Washington, D.C.

Lois Northrop, Mary Ann Nester, and Cynthia Diane, Office of Per-
sonnel Research and Development, Washington, D.C.

Jay A. Gandy, Alice N. Outerbridge, James H. Sharf, and David A.
Dye, Office of Personnel Research and Development, Washington, D.C.

David A. Dye, Martin Reck, and Patricia A. Harris, Office of Person-
nel Research and Development, Washington, D.C.

Susan M. Reilly, and Marvin Trattner, Office of Personnel Research
and Development, Washington, D.C.

Frank L., Schmidt, The University of Iowa (Discussant)

SUNDAY, 1:00-4:50

Incoming Executive Meeting
Neal W. Schmitt, Michigan State University

Trafalgar (HH)

SUMNDAY, 3:00-4:50 Room 28 (CC)
Symposium: Responding to Technological Change: Applications for
Enhancing Human Resource Effectiveness
Ronald C. Page, Hay Management Consultants, Minneapolis, MN

Paul Banas, Ford Motor Company, Dearborn, MI
Mark A. Wilson, Iowa State University
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Joyce Shields, Hay Systems, Inc., Washington, D.C.
Kevin J. Nilan, 3M, St. Paul, MN
Terry W. Mitchell, The Psychological Corporation, San Diego, CA
(Discussant)
SUNDAY, 5:00 Grand Balircom D (HH)
Division 14 Social Hour
No-Hest Bar

MONDAY, 9:00-9:50 R‘oom 21 (CC)
Discussion: I/0 O/B Graduate Stadent Convention

MONDAY, 9:00-10:50 Rooem 2 (CC)
Panel Discussion: Defining the Role of Master’s Level
Training in 1/0 Psychology
Robert D. Dugan, University of New Haven

Robert D. Dugan, University of New Haven

Janet J. Turnage, University of Central Florida

William J. Siegfried, University of North Carolina at Charlotte
Gordon R, Simerson, University of New Haven

Edward L. Levine, University of South Florida (Discussant)
Lilly M. Berry, San Francisco State University (Discussant)

MONDAY, 11:00-11:50 Grand Ballrcom A (CC)
Invited Address: Distinguished Scientific Contributions Award
William Balzer, Bowling Green State University

Raymond A, Katzell, New York University. Boos and Bravos: Some
Comments on Contemporary Industrial/Organizational Psychology.

MONDAY, 12:00-12:50 Room 19 (CC)
Symposiam: Beyond Validity in Honesty Testing:
Base Rates, False-Positives and Offensiveness
Nambury S. Raju, 1llinois Institute of Technology

Karen B. Slora, London House, Inc., Park Ridge, T1.

Scott L. Martin, Applied Personnel Strategies, Northbrook, IL, and
Roosevelt University

John W, Jones and Dennis Joy, London House, Inc., Park Ridge, I

Nambury S. Raju, Illinois Institute of Technology
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MONDAY, 1:00-2:50 Room 13 (CC)
Symposium: Applied Measurement Issues in Job Analysis
Robert J. Harvey, Virginia Polytechic Institute and State University

Mark A. Wilson, JTowa State University

Lee Friedman, George Mason University

Theodore L. Hayes, Rice University

Robert I. Harvey, Virginia Polytechnic Institute and State University
Joseph W. Cunningham, North Carolina State University (Discussant)

MONDAY, 3:00-4:50 Room 37 (CC)
Symposium: Developments in the Selection, Training, and
Appraisal of First-Line Supervisors
Kevin J. Nilan, 3M, St. Paul, MN

John D. Arnold, Personnel Designs, Inc., Grosse Pointe, MI
Mary A. Lewis, PPG Industries, Inc., Pittsburgh, PA

Richard W. Leatherman, International Training Consultants, Inc.,
Richmond, VA

Donna L. Denning, City of Los Angeles, CA

C. Paul Sparks, Serendipity Unlimited, Inc., Houston, TX (Discus-
sant}

TUESDAY, 10:00-11:50 Belle Chasse (HH)
Symposium: The Impact of Achieving Styles in Diverse
Organizational Settings
Jean C. Lipman-Blumen, Claremont Graduate School

E. C. Williams, Interstate Electronics Corporation, Anaheim, CA
Arthur G. Olguin, California State University, Fullerton

Joan Fobbs, University of Vermont

Dinah Bird-Westerfield, Clarmont Graduate School

Greg Stewart, University of Maryland

Joan Bitterman, Northern Illinois University

Dirk Steiner, Louisiana State University (Discussant)

Co-Sponsored Sessions

Division 14 is co-sponsoring several symposia with other APA Divi-
sions. For those sessions in which definite times and/or locations are not
available, please see the APA Convention Directory which is mailed to

all registrants. Due to space constraints, only session titles and chairs are
listed below,

Industrial and Organizational Psychology: From Morris Viteles to the
Field Today. Chair: Edwin Fleishman (Division 1). Monday, August 14,
1:00-2:50; Room 10 (CC).
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Computer-Based Testing and Assessment. (Division 5). Monday,
August 14, 4:00-4:50; Room 22 (CC).

Integrity Testing: Its Prediction, Technology, and Policy Implications.
{Division 5). Sunday, August 13, 1:00-2:50, Room 40 (CC). ,

Structural Modeling for Improved Psychological Testing: A Promise
Fulfilled? (Division 5). Friday, August 11, 9:00-10:50; Room 37 (CC).

Toward a Social Psychology of Computing. Chair: Charles Huff
(Division 8). Tuesday, August 15, 9:00-10:50; Room 3 (CC).

Invited Address: Edgar H. Schein. Process Consultation as g General
Philosophy of How to Give Help. Chair: Kenneth H. Bradt (Division
13). Sunday August 13; 3:00-4:50.

OD Interventions for Teams and Transitions. Chair: John E. Deleray
(Division 13). Saturday, August 12, 4:00-4:50.

Enhancing General Managers’ Effectiveness: The Role of the Cor-
porate Psychologist. Chair: Paul E. Slobodian (Division 13). Sunday,
August 13, 1:00-2:50.

Aspects of Navy Work and Career Development. Chair: Martin F.
Wiskoff (Division 19). Saturday, August 12, 9:00-10:50.

Task Selection for Performance Testing. Chair: John J. Pass (Division
19). Saturday, August 12, 11:00-12:50.

Noncognitive Predictors of Military Effectiveness and Attrition Using
Biographical Data. Chair: Paul D. Grubb (Division 19). Monday,
August 14, 9:00-10:50.

Developing a Decision Support System for Training: Inferdisciplinary
Perspectives. Chair: Hendrick W. Ruck (Division 19). Monday, August
14, 11:00-12:50.

Drug Use and Job Performance Indicators. Chair: Steven W. Gust
(Division 28). Monday, August 14, 2:00-3:50.

Women’s Work., Chair: Maureen McHugh (Division 35). Sunday,
August 13, 12:00-12:50; Room 29 (CC).

Examining Family-of-Origin Legacies in our Lives at Work. (Division
43). Monday, August 14, 1:00-1:50.

Friday, August 11

9:00-10:50 Recent Job Analysis Research

(Rm 24 CC)
11:00-12:50 Optimizing Team Perform- Practical Information and
ance (Rm 39 CC) Tacit Knowledge (Rm 10
CO)

1:00- 1:50 Conversation Hour Annual Internship Programs in 1/0
Review of Psychology Psychology (Rm 5 CC)
(Rm 10 CC)

2:00- 3:50 Is the Concept of True Score Defining Managerial Suc-
Still Useful? (Rm 42 CC) cess (Rm 37 CQC)
4:00- 4:50 Invited Address: M. London
{Grand Ballroom A HH)
5:00- 8:00 Outgoing Executive Com-
mittee Meeting (Durnham
HH)

Saturday, Angust 12
9:00- 9:50 Poster Session I (Exhibit Aspects of Navy Work and

Hall A CC) Career Development (Div.
19)
10:00-10:50 Poster Session II (Exhibit
Hall A CC)
11:00-12:50 Report on the GATB (Rm  Cost-savings in Asscssment
26 CC) - Center Methodology
(Grand

Ballroom A HH)
1:00- 1:50 Open Forum: Long Range
Planning Committee (Rm 38
CQ)
2:00- 3:50 Issues in Validity Generali- Licensure of I/O Psycholo-
zation (Grand Ballroom A gists (Oak Alley HH)
HH)
4:00- 4:50 Invited Address: H. Meyer
{Grand Ballroom A HH)
5:00- 5:50 Business Meeting (Grand
Ballroom A HH)
6:00- Social Hour (Grand Bail-
room B HH)

Sunday, August 13

9:00-10:50 See Science Weekend Activ-

ities

11:00-12:50 Job Security in the Work-
place (Rm 20 CC)

12:00-12:50 Invited Address: S. Rains

Wallace Dissertation

Award (Rm 23 CC)

1:60- 2:50 Developing Eniry-Level Incoming Executive

Examinations (Rm 20 CC)  Meeting

(Trafalger HIH) (1:00-4:50)
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3:00- 4:530 Responding to Technological Inviied Address: E. Schein
Change (Rm 28 CC) {Div, 13)

5:00- Social Hour (Grand Ball-
room D HH)

Monday, Aungust 14

9:00- 9:50 1/0 OB Graduate Student  Role of Master’s Level
Conference (Rm 21 CC) Training (Rm 2 CC)
(9:00-10:50)
11:00-11:50 Invited Address: R. Katzell
(Grand Ballroom A HH)
12:00-12:50 Validity in Honesty Testing
(Rm 19 CQO) _
1:00- 2:50 Applied Issues in Job Analy- From M. Vltele.s to the
sis (Rm 13 CC) Field Today (Div. 1)
(Rm 10 CC)
3:00- 4:50 Selection of First Line
Supervisors (Rm 37 CC)

Tuesday, August 15

Social Psychology of Com-

9:00- 9:50
puting {Div. 8) (Rm 3 CC)

10:00-11:50 Achieving Styles in Organi-
zations (Belle Chase HH)

Note: CC = Convention Center, HH = Hilton Hotel.

GATB REPORT AVAILABLE

The National Academy of Sciences/National Research Qouncii’s
Committee on the General Aptitude Test Battery has published its report
concerned with the validity, fairness, and utility of th‘e GATB. "Fhe
report, entitled Fairness in Employment Testing: Validity (_?enerfdtz\a—
tion, Minority Issues, and the General Aptitude Test Battery, is available
from the National Academy Press, 2101 Constitution Avenue, NW,
Washington, DC 20418. The price is $29.95 for paperback and $39.95
for hardback. All orders must be prepaid.
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SIOP Conferences Report

Ron Johnson

ANNUAL CONFERENCE °89

The fourth annual SIOP conference in Boston was a resounding suc-
cess. The quality of the program and workshops were matched by a
record registration. For the first time, registration exceeded the 1,000
mark. Advance registration reached 800, a number larger than the total
registration at our first conference in Chicago in 1986,

Thanks to the work of many volunteers, our annual conference con-
tinues to be a highlight of our professional activities each year. The key
organizers of the conference in Boston were: Susan Palmer and Bill
Macey (workshops), Elaine Pulakos (program), Dianna Stone (registra-
tion), and Joel Wiesen and Joe Czajka (local arrangements). Each did an
outstanding job and contributed to the success of the 1989 conference.

ANNUAL CONFERENCE ’'9¢

MIAMI-—1990. Yes, pick out your swimwear, locate your sunglasses,
think sunshine, and work on those program ideas! The 1990 SIOP An-
nual Conference will be held at the Fountainbleau Hotel in Miami Beach,
April 19-22, 1990. For our fifth conference, an additional day has been
added to the conference schedule. We will now have one day of
workshops and three days of conference program activities. The
response to the annual conference has been so great that the additional
day has been added in an effort to accommodate the many high quality
program submissions that the program committee reviews. The 1989 pro-
gram committee was swamped with submissions and had to reject more
than they would have preferred to simply due to lack of program time.
There will be more program time available in Miami.

A contract has already been signed with American Airlines to be our
“official carrier” for the 1990 conference. American is making Miami
one of their hub cities so most members should be able to find good
flight connections with American. More complete information will be
provided in the November issue of TIP and in the call for program pro-
posals that will be mailed to all members this fall. No other carrier
should be able to match the American fares.

A thousand in Boston was great, so let’s keep it above 1,000 in Miami.
Start refining your program ideas so that you can be a part of SIOP ’90!
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Psychoiogy

CENTRAL INTELLIGENCE AGENCY

Clinical,
Counseling &
1/0 Psychologists

Join the Central Intelli-
gence Agency . . . and dis-
cover work that's as exciting
as it is important. As a CIA
Psychologist, you'll be
responsible for evaluating
and counseling individuals
who are performing a vital
role in our national security.
You'll need to combine keen
insight with a forceful per-
sonality and a great deal of
personal integrity.

Plus, the ClA offers you
excellent opportunities to
explore a variety of applied
areas. You'll rotate among
specialty functions and teams
including primary care, appli-
cant vocational and per-
sonality assessments, medi-
cal operations in the field,
and behavicral and man-
agement consultation. You
may even be given the
opportunity to work with
another component of the
Agency to expand your intel-
ligence background.

These positions are based
in Washington, D.C. but qﬁer
opportunities for domestic
and international travel. To
qualify, you must be a US

citizen with a doctorate from

an accredited psychology
program. Excellent public
speaking, writing, and super-
visory skills are a must. You
will be required to undergo
medical and security
evaluations.

The CIA offers you the
chance to perform at a level
few in the field ever reach.
Plus, we offer a competitive
salary and excellent benefits
including merit raises and
bonuses. For immediate con-
sideration, send your GV,
transcripts, and a brief letter
describing your professional
interests and goals to:

Recruitment Activity Officer
(CG42)

P.QO. Box 1925
Washington, D.C. 20013

We will respond within 30 days to those judged
1o be of further interest. The CiA is an equal
apportunity empioyer.
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1/0 and OB Graduate Student Conference

The Tenth Annual Industrial/Organizational and QOrganizationai
Behavior Graduate Student Conference was held in New Orleans, March
10-12. Tulane University hosted the event, and the consensus among
participants was that the conference was very successful. One of the
keynote speakers, Marvin Dunnette, was unable to attend, but William
Howell was able to deliver a keynote speech, “Human Factors in the
Workplace,” in Dunnette’s Place.

The conference had another keynote address, “Organizational Con-
sulting in the 19905’ by Julien Phillips. Also, there were two panel
discussions: ““Trends in Industrial/Organizational Psychology and
Organizational Behavior’’ by James L. Farr, O. W. “Mark’’ Markley,
and William Howell; and *“International Management Topics Relating
to European, Latin American, American and Japanese Styles of
Management” by Gerard E. Watzke, Joseph Ganitsky, and John R,
MclIntyre. Seven workshops were conducted: “‘Situational Interviews’
by Gary P. Latham; ‘“Stress at Work and Stress Prevention” by Michael
Frese; “Thanks for the Memories: Creating Innovations in a Non-
Innovative Environment’> by Bob Gandossy; “‘Legal Issues in I/O
Psychology’’ by John M. Cornwell and Andrew C. Partee; “Pay and
Motivation” by G. Douglas Jenkins; “‘Outplacement Counseling / Career
Continuation: A Growing Industry” by Harry Sharp; and “‘The
Significance of EAPs for /0 Psychologists’ by Paul M. Roman, QOver
70 graduate student papers were also presented at the conference, as well
as a graduate student panel on ““Internships’’ composed of students from
several graduate programs.

The conference was well attended and everyone appeared to have an
enjoyable time in New Orleans. Next vear, the Eleventh Annual 1/0 and
OB Graduate Student Conference will be hosted by the Ohio State
University in Columbus, Ohio, in April 1990.

Tulane is still accepting (and requesting) donations for the conference.
All funds that exceed expenses for this year’s convention wiil be for-
warded to Ohio State University for next vear’s convention. If you would
like to make a donation, make it payable to ““10th Annual 1/0 and OB
Convention” and send it to: Michele Le Duff, Department of
Psychology, Tulane University, New Orleans, LA 70118. Thanks.
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Price Waterhouse v. Hopkins

Lawrence Z. Lorber and J. Robert Kirk
Kelley Drye & Warren

A majority of the justices of the United States Supreme Court once
again cannot agree on exactly how the burdens of proof should be
allocated in a Title VII employment discrimination case. Just as in Wat-
son v. Fort Worth Bank & Trust, decided a year ago, the Court’s recent
decision in Price Waterhouse v. Hopkins has announced an important
new rule of employment law without settling issues which will have a ma-
jor impact on its practical effect.

Read together, the Court’s four separate opinions in Hopkins an-
nounce an important general rule. Under Title VII, once an individual
plaintiff proves that an unlawful criterion-—such as gender—was a
substantial factor in an employment decision, the employer may avoid
liability only if it can prove that the employment decision would have
been the same in the absence of the unlawful factor. This rule embodies a
new allocation of the burden of proving discrimination. Prior to this
decision, individual Title VII plaintiffs carried the ultimate burden of
proving discrimination-—not merely proving that the unlawful criterion
was a “substantial factor’ in the mix of factors, but that it actually
caused the adverse employment decision.

Ann Hopkins was a senior manager of accounts in the Washington,
D.C., office of Price Waterhouse, a major accounting firm. When the
firm considered Ms. Hopkins for partnership in 1982, it neither accepted
nor rejected her but placed her candidacy on “‘hold”” for a year. The trial
court found that a variety of factors led to this decision. Ms. Hopkins
was competent and hard-working, was well liked by clients, and had
played a key role in obtaining a multi-million dollar project for the firm.
On the other hand, it was alleged that Ms. Hopkins was widely disliked
among the firm’s staff because of her brusque, aggressive style. Partners
who commented on Ms. Hopkins’ candidacy for partnership noted she
was overly aggressive, unduly harsh, difficult to work with, and im-
patient with others. One partner described her as ““macho’’; another sug-
gested she ‘‘overcompensated for being a woman’ *; others advised her to
take “‘a course at charm school’’ and objected to ““a lady using foul
language.” The partner who explained the ‘*hold’’ decision to Ms.
Hopkins advised her to “‘walk more femininely, talk more femininely,
dress more femininely, wear make-up, have her hair styled, and wear
jewelry,”
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The fundamental issue before the Supreme Court arose from the trial
court’s finding that hoth legitimate and illegitimate considerations had
played a part in the decision to ““hold”’ Ms. Hopkins’ candidacy. The
procedural, potentially decisive issue was whether Ms. Hopkins or Price
Waterhouse had the burden of proving whether the decision was made
““because of”” a factor outlawed by Title VII.

By a vote of 6-3, the Court held that this burden of proof shifts to the
employer once a Title VII plaintiff has proven that an unlawful criterion
was considered by the employer.

In the plurality opinion authored by Justice Brennan, four of the nine
justices concluded that because Ms. Hopkins proved that her gender
played a ‘‘motivating part” in the decision to place her candidacy on
“hold,” Price Waterhouse could avoid liability ““only by proving by a
preponderance of the evidence that it would have made the same decision
even if it had not taken [her] gender into account.’” The plurality found it
difficuit to imagine that ‘“Congress meant to obligate a plaintiff to iden-
tify the precise causal role played by legitimate and iilegitimate motiva-
tions in the employment decision she challenges.”’

Justices O’Connor and White agreed, in separate opinions, that the
burden of proving that gender made no difference should shift to the
employer, but only when a plaintiff shows “‘by direct evidence that an il-
legitimate criterion was a substantial Jactor in the decision.”” This burden
shifting threshold appears to be somewhat higher than the ““motivating
part’ test enunciated by the plurality. Since the votes of J ustices O’Con-
nor and White are required in order to make burden-shifting the rule of
the Court, lower courts ought to apply the rule according to the stan-
dards adopted by Justices O’Connor and White.

Justice Kennedy authored a dissent for himself, Chief Justice Rehn-
quist and Justice Scalia. The dissenters would have required Ms.
Hopkins to prove sex discrimination under the traditional Title VII
model—meaning that it was her burden to prove that the ““hold’’ deci-
sion was more likely motivated by sex bias than by concerns about her
personality,

Differences in the approaches of the plurality, Justice O’Connor, and
Justice White leave important issues unsettled. First, only future litiga-
tion will reveal the true magnitude of difference between the thresholds
for burden-shifting—*‘motivating part” vs. *“direct evidence/substantial
factor.”” In fact, Justices O’Connor and White may be willing to shift the
burden to the employer on less evidence of bias than was shown by Ms.
Hopkins. Second, the plurality stated that, once the burden shifted, ““in
most cases, the employer should be able to present some objective
evidence as to its probable decision in the absence of an impermissible
motive.”” Justice White and the three dissenters expressly rejected a re-
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quirement that employers present ‘‘objective’ evidence in satisfaction of
their burden. Justice O’Connor—who held the deciding vote on this key
disagreement—did not speak directly to the issue. Justice O’Connor did
observe that “‘the employer need not isolate the sole cause for the deci-
sion, rather it must demonstrate that with the illegitimate factor removed
from the calculus, sufficient business reasons would have induced it to
take the same employment action.”” Justice O’Connor’s formulation
would appear to permit the employer to present such evidence as it had,
objective or subjective, requiring the trier of fact to judge the credibility
of the explanations offered by the employer.

In terms of the quality of the evidence required to meet the burden-
shifting threshold, the Court appeared Lo reject the notion, advanced
through the testimony of a social psychologist, Dr. Fiske, that the com-
menis of the Price Waterhouse partners indicated a pattern of sex
stereotyping sufficient to taint the entire partner selection process. The
plurality noted that specific evidence of the actual sex biased comments
of Price Waterhouse partners made Dr. Fiske’s testimony the ““icing on
Hopkins® cake’’ rather than dispositive proof of discrimination. Nor did
Justice O’Connor credit Dr. Fiske’s testimony as sufficient to justifying
a burden shift.

Justice O’Connor’s opinion also offers an insight into the Court’s
thinking in Wards Cove Packing Co., Inc. v. Afonio, now pending
before the Court, and the impact of last year’s decision in Watson v. Fort
Worth Bank and Trust. Justice O’Connor suggested the distinction be-
tween the opinion of the Wafson plurality, which suggested that in
disparate impact cases plaintiffs retained the burden of showing the
specific cause of the impact, while in treatment cases such as Hopkins the
burden shifts once the plaintiff proves that discriminatory factors tainted
the employment decision. Justice O’Connor noted that in a statistical
case such as Watson, the plaintiff appropriately retained the burden of
identifying specific employment practices which caused the disparity,
whereas in treatment cases the employer has the burden of showing that
the prohibited factors were irrelevant to the employment decision.

The Court’s decision in Hopkins makes it doubly important that
employers not generate “‘direct evidence’’ of unlawful bias because their
resulting burden of proof is likely to be unmanageable. Management per-
sonnel must be sensitive to the illegitimate bases for employment deci-
sions and do everything possible to isolate their decisions from potential
sources of bias. Statements like those made by Ms. Hopkins’ reviewers
must not be made, If such a statement is made, it must be disclaimed im-
mediately, preferably with some appropriate disciplinary action taken
against its author. In no event may employment decisions be based on
any criterion or review that may be judged to constitute “*direct
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evidence” of unlawful bias.

If these principles are not obeyed, employers will now find themselves
asked to prove that a plaintiff would have fared no better even in the
absence of bias. This, in many cases, will be an impossible proof.

ANNOUNCING THE
FIFTH ANNUAL CONFERENCE
OF THE
SOCIETY FOR INDUSTRIAL AND
ORGANIZATIONAL
PSYCHOLOGY, INC.

APRIL 19-22, 1990
FOUNTAINBLEAU HOTEL
MIAMI BEACH, FLORIDA

Submission Deadline:

r September 29, 1989
Registration Materials:

Available January, 1990

(Will be mailed to all Society
members)

Annual Conference Steering Committee:

Ronaid D. Johnson, Chair
Ann Howard, President

Neal Schmitt, President-Elect
Daniel R. ligen, Past President
J. Kevin Ford, Program

Dianna L. Stone, Registration
Elliott D. Pursell, Workshops
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Listen and Learn!

Listed below are many of the imporiant sessions from the SIOP Annual Con iference.
Takethe time to review the offerings below and completethe order form for the sessions
You would like to have in your library.

o5,

2.

08.
09.

10.

11

19.

20.
21.

22,
23.

-25.
26,

Presidential Address: Our Place in Time: Cultural Trends Shaping 1/O
Psychology (Two Cassettes)

On the Selection and Development of Top-Level Managers

(Two Cassettes)

Real World Performance Appraisal: What do Scientists Have to Offer?
(Two Cassetles)

Interdisciplinary Research and Practice: Integrating 1/0 and Human
Factors Psychology (Two Cassettes)

Analyzing Multi-Level Data: When, Why, How, and What to Make of
Your Results (Two Cassettes)

Joining Qualitative Data Collection with Quantitative Analysis

(Two Cassettes)

Emerging Technical and Legal Issues in Validating Personnel Decisions
(Two Cassettes)

Synthetic Validation: Reaiizing the Promise (Two Cassettes)
Evaluating “Practical 1Q:” Measurement Issues and Research Applica-
tions in Selection and Performance Assessment (Two Casseftes)

Legal Burden in Employment Selection: Recent Court Cases

(Two Cassettes)

Gaining Insight: Using Biographical Methods to Understand Executive
Leadership (Two Cassettes)

Alternatives in Structured Interviewing: Examples from Diverse
Organizations (Two Cassettes)

Action Research on Work/Family Issues (Two Cassettes)

Control Theory and Understanding Motivated Behavior (Two Cassettes)
Alternative Occupational Structures Through A Job Transferability
Matrix (Two Cassettes)

Empirical Perspectives on Organizational Socialization (Two Cassettes)
The Legality of Pre-Employment Inquiries (Two Cassettes)

Turnover and Carcer Activism: Perspectives from Identical Data

(Two Cassettes)

Critique of Traditional Turnover Research Designs and A Survival Model
Alternative

Levels of Analysis Issues and Applications in 1/0Q Psychology
Performance Management and Performance Appraisal: Where is the
Common Denominator?

Stress Research in the U.S. and Europe: A Contrast

Reconceptualizing Organizational Commitment: Are we on the Right
Track

A Practitioner’s Approach to Job Analysis

Surviving Academia: The First Five Years

Comparable Worth: Can it Achieve Pay Equity? {over)
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27.

29.

30.
3.

32.

Coping with Work-Related Stress

Business Meecting: APA/APS Discussion

The Current State of Leadership Theories: Integration, Research,
Applications (Two Cassettes)

Luncheon Keynote Speaker - James B. King

Factors that Facilitate and Inhibit the Functioning of Older Workers
(Two Cassettes)

Alternatives for Dealing with the Demographic Boom-Bust: 1/0
Psychology's Contribution (Two Cassettes)

Department #477-89
Attach Business Card or Print Clearly
Name
Company
Street
City - State Zip
Phone ( )
T've enclosed a check or money order in the amount of $
(Sorty, no CODs)
‘We honor [0 MasterCard [ Visa
Account#
Expiration Date
Signature

Adlinternational orders must be prepaid in U.S. Currency-add 20% for airmail
delivery. No credit cards accepted for orders less than $25. Shipping Charges: $1 per
cassette, up to $10 maximum.

CASSETTE # CASSETTE # CASSETTE #
Single cassette price: $10.00
post-conference
Subtotal $

Shipping/Handling $

Mail to: Total Due §

Audio Transcripts
610 Madison Street / Alexandria, VA 22314
(703) 549-7334

Order Toll Free 1-800-338-2111
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CABER

- . . SURVEY SUPPORT SERVICES

Do you find that open-ended survey questions:

- provide greater insight,

- add substance to statistics,

- and have strong client interest?
Still, do you avoid using them because of the time,
energy, and cost involved in analyzing and

presenting this type of data?

We can provide you with questionnaire-to-report
services including:

- content analysis
- structure development
- typed verbatim responses

- sorts by survey and/or demographic
variabies

- report-ready exhibits

We also provide survey development services as
well as analysis of multiple choice formats.

CABER ASSOCIATES, INC.
POST OFFICE BOX 131
DARIEN, CT. 06820

(203) 655-8429
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The Spell-checker as a Personality
Assessment Device

Paul R. Sackett

When you type as poorly as I do, a spell-checking program for a PC
word processor is invaluable. When it finds a word it doesn’t recognize,
it alerts you, and also gives you a list of suggested words that it thinks
you might have intended. One theory is that these are not mechanical
devices, but are, in fact, really small people inside your computer. It’s a
form of reincarnation: if you spell badly, vou come back in the next life
as a spell-checker.

The spell-checker runs into difficulty when it comes to proper names:
it views most of them as spelling errors and offers you alternatives, |
can’t help but feel that the suggestions offered are to be viewed as a per-
sonality assessment of the individuals whose names are being checked. 1
input ‘Dunnette’ and it suggests ‘dignity’; input ‘Campion’ and it sug-
gests ‘champion’; input ‘DeNisi’ and it suggests ‘dynasty’. Input our cur-
rent SIOP president, Ann Howard, and it appropriately suggests ‘har-
ried’.

For some individuals, the checker seems ambivalent. For “Yukl’ it sug-
gests ‘excel’, but also ‘yokel’; for ‘Mowday” it suggests ‘mighty’, but also
‘moldy’; for ‘Brett’ it suggests , ‘bright’, but also ‘brute’; for ‘Rynes’ it
suggests ‘reigns’, but also ‘ruinous’.

Occasionally the checker is clearly wrong. It produces ‘lardy’ for Lan-
dy, which certainly doesn’t fit a heavy-duty marathoner like Frank.

At times the checker seems quite creative. Input ‘Zedeck’ and it sug-
gests ‘exotic’; input ‘Hulin’ and it suggests ‘Halloween’; input ‘Raju’
and it suggests ‘roughage’; input ‘Pulakos’ and it suggests ‘pillowcase’,

What does it say about me? Input ‘Sackett’, and it suggests ‘succeed’.
It also suggests ‘sauced’, ‘suicide’, ‘socket’, and ‘sulked’. Perhaps this
isn’t such a good idea after all. But go ahead—blow off the afternoon
and see what the computer has to say about all your colleagues. You may
learn something,
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Test Data Entry SKkills or
Typing Speed on a PC!

Used by more than 200 Companies!

The Data Entry Skills Test measures how quickly and
accurately candidates can enter data on a PC. Two
different subtests are provided (addresses and num-
bers), or you can design your own custom data form
with up to 16 separate fields.

The Speed & Accuracy Typing Test measures typing
speed and accuracy in a word processing environ-
ment. Candidates can type from prepared text or you
can custom design text that is more appropriate to the
requirements of a particular job.

Both tests are administered, timed and scored by the
computer and store candidates’ test results for later
retrieval. Gross words, errors, and net words per
minute are provided and automatic compatisons to
norm groups are available.

Both packages aliow you to administer an
unlimited number of tests and are available

for $175 each.
(Site licenses also available)

Demo packages available for $15.00 each

Each test requires a separate demo package which includes the
complete test program {administers test 10 times) and manual.

R.D. Craig Assessments Inc.
P.O. Box 306 » Midland » Ontario « Canada « L4R 4L1

(705) 526-0756, Mon-Fri 11-5 pm Eastern Time

Prices listed in US dollars. Flease add $5.00 sh‘g&in if
ordeﬁngi; full test package. Both fests require an IBM-PC or
compatible with minimum 512K. Specify 5.25 or 3.5 inch disks.
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Survey Norms-—Useful Benchmarks
Or Management Distractions?

John R. Hinrichs
Management Decision Systems, Inc.
Darien, Connecticut

If you’ve ever conducted an employee survey in your organization,
you’ve probably been asked ‘‘How does this result compare with other
companies?’’ It’s a valid and understandable question, but it’s a question
that must be dealt with carefully to ensure management’s response to
survey results isn’t pulled out of proper focus: i.e., What are the key
issues inside my organization and how should I deal with them?

Take, for example, actual data from a field sales organization (we’ll
call it XYZ) recently completing a comprehensive survey. A typical stan-
dard questionnaire item rated the organization, overall, as a company to
work for. One typical commercially available norm base from numerous
recent surveys and 35,000 employees registered 62.7% favorable on this
item. XYZ rang in at 70%.

“Hurrah!”’ Management would probably chortle when presented their
company’s results as above average. But wait, just what does that 62.7%
“norm’’ mean!

The answer is: not much! That’s because it represents a mix of
whatever data happen to be in the vendor’s recent normative database.
In this case there’s a range of almost 60 percentage points across
numerous individual companies—from 38% to 97% favorable.

From a review of such published ““norms,” it’s clear that unless they
come from a carefully constructed national representative sample, such
as the University of Michigan’s, or a stable group of companies such as
the Maytlower database, ““norms*’ flop all over the place from vear to
year.

Okay, but how about sharpening the comparison to surveys covering
the same function—field sales in this case. Here the norm database
average is 83.1%, and XYZ’s 70% doesn’t iook too hot! Qur presenta-
tion is losing ground with management already!

Even worse, when we pick from the norm base four discrete sales
organizations with the most comparable characteristics of size, function,
and organization, here’s how they compare:
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Comparisons

Co. Co. Co. Co.
Rating of Co. XYZ A B C D Weighted
(% favorable) T0% 82% K% 93%, 97% 84.6%

Now, despair sets in with management, and qur presentation
degenerates into all kinds of rationalizations—most typically an attempt
to attack the validity of the survey or the norms. '

But wait, perhaps there’s a better way. XYZ is one unit of a large
multiunit corporation which has a rather pervasive colrporate cufturs: and
set of policies. Maybe a better comparison is against sister organizations?

There are nine of them in the norm base with the same corporate
parent. The average percent favorable is 59.7%. Once again, XYZ looks
like a hero at 70%, and management is set to spread the word through
the corporate executive offices.

But once again, ‘“Whoa!’’ A unit-by-unit comparison shows XYZ to
be just slightly above the middle of the pack; there’s still clearly room for
improvement.

Unit Unit Unit Unit Unit Unit Unit Unit
A B C D E F XYZ H 1

38% 52% 59% 61% 63% 69% T0% 74% 76%

The same type of comparison applied to each of the many survey areas
tapped consistently across surveys—pay, supervision, opportunities,
etc.—leads to a bewildering mosaic of ‘‘us versus them’ norm com-
parisons. _ . ’

At this point confusion and frustration reign. We ve lost
management’s perspective on what they really should })e attend.mg.to:
uncovering the weak spots and the strengths within their own organiza-
tion, not comparatively. '

Every survey we’ve seen provides a wealth of data to reveal this. If
focused properly, with a solid feedback and action strategy, exterr'lal
“norms’’ in reality have very little role to play. Certainly for companies
doing repeat surveys, norms have almost no role to play; for them the
only relevant norm is their previous survey benchmark.

But, first-time survey users still want to know: ‘‘How do we stand ver-
sus the rest of the world?”’ Such benchmarks can be helpful, but we
recommend using them with care. Specifically:

e Never dump an ‘‘average percent favorable” on management.
Recognize that it’s an ‘‘average’ of whatever apples and oranges hap-

pen to be in the current norm database. _ )
e Instead, it’s more useful to provide actual data from five to six
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anonymous, but similar-as-possible, organizations described
generically but not identified.

e Try to do this off line from the executive presentation, responding in
qualitative terms to queries of ““How does that stack up?”’ (Response:
““It’s about average for the comparison companies.”” ““This area seems
a bit low.”” ““Our data seem really strong here.”’

e Don’t provide outside quantitative ““norms’’ to Tepeat survey users.
Here, the question is: ‘““How are we doing versus where we were?”’

e Throughout all your survey support, emphasize that measurement {the
quantitative data, norms) is really a secondary, if understandable, con-
sideration. The process of follow-through on those data is the only
source of value added from a survey.

So, external norms present a tricky challenge for survey users. They
are understandably desired and infrequently useful. Actually, we’ve
found that even companies which adamantly demand normative data in
their initial negotiations rarely use them when they are presented with the
wealth of internal insight which flows from a well-constructed employee
SUrvey process.

AJ'D'U'(I?-D'.’__]'D-D'{?'D.ﬂ'D‘D'D'D'U'D'

Journal of Occupational Psychology

Edited by Dr David Guest
{Landon School of Economics and Political Science)

7 Selecred contents of volume 62 (1989)

Focus of atrention ac work — D. E. Gurdrer, R B. Dunbam, L. I.. Cummings & [ L. Pierce

An impeoved test of the dissggregation hypothesis of job and Life satisfzctions — D. D, Steiner &
D. M. Truxillo

‘Busnour’ sickness and curnover amongst British nursing staff — K. Firh & P, Britson

The halo effect: it really i's unitary. A rejoinder to Nathan (1986) —- §. Fax, A Bizman &
M. Hoffman

Persunalicy types and business success of smalk reaailess — ¢ H. Rive J1. & D. P. Lindecamp

Work characteristics, accupational achievement and che Type A behaviour patcern — D. 6. Byre &
ML Reinbare

The impacts of rewards and punishments in a social contexe — C, O'Reilley & 5. M, Puffer
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@B  New Books and Audio Programs a8

(B From Jossey-Bass Publishers aB

SCALE Allan M. Mohrman, Jr.,

SREANIZATIONA Susan Albers Mohrman,

CHANGE Gerald E. Ledford, Jr.,

Thomas G. Cummings,

Edward E. Lawler I,

and Associates

Large-Scale Organizational Change

This new book provides strategies for foster-
l  ing the commited leadership, w1despread g)ar;
ticipation, and effective communication necessary to bring abouw

e entire organization.
significant change throughout an S ugust 1989 $28.95

New Audio Program
Ralph H. Kilmann
Escaping the Quick Fix Trap
How to Make Organizational
Improvements That Really Last

In a new two-cassette audio package, Ralph Kilmann presents a

i izati oblem solv-
¢ approach to organizational change, pr n sol
e and mmprovem s managers avoid the quick-fix

i i hat hel; -
lttrlfij and improvement P august 1989 $19.95 (tentative)

Kenneth Kressel Dean G. Pruiti,
and Associates
Mediation Research
The Process and Effectiveness
of Third-Party Intervention

Sponsored by the Center for Negotiation and Cpnﬂwt Re;(ilut(;(i)lr:.
This new book reports the most up—to-(_iat.e findings of eaho i
rescarchers from diverse areas of mefhatlon_—exan_nmn_g "
mediation works in a wide variety of disputes including dz\ioggn:
neighborhood conflicts, international disputes, environmert oo
flicts, and labor. August 1989  $32.95 (tenta

Jay A. Conger

The Charismatic Leader
Behind the Mystique

of Exceptional Leadership

Jay A. Conger reveals how various behavioral
components, such as vision, empowerment,
and risk taking, all work together to set apart
charismatic leaders—and tells how to increase
organizational effectiveness by developing the
skills of charismatic leaders in all managers.
August 1989  $20.95 (tentative)

Glenn H. Varney
Building Productive Teams
An Action Guide and Resource Book
Glenn H. Varney provides practical step-by-step guidance on how
to improve teamwork and so increase the productivity and
efficiency of groups within any organization. He shows how to
recognize symptoms of unproductive teams, plan for team im-
provement, advance teamn member relations, and clarify a team’s
roles and goals. Ready October 1989  $21.95 (tentative)

Warren Bennis
Why Leaders Can’t Lead
The Unconscious Conspiracy Continues
Warren Bennis presents new insights on our nation’s leadership
crisis, analyzing the problems that prevent leaders and aspiring
leaders of today’s organizations from taking charge and effec-
tively implementing visions for change. March 1989 $19.95

Jeffrey Lynn Speller
Executives in Crisis
Recognizing and Managing the Alcoholic,
Drug-Addicted, or Mentally 111 Executive
Jeffrey Lynn Speller offers step-by-step guidance on identifying,
managing, and aiding the treatment of executives suffering from
alcoholism, drug addiction, or mental illness.

Ready October 1989  $19.95 (tentative)

Jossey-Bass Inc., Publishers © 350 Sansome Street

San Francisco, CA 94104 o (415) 433-1767
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In What Jobs Do Less Intelligent People Perform
Better Than More Intelligent People?

Michael A. McDaniel
BoozeAllen & Hamilton, Inc.

As a management consultant, I often brief nonpss_(chologlsts or:: tT::f
merits of personnel sclection procedures. Given the time cqnstralr(i) rslrlel
clients, ] sometimes need to summarize the st.ate—of—the—art in i)_erst ne
selection in ten minutes or less. In such situations, 1 offer the clients
maxims:

i iori t behavior.
o The best predictor of future behavior 1s pas I
» On average, more intelligent people perform better in jobs than less
intelligent people.

Although one can find exceptions to ;hese Iirfceptzisnonpsycholog1sts
ind anything unreasonable in these siatements. .
Selgc:)lrlllsi?tent m)':[h thge view of nonpsycholog_ists, 110 psycholog.lstsiha::lz
few problems with the first maxim. The n-otmn that past ‘t()ie.ha}';c())r ;am-
best predictor of future behavior is a maxim o.ften repeated in 10 rat
ing and is well accepted by 1/O ;?sychologmts. Ho;lvever,d ii o
psychologists find my second maxim to be somew] at rzi:tu e
simplification of the truth. Although some psychologists \ﬁ afr; e
the maxim at an abstract level, I have yet to hear a compe ing gIe nert
concerning a specific job in which, on average, less 1ntelhgen(t1 peotgz) ou
perform more intelligent people. Thus, 1 appeal to TIP rea el(.'is 0 show
me the error of my ways by introducing t.he “Fn what ]olbi (;?oniz 0

telligent people perform better than more 'mtell}gent peop1 e’ .
Submit all entries in the form of ““Less mte.lhger}t people 1111 —
jobs perform better on the job than more intelligent people be
.* Please note the following contest rules:

? t
¢ The contest concerns job performance and pot tenure. I do?ft v:r(a)llrals
to hear about very smart people who will quit snuff-box-stuffer )
because they are bored. ’ hear
e No statistical/methodological argumenis. 'I don’t want to hear
about statistically nonsignificant correlation coefflclent§, r tﬁe
restriction, criteria deficiencies, or debates concerning
; ivati idi lization.
mathematical derivation of validity general ) .
e T don’t want to hear arguments concerning what constitutes
telligence. "
Should anyone come up with a compelling argument, the first place

H " . he
winner will receive one ““I Got VG From Frank Schmid button. T
second place winner will receive two buttons.
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Psychological Approaches of Software-Design and

Computer-Training in West Germany

Siegfried Greif, University of Osnabriick, West Germany

Psychology has begun to play a role in the field of software-design and
computer-training in West Germany. Siegfried Greif visited Penn State
University in July 1988 and talked about his work and European
developments of Work- and Organizational Psychology. He is professor
of psychology and head of the ‘Work- and Organizational Psychology
Unit” at the Department of Psychology, University of Osnabriick. At the
unit the research teams are conducting both applied projects and
psychophysiological laboratory experiments on human-computer in-
teraction. A primary objective is the programming of tools and pro-
totypes of software-systems. Box 1 lists the major projects in this field.

BOX 1: Survey of the major human-computer interaction projects

at the “Work and Organizational Psychology Unit,” University of
Osnabriick, FRG

1.

Psychophysiological laboratory experiments on response times
and action interruptions (in cooperation with Boucsein,
Wuppertal; funded by the German Research Foundation DFEG).
. “Multifunctional Office-Software and Qualification (MBQ)”’
(funded by the Federal Ministry of Research, Program on
‘“Humanization of Working Life’?).
3. Task Analysis and related methods {several studies).

Training of computer novices (experimental evaluation studies)
and training of trainers.

. Consultancy activities for industrial organizations and unions.

Psychophysiological time series experiments with different tasks show
basically that ¢onstant and variable systemn response times of over 2 secs
result in interindividually different stress reactions {(Boucsein, 1988;
Holling, 1987). But the psychological reactions to action interruptions by
response times and other tasks cannot be summarized and transformed
to simple software-design principles. The laboratory research results
have to be interpreted in relation to the complexity of tasks, the interac-
ting context variables (especially time pressure), and individual dif-
ferences of the meaning of waiting. But since the development of high
specd modern parallel processing computer and software systems have
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not solved but enlarged the problems of response times and action inter-
ruptions, the research may be not only theoretically interesting, but of
practical importance.

Task, organization, and software design have to be integrated with an
appropriate concept of learning and training io be put into practice. At
first glance, methods based on learning theory and concepts of pro-
grammed Jearning seem o give a practicable approach, allowing for indi-
vidualization (cf. Ackermann & Ulich, 1987) and task (or criterion)-ori-
ented design of the learning process. But our experimental research and
practical experience show that current concepts of programmed learning
are not very successful. Carroll and Mack (1983) evaluated an approach
of exploratory learning. In Osnabriick this approach has been developed
to a training concept of *‘exploratory learning by errors”’ combined with
principles of self controlied learning. Box 2 summarizes the major results

of several evaluation studies.

BOX 2: Major results of our experimental studies comparing learn-
ing theory principles and exploratory learning by errors

1. Standard tutorials are inadequate. Most novices are unable to
perform elementary practical tasks. A subgroup of the subjects
even reacts with extreme states of helplessness.

2. 1t is difficult to prevent subjects from engaging in exploratory
behavior. Most subjects demand at least phases of active ex-

plorations.
3. Compared with standard tutorials, exploratory learning results

in better performance.
4. Compared with the reinforcement of correct performance, ex-

ploratory learning is superior for novel tasks.

Several evaluation studies have demonstrated the practical value of
our approach. But exploratory learning should not be evaluated as the
“ane best way”’ of training. Depending on the task, risks of errors, and
differences of the individuals, different techniques and combinations of
techniques will be adequate (Greif, 1989).

A central principle of the West German ““Humanization of Working
Life Programme’’ is to enhance the skills and abilities of employees. Our
approach to software design embodies this goal through its design of a
stepwise and ‘‘natural” development from concrete thinking and direct
manipulation toward actions integrating higher order abstract thinking
levels and flexible operations.

The essential principle of ‘‘genetic growing systems,’’ as we call them,
is to support a natural stepwise development of schemata and knowledge
of all levels of thinking and operations which are flexibly adapted to task
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demands. The system has also to be adaptable to individual differenc
(ci. Ackermann & Ulich, 1987) and self regulatory competences ”
Sor_ne short remarks on the organizational implications of . eneti
growing software design may be necessary. To choose the most cfm 1 .
software or highest level of thinking may be not an optimum stratg .
even from a humanization-of-working-life perspective. It is necessar g‘f ’
desigh and evaluate the whole job and the balance between job dem ¢ do
a.nq software. Basically, the competence demanded by the whole 'olzam S
tivity has to be enlarged in order to increase the complexity of tlfe oE;‘(t:-
warfi or programs levels which demand higher levels of thought o
Gl}nther. Gediga has programmed a prototype genetic .rowin
multifunctional office system called ‘‘individual System (iS)”g in ou%

MBQ-project. The followi ; i
ciples: owing box gives a summary of the design prin-

The “individual System (S)”’

Tas}< priented (adapted to the task)
gdlwduahzed (adapted to the individual)
enetic growing (supporting the com;
G ¢ gre : petence developm
growing” of the individual) prent and
Application of the Expl i
pli ploratory Learning by Errors C
training and implementation ’ oncept for

-]

-]

The ““iS”* prototype is a multif i
unctional system for typical word proc-
essor, ecll‘elTlentary da.ta base, calculation, and business-graphic tasksp ancd
g a modifiable help-information system. It is applicable with all standard
etr.sbolnal Computers and DOS systems (IBM PC, XT, AT and com-
;aa:r i;s;ng(ﬁ\;[;AQ‘ 3;86, I?lll\/ll 2) and with a selected set of standard
printers, The special features of the structu
: re of th
system (to be pubhshf:d elsewhere) are a closer integration of the sub?
?Etseg}s compared with SYMPHONY, FRAMEWORK, OPEN AC
ferent, SMART, e.tc.,_ a_nd a genetic systems manager controlling the dif-
orent mS;nu§ azlmd individual adaptations. For laboratory experiments we
ecial version with modifiable structures i
‘ . : , a special help-
;rii;(;giltaEOE system, and a logfile program for research purposes. V\I/)e
prese ed the program at the ORGATECH (Cologne, QOctober 1988) and
i;v eBIT (Hannover, March 1988) meetings.

oo € are not assuming that genetic growing systems are always an ap-
o n[;na;e ;011[1:101’1. If tasks and people are homogeneous, standard ver-

oy inq t e systel‘n may be sufficient. This also applies for training
= fm nlmg with a simplified lower level may not always be useful. If f01-'
puterpee, we train student groups and especially students with prior c,om—
xperiences (e.g., DOS knowledges) to use a typical word proc-
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essing system, we should not reduce the complexity of the word proc-
essing system. Here our genetic growing system may be more of a
hinderance. Qur theoretical assumption confirmed by our eyaluatlpn
studies is that genetic growing systems are useful if we train subjects with
low background knowledge and high anxiety.
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The Early Years of 1/0:
Hamilton MacFarland Barksdale (1861-1918)

William M. Fox

Hamilton Barksdale was born in 1861, son of a medical doctor. After
receiving a degree in civil engineering from the University of Virginia, he
joined the engineering corps of the Baltimore and Ohio Railroad, This
was quite fortunate, given his subsequent inclination toward innovative
organizational development work, for he was able to study B and O’s
viable organizational approach, first-hand.

A new challenge had arisen as American railroads had expanded to the
point of operating over 500 miles of track prior to the Civil War: How to
obtain real-time coordination of highly interdependent men and equip-
ment over a large geographic area, while retaining adaptive integration
of local-area activities. The B and O had adopted the ground-breaking
approach that had been pioneered under the leadership of Edgar Thom-
son, president of the Pennsylvania Railroad. Headquarters managers re-
tained their authority over staff specialists, generally, but divisional
superintendents were given authority over day-to-day direction of any
staff field activities in their jurisdictions. This resulted in headquarters
staff managers shifting their attention more to technical direction via the
formulation of organization-wide rules, policies, procedures, and
specifications. Consequently, a more equitable balance between central
direction and each superintendent’s authority was achieved {Chandler,
1965). (It should be noted that here, perhaps, was the beginning of
modern matrix design: The higher staff managers being the functional
department bosses and the divisional superintendents serving as the
project—in this case territorial-bosses).

Around 1887, William du Pont hired Barksdale to help run his
Repauno dynamite plant. As general manager at Repauno, and later as
president, Barksdale was the primary change agent for inspiring and
developing a modern administrative organization (Dale and Meloy,
1962). Laler, in 1903, he performed this same change-agent function as
head of Du Pont’s sixteen plants comprising the High Explosives Depart-
ment (Chandler and Salsbury, 1971).

The key elements of Barksdale’s approach are revealed in the
“Barksdale papers,”” which recount the transactions of the meetings of
the High Explosives Operating Department from 1904 to 1914, and by a
survey of his large correspondence, comprising some 50,000 letters (Dale
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and Meloy, 1962). His overriding goal of assuring adequate central con-
trol (without undermining divisional-level initiative and flexibility) was
achieved by implementation of the following provisions:

* Decentralized divisions were treated as *“‘investment centers’’: Rela-
tively independent units which could be assessed on the basis of
return on assets utilized.

* Divisional managers were motivated by active participation in goal
setting and policy making, and by a reward system that stressed divi-
sional performance (via attractive base pay and bonuses) as well as
corporate performance (via stock options). Periodic evaluative feed-
back was provided by a central executive committee of generalists
on the basis of various performance criteria (in additicn to the
criterion of return-on-investment).

* Bach division had its own staff specialists, in addition to access to
central staff personnel.

* There was firm commitment to group problem solving, preceded by
careful forecasting, extensive research, and delegation of the
preparation of analytical reports on all phases of activity. Barksdale
dnticipated, also, the possible benefits of attitude surveys conducted
by outside experts (Dale and Meloy, 1962).

He felt that the best way to assess the capability of a manager was o
try him out in situations where he would not have the advantage of his
personal staff being with him. In addition, he used an action-research ap-
proach in dealing with safety problems, and he utilized psychological
testing for selection as early as 1910 (Dale, 1960).

By 1913, Barksdale had become president of the Du Pont Company.
Though he became less active as his health began to fail, his ideas were
instrumental in guiding the redesign of the company’s structure—from
functional to decentralized-divisional—to accommodate a rapid post-
World War I acquisition and diversification program. The basic plan for
the reorganization was developed by a subcommittee of three, appointed
by the Du Pont Executive Committee in 1918.

Donaldson Brown, a member of the subcommittee and Barksdale’s
first cousin and son-in-law, reports that the group spent several months
studying various approaches and consulting with industrialists in other
firms: “My own views were undoubtedly a reflection of Mr. Barksdale’s
management concepts. So were those of Haskell, who had served for
many years as Mr. Barksdale’s right-hand man in the High Explosive
Department. Pickard came around to sharing our judgment . . . "
(Brown, 1977).

On the basis of the evidence, it seems reasonable to conclude that -

Hamilton Barksdale was a creative developer of organizations and men.
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He was a mentor, positive model, and effective coach for many. He was
committed to a collaborative, action-research approach in identifying
problems and opportunities, and in dealing with them. In sum, he was a
true OD pioneer.
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The Test Validity Yearbook: Organizational

Lawrence Erlbaum and Associates is proud to announce that
the TEST VALIDITY YEARBOOK: ORGANIZATIONAL will begin
publication in 1988, The YEARBOOK will publish criterion-
related validity studies conducted in public and private sector
seftings in the United States and throughout the world.

* The YEARBOOK will be directed toward professionals
and students interested in personnel selection and
personnel decision making.

* The YEARBOOK will contain approximately 100 studies
per volume.

* The YEARBOOK will publish studies that provide
technical details about the predictors, criteria, sample
and job or job family under investigation.

* The YEARBOOK will be guided by an international
advisory board featuring selection and measurement
specialists from around the world,

* The YEARBOOK will publish studies in a consistent
format with most studies running a total of five pages.

* The YEARBOOK will be edited by Frank J. Landy with
offices located at The Pennsylvania State University.

Validity reports are currently being solicited for the 1988
voiume. Authors interested in submitting studies should
contact the editorial offices for information regarding
format requirements. Additionally, anyone wishing to be
placed on our mailing list to receive information about
the review should contact the editorial offices. Please
write to:

Frank J. Landy

Department of Psychology

The Pennsylvania State University

University Park, PA 16802
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A Contest Open to SIOP Fellows, Members,
Associates and Just Good Friends (Even Students)

Topics in I/0 Psychology as Seen by
Famous Authors

Suggested by Jack Feldman, Walt Tornow and an
Anonymous Third Party’

Informal conversations among psychologists often include the content
of recent journal articles. Less often, attention is paid to style. This
disparity may well be due to the fact that most journal articles leave one
with a distinct sense of sareness. This lack of individuality frequently
results in lapses of attention and, in extreme cases, short-term loss of
consciousness.”

It occurred to us that more variety in the treatment of research topics
might help sustain interest, especially among harassed graduate students
who have trouble staying awake anyway. Thus, we are soliciting
treatments of 1/0O research issues in the style of famous authors, poets,
or others who might provide a few laughs.

Examples might be:

- Performance appraisal as seen by Ernest Hemingway.

. Power as seen by William Shakespeare.

- Organization theory as seen by Isaac Asimov,

Organjzational politics as seen by Hunter S. Thompson.

- Ethnomethodology as seen by Carlos Castafieda (on second
thought, who could tell the difference?)

Submissions should be 500 words or less in any style that seems ap-
propriate. Submissions will be judged by a committee appointed by the
Editor, according to completely arbitrary standards. Those chosen will
be published in TIP as time, space, and Editorial whim allow. In other
words, no differently than any other journal submission. See the follow-
ing for an initial effort by the senior suggestor.

'The inspiration for the contest arose in a social hour conversation between the first and
second authors and the unknown third party. Apologies to the third person, but it was near
the end of the social hour and, well . . .

*For an example, consider the preceding paragraph.
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Satisfaction
Michael Jagger Keith Richard
Rolling Stone Research Institute’
London, England

Satisfaction, especially at work, appears to many to be a vanishingly
rare commodity. Some, in fact, claim that one cannot obtain it at all
(Jagger & Richard, 1965) due to low wages and minimal benefits. Others,
particularly those writing from a humanist perspective, claim that even if
one cannot obtain what one wants, one usually gets what one needs (Jag-
ger & Richard, 1967; Maslow, 1958).

While the latter view is generally supported by studies in middle-class
managerial populations {c.g., Joplin, 1969), some researchers maintain
that this opinion is limited to so-called ‘‘yuppies’ preoccupied with
“New Age”’ values and a superficial concern for ‘‘personal growth.”
The ““materialist school,’’ at the extreme, contends that these humanists
are “‘playing with fire’’ (Jagger & Richard, 1971).

Studies of Northeastern, urban, blue-collar workers and the British
working class are suggestive in this regard (see, e.g., Springsteen, 1984;
Seger, 1982). They document a general disillusion with the blue-collar
workplace including tendencies toward violent confrontations (Jagger &
Richard, 1968; Paycheck, 1972) and depression (Jagger & Richard,

1969). Attempts at worker-management reconciliation and the presenta-
tion of alternative viewpoints on the conflict are, typically, summarily re-
jected (Jagger & Richard, 1966).

The views of the ““materialist’’ school are equally firmly rejected.
Those of the humanist or personal growth persuasion see the issue as a
moral one; they characterize the claims of those contending that low
wages and inadequate benefits are at the core of blue-collar dissatisfac-
tion as ‘‘devilish,’* and show little sympathy for them (Jagger & Richard,
1970). Two things seem certain: academia will continue to rock with con-
troversy, and contradictory conclusions will roll off the presses. The
issue is here to stay.

"While trying to come up with a good example for this contest, and finding that writing a
sonnet about organization theory was a lot harder than I imagined, T started to wonder
what the I/Q literature might look like if certain people’s careers had taken a different
direction. Thus, the present effort; you may not think much of it, but be glad you never
heard me sing. —Jack Feldman
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New TIP Department:

y
| Clearinghouse for Technical Reports and
\  Other Unpublished Professional Documents
§
E

_ Inan attempt to aid in the dissemination of various profes-
smrlial documents that are often not published or otherwise
available to the profession, TIP wiil publish brief summaries
of such documents with information on how the complete
document can be obtained. We anticipate that technical
reports, intraorganizational applied research reports, and
case studies are likely documents for this service. Cop;es of
the documents should be availabie for distribution by the
author(s) for free or for a nominal fee only. Documents that
advertise the products or services of an individual or
{ organization wiil not be Iisted. For more information, con-
5 tact: Ted Rosen, 9008 Seneca Lane, Bethesda, MD 20817
{ 301/493-9570. ,

L. }
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Assessment

Systems
— Corporation

The Minnesota Clerical Assessment Battery

It's not just another typing test —
It's complete clerical testing on
your personal computer.

A typing test administered on a personal computer ¢can be a great time saver.
But not when it's only part of your clerical testing program and you have to
administer the rest of the tests yourself.

The MCAB contains a typing test — a very good one. It alsc contains five
additional tests to assess other important clerical skills.

Typing assesses how fast and accurately an examinee can type straight copy.
It displays both the passage to be typed and the examinee's progress on
the screen {no paper documents to keep track of). The test contains two
passages and computes three scores: gross typing speed, typing accuracy, and
net speed. it also computes an individualized standard error of measurement
for each examinee.

Proofreading assesses an examinee’s ability to detect and correct spelling,
punctuation, and other typographical errors in three text passages.

Filing assesses an examinee’s ability to file materials alphabetically and
numerically. it reporis separate scores for alphabetical, numerical, and overall
filing ability.

Business Vocabulary assesses an examinee's knowledge of business
terms selected from glossaries and indices of standard secretarial and clerical
reference books.

Business Math assesses an examinee’s skill in using percentages, decimals,
and fractions to solve problems that are similar to those encountered in business.

Clerical Knowledge assesses an examinee's knowledge of lopics such as
formatting correspondence, operating office equipment, making travel arrange-
ments, posting mail, and performing simple bookkeeping tasks.

Computerized testing is a significant advance in personnel selection. Don't do
it just part way. Write or call Assessment Systems and ask for a free informa-
tion packet to feam more about the MCAB. Or order the test manual and demon-
stration diskette for $15.00 to learn all about it.

Notes: All payments in U.S. funds, MN residents add 6% tax, cutside North America add $10.00
for shipping. Please specify 5% " or 32" diskette. The MCAB will run on any IBM PC or 100%
compatible computer. IBM is a registered trademark of international Business Machines Corpora-
tion. Minnesota Cletical Assessment Battery and MCAB are trademarks of Assessment Systems
Corporation. Distributor Inquiries invited.

2933 Uriiversity Aveniie B Suite 440 B St Paul, Mirinesota 55114, W {612) 647-9220
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Amnother Contest Open to SIOP Fellows, Members,
Associates, and Just Good Friends (Even Students):
Drinks in Honor of Notable Psychologists

Suggested by Jack Feldman, Sharon Green, Julie Kwan,
Karen May and Howard Tokunaga'

Pre-, post- (and sometimes during-) dinner drinks are a regular feature
of psychological conventions and colloquia. It seems somehow ap-
propriate, therefore, that drinks be created to honor famous (or in-
famous) psychologists. In the spirit of Campbell, Dunnette, Lawler and
Weick (1970), the drinks should represent the life or work of the person
via their contents, the processes of their creation, or in their effects.
Ideally, all three will be invoived.

Drinks will be judged by a self-selected subcommittee of the Division
14 Executive Committee and the contest originators. Ratings will be
made on the basis of symbolic appropriateness, originality, and taste,
equally weighted. Final judgment will be made by a simple majority of
those still coherent after the tasting. The best recipes will be published in
TIP, assuring immortality to the inventors and, for the rest of us, a

chance to seriously annoy bartenders in convention cities for years to
come.

Example 1: The Sigmund Freud
Method
Content: 150 ml. hot Viennese coffee
40 ml. 5-star cognac
20 ml. coffee liqueur
Process: To coffee in large stemmed glass, add liqueur; stir. Heat
cognac separately; ignite; pour slowly into coffee/liqueur mixture.
Discussion
_The ingredients represent, respectively, the superego, id, and ego. The
Viennese coffee also represents Freud’s background and culture.? The
rest is left as an exercise for the reader.

'Order of ““suggestionship’ is alphabetical; contribution (and blame) is shared equally.

*This is an after-dinner drink. Thus, cigars are customarily smoked during consumption.

The reader may make what he or she will of this, It should be noted, however, that (in the
words of the Good Doctor), ““Sometimes a cigar is just a cigar.””
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Example 2: The B. F. Skinner
Method
Content: .5 liter grain alcohol (e.g., Everclear), 190 Proof
2 liters distilled water ' .
Process: Place alcohol in freezer for at least 6 hours or until serving
temperature (-10°C.) is reached. In .10 liter container, mix alcohol and
water to taste.? ' '
Discussion '
This drink avoids the use of unobservables and/or ingredients un-
necessary to the process of influencing behavior. In other words, what

you see is what you get. As before, other inferences are left as an exercise

for the reader.

REFERENCE

Campbell, J. P., Dunnetie, M. D., Lawler, E. E., I, and Weick, K. E. (1_9’:‘0). Managerial
behavior, performance, and effectiveness. New York: McGraw-Hill.

Flavoring ingredients may be added, e.g., lemon peel (1 c‘m X .25 cm),.gfound blﬁ;k :?ep-
per, etc. Readers should be aware, however, that doing so violates the spirit of the libation. :

JOB
OPENINGS?

Contact the Business
Manager to advertise in TIP.
Rick Jacobs, 520 Moore
Buflding, Department of
Psychology, Pennsylvania
State University, University
Park, PA 16802 (814-863-
1867 or 814-237-5997).
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TRYOUT SITE NEEDED FOR NEW APPRAISAL METHOD

Jeff Kane has recently completed development of a microcomputer-
based system for performance appraisal and needs a site to collect
evaluation data on the system. Ideally, he would like to get 20-25
managers, each rating 3-5 subordinate managers/supervisors since he’s
already developed standard scales for managers. The whole process
would take 3-4 hours of raters’ time and 15-20 minutes of ratees’ time.
There would be no fee and he would pay for all his own expenses. For
further information, contact Dr. Jeffrey S. Kane, Management Dept.,
University of Massachusetts, Amherst, MA, 01003, (413) 548-9850.

ABSENTEEISM RESEARCH SITE SOUGHT

Gary Johns is looking for a research site to carry out a study of
absenteeism from work. The research design to be employed is a past
winner of SIOP’s Edwin E. Ghisellj Research Design Award, although it
can be tailored to local conditions. The study will be funded by the Social
Sciences and Humanities Research Council of Canada. The ideal
research site would be a large organization with an existing absence
measurement system and openness to the administration of a question-
naire. Top management interest in absenteeism and cross-unit dif-
ferences in absence levels are definite assets. Anticipated benefits to the
organization include a picture of the organization’s “‘absence culture”’
and advice concerning the management of employee attendance. Gary
Johns, Department of Management, Concordia University, 1455 de
Mazisonneuve Bivd., West, Montreal, Quebec, Canada H3G 1MS.
Phone: (514) 848-2914 or 848-2924.

NEW JOURNAL

JAI Press of Greenwich, CT, will begin publication of a new quarterly
journal, Human Resource Management Review, in March, 1990, under
the co-editorship of Jeffrey S. Kane (University of Massachusetts) and
H. John Bernardin (Florida Atlantic University). The Review will
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publish conceptual/theoretical articles pertinent to the fu_nct-lor(liai are;:)s
of HRM, I/0 psychology, and relateld fielc}; . AJu;l;:;; gre I;;l;;teM :nit; e:
i i starting immediately, to Dr. Je . .

E:nrtnla)t;:ﬁﬁflit, Scho:g)l of Management,_University of yaassazlcl;l;:egsz
Ambherst, MA 01003. Those who woulq like to be const e;f; o u};e
pointment to the journals Ad Hoc Rev1ev§r Board, from w c Tutur
members of the regular Editorial Board will be s‘elected, are invited to
forward their vitae to Dr. Kane at the aforementioned address.

TIM GROUP PROGRAM AT ACADEMY MEETING

The Technology and Innovation Managfement (TIM) d1\3s1(3;1 o;egllg
Academy of Management has put toget_her its p'rogram fort % g c:r : Ry
of Management meetings this August in Washington, D.C.T \;lf - .
Roberts, the David Sarnoff Professor of the Managen_lent O.f ef:H 1;) ) ﬂglz
at MIT, will be this year’s distinguished speaker. Hls topic wi be the
“Management of the Technology Agenda: Intfzf’;ratmg S_t@teg{l,l e
ture and Staffing for Competitive Awareness.”” In add3t1_on,. de e
division will have paper sessions oriented t9 R&D productwm_r, ;111. usova_
competitiveness and technological _dyn_amlc.:s, and .technollolg{c 1 fm:—lofes-
tion. Symposia topics include 10ng1tud1pa1 innovation, tec nica P
sional career issues, and managing design and manufacturmg. . "

TIM is an international network of academics, managemenn pral o
tioners and consultants who are concerned.about the manalllgemzrlll ls
technology as a tool for competitive industrial advantage. Tte il;l Olggy
especially interested in work focused on R&D management, tec

in production and operations, the economics of innovation and change,

and the management of information systems.. .For_ more -inforr.na't?on
about membership in the TIM group or partlf:lpatlon in its actn:*l ies,
contact: Michael K. Badawy, R. B. Pamplin College of Business,

TEST VALIDITY YEARBOOK

The Test Validity Yearbook will publish reports of any type validation
study in private or public sector settings. The Yearbook will not be
restricted to criterion related studies. Guidelines for the format of the
submissions can be obtained from: Frank J. Landy, Editor: Test Validity
Yearbook, Center for Applied Behavioral Sciences, Research Building

D, Penn State University, University Park, PA 16802. Submissions are
being accepted for the 1990 yearbook.

THE 1990-91 FULBRIGHT SCHOLAR-IN-RESIDENCE PROGRAM

Opportunities for American colleges and universities to host a visiting
scholar from abroad for all or part of the 1990-91 academic year are
available through the Fulbright Scholar-in-Residence Program. Institu-
tions are invited to submit proposals for visiting scholars in the
humanities and social sciences, or in professional specializations with a
strong international focus.

A Tulbright Scholar-in-Residence may teach regular courses from a
comparative or foreign area perspective, serve as a resource person in
interdisciplinary courses, assist in developing new courses, or participate
in special seminars. An institution hosting a scholar-in-residence would
be expected to share the scholar’s expertise among departments and with
neighboring institutions, involve him/her in community activities and
professional organizations, and provide opportunities for the visitor to
advance professional research interests., The program provides round
trip travel for the grantee and, for full-year awards, one accompanying
dependent; a monthly maintenance allowance; and incidental allowances
for travel, books, and services essential to the assignment. The host in-
stitution is expected to share some costs in the form of supplementary

funding and in-kind support such as housing.

The deadline for receipt of proposals is November 1, 1989. Detailed
program guidelines and proposal forms are available in June 1989 and
can be requested from the Council for International Exchange of

Scholars, 3400 International Drive NW, Suite M-500, Washington, D.C.
20008-3097. Telephone: 202/686-7866.

Virginia Tech, 2990 Telestar Court, Falls Church, VA 22042-1287, (703) '.
698-6092.

STEVEN PREMACK MEMORIAL FUND

The Steven Premack Memorial Fund has _ber;_:n establishecl' in _tthc_
Schoo! of Labor and Industrial Relations at Michigan State Um\g?(ris;tes_
Monies deposited in the fund will be u.sed to supp,ort Ph.D. _cz:n i )
working in Labor and Industrial Relatl?ns—Steve 5 e-lrea of in ;;2;1 .a w

The mailing address for the fund is as follows: Stevend oo
Memorial Fund, Michigan State University Development Fun ,f e
Hagadorn Road, East Lansing, MI 48823. ATTN: College o .

Science.

SPECIAL ISSUE OF ORGANIZATION SCIENCE ON THE
LITIGIOUS ORGANIZATION

Organization Science is pleased to announce a special issue entitled
“The Litigious Organization: The Emergence and Effects of Legalistic
Reasoning, Criteria, and Decision-Making Procedures in the
Workplace.’” Papers are sought that explain the causes, processes, and
consequences of increased legalization of organizations. Papers are
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welcome using diverse research methods (e.g., theoretical essay, case
study, large sample study, literature review). Contributors are being
solicited from a wide variety of disciplinary perspectives. All papers will
be blind reviewed using the standard Organization Science evaluation
procedure. There will be no invited or commissioned papers. For a
detailed description of the special issue and Organizaiion Science
policies, prospective contributors should contact either guest editor:
Robert J. Bies, Kellogg Graduate School of Management, Northwestern
University, Evanston, IL, 60208, 312-491-8074; 8im B. Sitkin, Graduate
School of Business, University of Texas, Austin, TX 78712,
512-471-5277. Submissions are due by September 1, 1989, and should
clearly identify the special issue in the cover letter and include five copies
of the manuscript. Mail to: Robert J. Bies/Sim B. Sitkin, ¢/0 Arie Y.
Lewin, Co-Editor-in-Chief, Organization Science, Fuqua School of
Business, Duke University, Durham, NC 27706.

Meetings

Upcoming Conferences and Meetings

Aug. 6-10  Annual Convention of the American Statistical Associa-

tion. Washington, DC. Contact: ASA, (202) 833-3410,

Aug. 11-15  Annual Convention of the American Psychological
Association. New Orleans, LA. Contact: APA, (202)
955-7705.

Aug. 11-16  Annual Meeting of the National Academy of Manage-

ment. Washington, D.C. Contact: Janice Beyer, Univ. of

CONFERENCE ON HUMAN-COMPUTER INTERACTION

Third International Conference on Human-Computer Interaction
(HCI International °’89), Boston, Massachusetts U.S.A., 18-22
September 1989. The conference addresses the cognitive, social,

cergonomic and health aspects of work with computers. To receive fur-
ther information on this conference and to obtain the Advanced Con-
ference Program, please contact: Dr. Gavriel Salvendy, General Con-
ference Chair, HCI International 89, 263 Grissom Hall, Purdue Univer-
sity, West Lafayette, IN 47907 U.S.A.

SPECIAL ISSUE: TRAINING

The Training Technical Group will sponsor a special issue of Human
Factors in the area of training. Relevant topics include (but are not
limited t0) computer assisted instruction, learning strategies, embedded
training, team training and performance, applications of neural net-
works, interactive systems (e.g., videodiscs, CD-ROM), decision-making
training, intelligent training system design, training design and effec-
tiveness, and personnel training. Empirical work is preferred but
theoretical or review papers are also welcome. All submissions must con-
form to the requirements in the Authors’ Guide to Human Factors
(available at no charge from the HFS Central Office). Manuscripts
should be received by December 15 to be considered. Send submissions

to Eduardo Salas, Code 712, Naval Training Systems Center, Orlando,

FL 32826-3224 or for more information (407) 380-4651.

62

Texas, Management Dept., (512) 471-8825.
Oct. 1-3
porated, (800) 633-4410 or (612) 339-0927.

Society, (213) 394-1811.

Nov. 8-10

of Marketing, Virginia Tech, (703) 231-5110,

University of Illinois, (217) 333-4518 or 4547,

lene Gast at (202) 653-6638.
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The 1989 National Assessment Conference. Minneapolis,
MN. Contact: Teresa Jensen, Personnel Decisions Incor-

Oct. 16-20  Annual Conference of the Human Factors Society.
Denver, CO. Contact: Craig Hartley, the Human Factors

Oct. 20-22  Conference of National Commiitee on Pay Equity.
Washington, D.C. Contact: NCPE, (202) 822-7304.

Third Conference on Quality of Life and Marketing.
Blacksburg, VA. Contact: M. Joseph Sirgy, Department

Dec. 12-15  International Personnel & Human Resources Manage-
ment Conference. City Polytechnic of Hong Kong. Con-
tact: Dr, Ben Shaw, Department of Management, Univer-
sity of Baltimore, (301) 625-3145 or Dr. Ken Rowland,

Note. This I_ist was prepared by Ilene Gast and Lance Seberhagen on behalf of SIOP’s
External Affairs Committee. If you would like to suggest additional entries, please cali




Without followthrough
employee surveys are just an
expensive bunch of questions.

Any employee survey is
only as good as its follow-
through —the way line
managers interpret the
results, discuss them with
their employees and turn
them into action.

That’s why we designed
FOLLOWTHROUGH™, our half-
day, stand-alone, video-
based manager training
program. It’s geared to be
used with any employee
survey package to build
managers’ skills for present-
ing clear, meaningful survey
results during those all-
critical department feed-
back meetings.

Our value-packed 3% hour
training session has a series
of video models (developed
Jointly with GE) to demon-

strate techniques for run-
ning successful feedback
meetings. Role-playing
skill-building exercises
help managers recognize
and overcome meeting
roadblocks. Take-away
worksheets, handouts
and support materials
detail how to coach
employees into creating
do-able action steps.

So, when you're asked
about a results-oriented
workshop that’ll help
manager-run survey feed-
back meetings go smoothly
and positively, recommend
FOLLOWTHROUGH™.

To learn more, call us at
203/655-4414, or write, and
ask us for a preview. We'll
follow through promptly.

Management Decision Systems, Inc.
777 Boston Post Road
Darien, CT 06820
203/655-4414

Q O O
Committees

Awards

William K. Baizer

Neal Schmitt has asked me to chair the Awards Committee during his
1989-90 presidential term. Unfortunately, at the time this report was
submitted to TIP, members of the 1989-90 Awards Committee had not
been finalized and therefore I cannot recognize them at this time. But I
am sure I speak for the whole committee in thanking the outgoing
Awards chair, Eugene Stone, for leaving behind a careful and thorough
procsess for announcing SIOP awards and selecting among award
nomunees and entrants.

I wanted to bring two important pieces of information to your atten-
tion. First, SIOP members and affiliates should have already received a
copy of the 1990 awards brochure in the May SIOP mailing. If you have
not received one, 1 would be happy to provide one (Department of
Psychology, Bowling Green State University, Bowling Green, OH
43403). Second, please note that the deadline for submission of nomina-
tions and entries for the 1990 awards has been moved up to 15
September, 1989, This change in deadline was necessitated by the SIOP
Executive Committee’s decisions to present the 1990 and all future
awards at our mid-vear conference (as opposed to annual APA con-
ference).

I look forward to your nominations and eniries for the 1990 awards.
Let’s be sure to continue to recognize and reward the outstanding
achievements of our SIOP colleagues!
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Practice Series

Douglas W. Bray, Series Editor

Planning is well under way for the first publication i.n thi_s new Serlrc*:s.
The tentative titlc of this volume, which Doug ]:’.ray.wﬁl edit, is I:lrac ng—-
ing Industrial-Organizational Psychology. Th'ls will be a har :0 '
book, but some of the later additions to the Series are Planned as shorter
paber’backs each made up of case studies of organizational practice in a
specific area. . _

1:‘Contribm:ors have been enlisted for six of the eleven chapters in ;L.he
first volume and invitations have been issued for four others. Negotia-
tions with possible publishers will start soon. _

The menlljbers of the Editorial Board for the Series are Warner Burke,

Bill Byham, Marv Dunnette, and Vic Yroom.

OF
PRINCIPLES FOR THE VALIDATION AND USE _
PERSONNEL SELECTION PROCEDURES: THIRD EDITION

1987

Available Now From;
Society for Industrial and Organizational Psychology, Inc.
Department of Psychology

University of Maryland
College Park, MD 20742

Price: $5.00 each for 1-9 copies.
$4.00 each for 10-49 copies
$3.00 each for 50 copies and up
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Positions Available

Rick Jacobs

TENURE-TRACK POSITION in Industrial/Organizational and/or
Engineering Psychology, at the Technion-Israel Institute of Technology,
Faculty of Industrial Engineering and Management—the program of In-
dustrial Psychology. Beginning Fall, 1990, pending upon budgetary ap-
proval. Rank: Lecturer/Senior- Lecturer/ Associate Professor. Research
areas in Personnel Psychology, Organizational Behavior and Human
Factors.

Send vita and three letters of reference to: Prof. Miriam Erez (Bitnet:
IERBAO1 @ TECHNION), or Prof. Damiel Gopher (Bitnet: IERBWO05
@ TECHNION), Faculty of Industrial Engineering and Management,
Technion, Haifa 32000, Isracl. Telephone: 972-4-292924, or 292225,
FAX: 972-4-221581.

CONSULTING PSYCHOLOGIST: I/O consultant with existing prac-
tice or other employment wanted for subcontract work in San Fran-
cisco/Los Angeles, New York City, Washington, D.C., and Baltimore,
Consulting firm in D.C. area has more work than current staff can han-
dle. Needs potential independent contractors already in practice on their
own who want up to 16 hours per month of additional work in: executive
assessments, outplacement counseling, and organizational interventions.
We provide materials and protocols. No marketing necessary; servicing
our existing clients only. Written inquiries only. Please include a current
CV, sample assessment and practice brochure (if available), plus letter
describing your current workload, client types, current fees, and teaming
or contract preferences. Prospects must have business or executive con-
sulting experience. All submittals considered in strict confidence.
Richard L. Rees, Ph.D., President, Personnel Resources Consultants,
P.C., 1350 Beverly Road, Suite 115-315, McLean, VA 22101.
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PROFESSOR, INDUSTRIAL/ORGANIZATIONAL PSYCHOLOGY.
The Psychology Department of the University of South Florida seeks an
eminent Industrial/Organizational psychologist. Applicants sh‘ould have
a strong research background, as well as considerable experience as a
practitioner. Area of specialization is open, but candidates should hav? a
commitment to scientist/practitioner model of training and strong in-
terest in the training of graduate students. Candidates at both the Full
Professor and at the Associate Professor rank will be considerffd. .
The University of South Florida is a rapidly growing institution with
over 30,000 students. The Psychology Department has 1,090
undergraduate majors and 150 graduate students. The Ph.D. program in
industrial/ organizational psychology has about 60 students and eight
faculty members. Reflecting the strong emphasis the Department places
on research, all eight faculty are highly productive scholars. Salary for

the position is competitive and negotiable, and applications are par-

ticularly encouraged from female and minority candidates. Employment
would begin August, 1990, and the position is contingent on approval of
funding. Individuals interested in this position should, by December 1,

1989, submit a vitac and the names of at least three people who could .

provide letters of reference. Send materials to Dr. Edward L. Le\'fine,_
Director, I/0 Psychology Program, Department of Psychology, Univer-
sity of South Florida, Tampa, FL 33620.

The University of South Florida is an affirmative action, equal oppor-
tunity employer.

CONSULTING PSYCHOLOGIST. Rohrer, Hibler & Replogle is seek.—
ing doctoral, licensed (or eligible) psychologist for full-time career pOS%—
tions with our 40-year-old firm of Consultants to Management. Candi-

dates must have the ability to establish effective rapport with senior
business executives and to assist them with innovative, practical, and

psychologically sound solutions to problems ef people and organiza-
tions. Business training, experience in business consultation, and/ or' ex-
perience in management desirable. We maintain offices in major cities
nationwide, in Canada, and in Europe. Send cover letter and resume to:

Luis A. Baez, Ph.D., Rohrer, Hibler & Replogle, Inc., Suite 3710, 55
West Monroe Street, Chicago, IL 60603, Rohrer, Hibler & Replogle, Inc.

is an Equal Employment Opportunity employer.

Iotas

James L. Farr

Ernest McCormick and Jimmy Mitchell both informed me of the
death in March of this year of Joseph Tiffin, long-time 1/Q professor at
Purdue, SIOP Fellow, and prolific researcher and author of professional
and trade publications. Another SIOP Fellow, Lester Guest, died in
April. He was well known for his work in consumer behavior and a
former faculty member at Penn State and South Florida. Our con-
dolences to their families and friends.

There are a number of job transitions to report among our member-
ship. Don Grant would like to remind everyone that he has retired and
can be reached at 1064-4 Noble Vines Drive, Clarkston, GA 30021. Mat-
ters pertaining to the Applied Psychology Program at the University of
Georgia should be directed to his successor as chair there, B. Ed
Mulligan.

Allen I. Kraut has left IBM after more than 25 years to become Pro-
fessor of Management at Baruch College of CUNY. During his career at
IBM, Allen worked in virtually every major area of personnel research
and, most recently, managed a strategically-oriented personnel research
studies department. Over 150 I/O psychologists have been personnel
research interns at IBM over the last 15 years, most of them in Allen’s
unit. His colleagues at IBM, Steve Marcus and Pat Dyer, intend to main-
tain this tradition. Incidentally, Allen appreciates all of the kind words
given about his work in Washington, D.C., but regrets that the kudos
belong to Alan G. Kraut (no relation), who is head of the APA Science
Directorate.

Lise Saari has joined The Boeing Company in Seattle as a principal
research scientist. Jeanneret & Associates, Inc. has announced the elec-
tion of S. M. McPhail to the position of Principal. Jeanneret &

"Associates has also established a branch practice in St. Louis under the

direction of Darrell D. Hartke. Their other branch practice is located in
Austin, Texas, under the leadership of John R. Moore.

On the academic side, things have been particularly active. Steve
Motowidlo is irading the winters of Minneapolis for the warmer climate
of the University of Florida. Daniel Feldman has left the University of
Florida for the University of South Carolina. Angelo DeNisi has moved
from the University of South Carolina to Rutgers University’s Institute
for Management and Labor Relations. Causal inferences are left for the
reader.
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In other academi¢ moves, Gerald Ferris has accepted a position of
Professor of Labor and Industrial Relations and of Business Administra-
tion at the University of Illinois at Urbana-Champaign (try to fit all of
that on a business card!). Michael Mumford is leaving Georgia Tech for
George Mason University. Richard Guzzo has moved from NYU to the
University of Maryland. Henry P. (Hank) Sims has also joined the facul-
ty at Maryland.

Congratulations are in order for Russell Cropoanzano, now at Col-
orado State University, for winning the Ernest J. McCormick Award for
outstanding graduate work at Purdue University.

John Murray has written to claim the ‘“‘Unrecognized Contributions
Award’’ that I considered awarding to Jo-Ida Hansen in the February
IOTAS column. John has been a member of the APA Insurance Trust
since 1982 and has never been acknowledged in TIP. He also noted that
he would welcome any questions or expressions of concern that any
SIOP members may have about insurance coverage made available
through APA sponsored programs. John can be contacted at The
Prudential Insurance Company of America, Prudential Plaza, Newark,
NI 07101 or 201/802-7701. ,

Finally, observant TIP readers may have wondered when we elected a
new SIOP Secretary (see inside back cover). We didn’t; as part of her
strategy of keeping all of us in utter confusion about how to contact her,
Marilyn Quaintance is now Marilyn Gowing. Having a job change and a
name change in consecutive IOTAS establishes a record for Marilyn that
others will be hard pressed to surpass!

CALL FOR PAPERS

The 1990 Self-Managed Work Groups Conference. Academics and
practitioners are invited to submit papers, symposia, case studies, etc., to 1

the conference which deal with any 17O aspects of installing and main-

taining self-managed work groups (self-directed, semi-autonomous,

etc.). Deadline for receipt of papers and proposals is October 15, 1989.
For more information contact Drs. Doug Johnson or Michael Reyerlein,
Psychology Department, University of North Texas, Denton, Texas
76203-3587 (phone: 817-565-2671).

PC-BASED SKILLS
ASSESSMENT PROGRAMS

from

S. F. CHECKOSKY 4 & ASSOCIATES INC.

[] WordRater - Word Processing Skills

Li TypeRater - Basic Typing Skills

[] TypeRater Plus - Advanced Typing Skills
[1 StenoRater - Steno-Dictation Skills

[ DataRater - Data Entry Skills

= IBM-PC/XT/AT/PS-2 & compatibles

¢ FULLY AUTOMATED—no stopwatches, counting words,
circling errors

» WIDELY USED -over 200 corporations, universities, and
government agencies

« NEWLY REVISED—in our 5th year, programs shortened
and made more user friendly

. NOT.COPYPROTECTED—site license agreement—no
additional charge per copy, per applicant, or per
computer

» DISCOUNTS AVAILABLE—product upgrades, multiple
tests, and multiple sites

* NORMATIVE DATA BASE—compare your applicants
with others nationwide

* CUSTOMIZATION-—can meet individual company
specifications

¢ PROFESSIONAL SERVICES—job analysis, on-site train-
ing, consultation

* FREE REPLACEMENT DISKETTES —s/h only for lost or
damaged diskettes -

* TOLL-FREE NUMBER—from 8 a.m. to 7 p.m. EST for
service and customer support

For a free demonstration diskette, information,
and current price list, write or call:

S. F. CHECKOSKY & ASSOCIATES INC.

(SECEA \ 4
90 Monmouth Street
Red Bank, NJ 07701
1-800-521-6833
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ADVERTISE IN TIP

ndustrial-Organizational Psychologist is the official news:

Iet.{{';re c:f fr:’e Societygfor industrial and Organizational Psychology,
Inc., Division 14 of the American Psychological Association. TIP
is distributed four times a year o the more than 2500 So_cnety
members. Membership includes academicians a_nd professmr)a_l_.
practitioners in the field. In addition, TIP is dlstnbut_ed to foreig
affiliates, graduate students, leaders of the American Psych _
logical Association, and individual and_mst:tuttona! subscribers,
rent circutation is 4000 copies per Issue. L
CU,&;vertising may be purchased in TIP in units as Iarg‘;‘e as_ty\(o
pages and as small as a half-page spread. In addition, Pos_nt_nq_n
Available” ads can be obtained at a charge of $50.00 per position
For information or placement of ads, write to Rick Jacobs
Department of Psychology, 520 Moore Building, Penn Stat
University, University Park, PA 16802. _

ECUTIVE COMMITTEE

resident:

nn Howard

sidership Research Institute
'knoll Road

hafly, NJ 07670

fie; 201/894-5289

ident-Elect:
eal W. Schmitl
rie: 517/355-8305

resident:
R. ligen
ne: 517/355-7503

'etary-Treasuren
arilyn K. Gowing
‘Pione: 202/653-5424

ADVERTISING RATES

ricial Officer:

RATES PER INSERTION

Number of Insertions ah. CT 06820
Size of Ad One Time Four Times ne: 203/655-4414
- read $325 $250 inlatives to APA Council:
—8’:1: 22%2 Sp $200 $150 iu Guion (2/87-1/90)
rie: 419/362-0252
Half Page $150 $125 .'eTenopyr (2187-1/90}
ne: 201/898-3450
. in (2/88-1/9
PLATE SIZES o G0ah a8
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71" AYa" n Zedeck (2/89-1/92)
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ne: 612/624-9842
PUBLISHING INFO b. Aivey (1987-90)
iohe; 612/624-1063
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. Kraut (1988-91)
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. . . Aug
Published four times a year: November, February, May,
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DESIGN AND APPEARANCE

5 1/2” x 81/2” booklet, printed by offset on enamel stock. Ty_{
is 10 point English Times Roman.
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