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AUDITING THE TESTING
FUNCTION

Comments by Tom Ramsay.
Human Resources Psychologist

We were recently asked to performi an audit (_Jf the
testing function in a large high tech company with a
considerable testing workload.

This was a professionally-managed testing unit 'which
had never undergone an external professional audit.

Our review of the testing unit included:

e Interviews with test providers and customers.

e Observation of test administration and scoring,
» Evaluation of data storage and systems.

s Review of validation studies,

» Review of policies, procedures, and standards.
® Evaluation of test security measures. '

* Recommendations for improvement,

* Oral and written report to management.

We would be happy to send you a copy of our int_er—
view record form or to discuss the benefits of an audit

for your company.
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Editorial

Steve W. J. Kozlowski

This issue of TIP marks my first effort as the new editor of your
newsletter. I am still somewhat surprised to find myself in this position. I
can remember quite clearly being amused when I heard some three years
ago that my friend and former advisor Jim Farr had taken on the posi-
tion. Why would anyone voluntarily take on the work required to edit
TIP, I wondered? I can now report that the answer to that question is
still elusive. If hard pressed, however, I would have to point to the per-
snading, cajoling, and (not a little) arm-twisting by the Society’s new
president, Neal Schmitt, and by TIP’s previous editor, Jim Farr (who,
incidently, seemed to take a special delight in passing TIP on to me). In
any case, 1 said yes and I am glad I did. TIP is a great deal of work, but
provides many intangible rewards.

I would like to thank Jim Farr for his assistance during my on-the-job
training and for the superb job he did as editor, which I will try to
emulate. TIP is widely regarded as the best newsletter in APA or the
Academy of Management. This is due to the hard work and dedication
of the succession of TIP editors, cach of whom has steadily improved the
level of its quality, and TIP contributors, who provide the actual content
of each issue. I'll be relying on all of you to provide that content and
comments about what you would like to see in TIP,

Rick Jacobs has agreed to stay on as Business Manager for one more
year, so I’ll have fewer things to worry about, at least initially. TIP
advertising has steadily increased under Rick’s management, which is
good news for all readers. Advertising revenue helps us to increase the
amount of content in TIP and still keep costs relatively constant. If you
have a product or service to offer, advertise in TIP!

This year I will be assisted by an editorial board composed of both new
and returning members. Kevin Ford and Craig Russell are joining the
board as new members who will be helping to develop some feature ar-
ticles. Ted Rosen will continue to manage the clearinghouse for technical
reports and Jim Sharf will continue to use his contacts to keep us ap-
prised of the ever-shifting legal environment. My thanks in advance for
their assistance.

As explained in the message from the Society’s President, Neal
Schmitt, SIOP is engaged in many new activities designed to strengthen
our organization. Many of these activities have implications for TIP, so
you can expect to see some changes over the next year or two. Once the
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Society completes its membership survey and member database, all mail-
ing labels will be handled through the SIOP Administrative Office. This
will simplify subscriptions and mailings because labels are currently
gencrated by different sOurces. In addition, the impending shift of Socie-
ty business activities to the SIOP meeting will be accompanied by a
modification in TIP’s publication schedule. There will only be three
issues to Volume 27—no August issue in 1990. Volume 28 will begin in
July (Issue 1, May 15 deadline) followed by issues in October (Issue 2,
August 15 deadline), January (Issue 3, November 15 deadline), and April
(Issue 4, February 15 deadline). There are bound to be some minor
glitches with all these changes, but with your indulgence 1 have no doubt
that we will handle them all.

That’s where we’re headed. Please feel free to contact me with com-
ments about TIP. T will apologize in advance if I am slow (or unable) to
acknowledge all correspondence OF submissions, but, for the most part,
the time compression surrounding submission, deadline, and publication
is so short and hectic that formal acknowledgement is often not feasible.
If you have questions, call me. 'l do my best to be responsive to your
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A Message from Your President

Neal Schmitt

The activities of the Society continu i
s ‘ ¢ to be influenced by both i
and ex g;nglll :};e:.lr‘l:%z ??oine of this change results from ouf ownhell?[;:)erl;n:sl
e o our succ jrsrl ul annual conference and the publication of two
relationshn i APAes.h_A gl_"eat deal of change has resulted from our
o e with A , the failure a year ago of the effort to reorganize
By the e s E:gE::crllct:;:1 .of the American. Psychological Society,
new collecting its own duéz n"ll“isiiafl?a{l?gt ?;glbe el o the ey I
now ce 1 . ¢ as a result of th
membeicsihci);e;;wsh&l;;l?gly (93% to 7 “fo) to change our by—law: zczlltl}cl)avl:
VI ﬁ members of either APA or APS. Since we could
N pect AP/ duecoYect dyes of nonmembers, it became necéssary to
assessment as partS.of OXP"V: 1 clll:ljelsmilt{g c;c]: iy TRy your divisional
B u remain a member
o freas :dtlgélr;l:;l;tsly 1because of the n.eed to collect our own dues ;fldtill?;
s e Hlij at.:e;l on the ?om_ety office and other increases in ex-
Commiuee, recommr;:; ;, SIoP s Financial Officer, and the Executive
Commit m,e recomment ed a dues increase of ten dollars at the Society’s
ety ang o New Orleans. That recommendation was passed
allow collction of ous own s and 0 provide saviowt <t wi
atlow col . provide various types of
o :til:l)];l&tatzuiiey was sent tf’ all members last July. é{l};lis surl\r/l:;n ‘Sfﬁ
e put 1o dorilri)us committee efforts, launch research into what
e omers are dolr g,r.f;nfidtrace any'changes in membership activities
Grectons provide the basis for the first SIOP membership
As you might guess, these activities have i
« gh Ss, : ¢ increased the d
o Irllit‘:::s i&:;d{l:)l;nl\l;;rratlwe office. Thes_eE demands plus the :;1;12?1:8 ?)It} ?II:;
o sty of May 5;{ and were the bgms for moving our administrative of-
Dol oy onael e§earch Asspcnates in Chicago. This move was ap-
et OnorgungExecutlve Committee meeting in New Orleans
ST hy Fhace o cto er 7. Both'P.ersonnel Research Associates and
greed to monitor the activities and expenditures of our office
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closely over the mext year to determine if any further changes are re-
quired. As is indicated in the back cover of this issue of TIP, our ad-
minstrative office has a new address and phone number. Please note this
address change and direct any communication to the administrative of-
fice to this new address.

Over the past several years, the Society has been well served by its
University of Maryland office. On behalf of SIOP, 1 would like to ex-
press our appreciation to Jennifer Ireland. We have become accustomed
to her responsible and professional work behavior and pleasant helpful
attitude. As usual, she was very helpful in accomplishing a smooth
transition of our office to Chicago. Thank you.

We are also changing our calendar year to coincide with our Annual
Conference. Effective in April 1990, our year begins and ends with
SIOP’s midyear conference in April. This means that the Society’s
business meeting, all awards presentations, the vote on Fellowship
status, and the presidential address will occur at the April meeting. It
also means that we will change officers in April of each year. The
1989-90 Society business year will be only eight months long. This has
produced the need for many adjustments in the work of some Society
committees, all of which secm to have occurred smoothly.

These various changes have also meant increased responsibilities for
the committees which do most of the Society’s work. Wayne Camara is
taking over as chair of SIOP’s Membership Committee and will be heavi-
ly involved in the processing of the Membership Survey and the produc-
tion of the membership directory. Bill Macey and the personnel at
SIOP’s new administrative office have also been heavily involved in this
activity. Wayne’s commitiee will also continue {0 process new member
applications and to monitor APA/APS memberships.

Lynn Offermann was appointed chair of the Committee on Commit-
tees by Frank Landy, SIOP President-Elect. She will have only a few
short months to provide recommendations for a new set of commitiee
chairs and members. Elsewhere in this issue of TIP is a form for self-
nomination to membership in Society committees. 1 urge you to apply
now in order to help SIOP in next year’s committee work. The Society
depends very heavily on volunteer help from a large numiber of members
and we have been successful in appointing all volunteers to some Society
committee (though sometimes not the volunteer’s first choice). My
thanks to Walt Tornow who collected the necessary data and compiled a
list of potential committee members for the 1989-1990 year.

Bill Blazer is chairing this year’s Awards committee and was faced
with a very early deadline (before publication of this issue of TIP) for
nominations for the various Society awards. This change in deadline re-
quired more than the usual effort in promoting candidates for these

awards.

Also adap?ing to the ghange in schedule are the two workshop and pro-
gram committecs. Kevin Ford is chairing the Society’s Annual CIIJOH
fizﬁcienp;ogarlal;l. He and his committee hope to have the convention pro-
%ebruar inal form by December 1 so that it can be published in the
b Joljljggoc;f TII;. t2ur program this April in Miami will consist of a

s and three days of refereed pro i i i
. ' : gram sessions includin
symposia, poster sessions, roundtables, et icati g
. : , , etc. Publication of the full
gram in TIP will allow you to onference
' plan your attendance at our conf
erence
g:rl:fknowledge of the program. Please register early for the Annual
o erteEc? as most of the hotels with whom we have signed contracts
g;ysn];)efoi)eti lll':o;ns fox; 'convell::ion participants if they do not register 30
convention. This means you ing i i
ferent hotel at unguaranteed rates. vou mustsecure lodging in a dif-
ﬁcf:]St (:grf;itendance at APA shrinks, it is becoming more and more dif:
our program hours with attractiv i i :
has taken this shrinka et o I Pl
ge as a challenge and has recruit
: ] _ ed a large numbe
glfi ;ci)(r)rrlllsmt;ee members W(il(), besides evaluating the usual proggram subr
, have committed themselves to submitti .
A ng a proposal for th
Iﬁiieprﬁir:nmd E.teve Doerflein will be leading the APA Workshop Come
. is committee will also be developi :
. ; ping a proposal to
:{w;(:lrtl;s;l}op; ;t snfe; and times not coincident with the APA Ic))r SIOPCSEEr
s. This effort should provide more continui i -
e tinuing ed
: n g education oppor-
E;ﬂ}é;:sl)to Irlllembers. and greater accessibility to those opportur?i?ies
Elliott ursell and his SIOP Workshop Committee have organized thé
1; 3 ;Jps for the A_nnual Conference meeting in Miami
e I;m ohnson contmues_ as chair of the Society Conference Committee
pe ! as succeslsfully negotiated for an extra conference day in Miami an(i
re annual conferences in St. Louis and § i
\ : . an Francisco. Stan Si
. : an Silver-
n:: ::sflent his _conmder.able experience in negotiating contracts with
pow < wrilllerenf:e hsxte(siI dulimg Ron’s absence this past year and Diana
again handle the registration at the A
Neiden s ot ¢ Annual Conference. Linda
y agreed t
forater Ras mencrc Iy o handle local arrangements for our con-
tee?s;l :3: l‘t))e:en repor.ted in several previous issues of TIP, three commit-
[ hay };’:eln sf:‘udymg the Society’s position with respect to licensure of
Vand g \{¢ opoglfsts. State Affairs under the leadership of Vicki
eer, Professional Affairs led b
de : v Bob Boldt, and Education

z;aal;;mﬁ no;;v chalrgd by Ron Downey (Manny Lo’ndon, former E ;ﬂg

mlveé ! ;ihi S'f:en electecL our new Financial Affairs officer) are all in
. process. At the Incoming Executive C i ing,

an interim set of guidelines b i i e boards. cout]

y which state licensi

. . sing boards could
Stat:a;ef;h:e educational background of 1/O psychologists provided by
airs and a plan to arrive at a more comprehensive set of




guidelines provided by Professional Affairs were discussed. As anyone
who has ever dealt with licensing issues knows, there are a great diversity
of opinions regarding licensure even among 1/0 psychologists. In spite
of this diversity, 1 do believe we are making progress on some restate-
ment of our positions on licensing. Of course each of these three commit-
tees has other more normal activities which they are pursuing.

Don Davis is the new chair of External Affairs. His committee plans to
continue efforts to promote media coverage of our Annual Conference
and to promote discussion of /0 Psychology in Psychology textbooks.
External Affairs had also developed plans for a conference in China, but
last spring’s events in China have caused ap indefinite postponement of
those arrangements. Scientific Affairs, under the leadership of Richard
Klimoski, has a number of new initiatives planned to promote the science
of 1/0O Psychology. This committec also continues to monitor the ac-
tivities of the APA Board of Scientific Affairs and current developments
in the testing area. As chair of the Fellowship Committee, Paul Sackett is
secking and evaluating candidates for Fellow status in the Society.

We now have two book series—the Frontiers Series devoted to the
publication of volumes dealing with “‘cutting edge”’ research and theory
in 1/O Psychology, and the Practice Series which-emphasizes issues in the
practice of 1/0 Psychology. Irv Goldstein continues as editor of the
Frontiers scries and Doug Bray edits the Practice series.

Finally, the inside front cover of this issue of TIP indicates that we
have a new editor of TIP, Steve Kozlowski. We are confident that TIP
will be as interesting and informative during Steve’s editorship as it was
during Jim Farr’s three years.

While this year will literally be a short one, much of the work involved
will be no different than if we had a full twelve months. It is obvious
there is much to do. We continue to be an active voice within APA’s
Council and respond to various APA initiatives. At the same time, we
hope to be influential participants in the development of APS. Ann
Howard is a member of this year’s APS Program Committee. We en-
courage members to submit proposals to the APS Program Committee
and papers to the new APS journal, Psychological Science, the first issue

of which will be published in early 1990. I certainly appreciate the will-
ingness and enthusiasm of those committee chairs and members who
agreed to help this year. Again I urge you to nominate yourself for one or
more of next year’s committees using the form included in this issue of

TIP.
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and
Acquisitions

Student: Donald Wing,
LCalifornia School of
Professional Psychology
atLos Angeles

Question: High failure
rate of mergers and
acquisitions

Approach: Studies of
corporate mergers by
CSPPfaculty member
Mitchell Marks discovered
Strong ks between
sticeess and fevels of
attention 1o human side.
Donald Wing's studies of
250 middle managers
supported these resuffs,
finding that, rather than
age, sex and job history,
the quality of commitment
results more from shared
values and primary
relationships.
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Results: Proven
counsel for merging
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where feelings of fear,
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and San Diego.
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SIOP ’90—MIAMI Beach

Ron Johnson

By now, every SIOP member should have circled the dates of April
19-22, 1990. Those are the dates of the Society Annual Conference. For
those of you unfamiliar with the conference format or who may ilave
forgotte:n that the program expands by a day for our fifth conference, let
me remind you of some details. ’

April 19 will be workshop day. The Workshop Committee, under the
leadership of Elliott Pursell and Steve Doerflein, is planning (;n offering

12 workshops. Consistently, the SIOP Annual Conference Workshops
have been heavily subscribed due to their high quality. Look for the an-
nounm_aments and registration materials in the mail by early January

April 19 will also be the day of the doctoral consortium. This yeajr’s
event for doctoral students is being organized by Bob Vance and Greg
Dobbins.

By the time that you receive this issue of TIP, Kevin Ford and his Pro-
gram Committee will have compieted their challenging task of organizing
the program. The number of quality submissions for the program has in-
creased each year and the Program Committee should be commended for
the work they do to assure that we have a memorable experience at the
conference. While the program portion of the conference has been ex-
panded to three days, April 20-22, the committee is still going to have to
make difficult decisions in choosing the submissions accepted for
presentation in Miami Beach.

L‘ast year, I encouraged you to help set a new attendance record for the
Society Conference. You responded admirably! The Boston attendance
exceeded 1,000. For our fifth annual conference, I think that we can ap-
proach 1,100 registrations. Dianna Stone and her Registration Commit-
tfae love challenges. Have you ever attended a conference where registra-
th.Il wer}t more smoothly than you experienced in Boston? I doubt it
Join us in Miami Beach and see how smoothly 1,100 registrants can be;
accommodated. You will be impressed.

I do need to alert you to one change so that you do not make un-
necessary phone calls next spring. YOU WILL NOT RECEIVE A PRO-
GRAM.BOOKLET IN THE MAIL PRIOR TO THE CONFERENCE
An outline of the program will appear in the February issue of TIP. Prol

gram booklets will be provided to all regi istrati
: . aistrants at the r
in Miami Beach. egistration desk
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Mark your calendar now. Fifth Annual Society Conference at the
Miamni Beach Fountainbleau Hilton will be held April 19-22, 1990.
American Airlines has been chosen as the air carrier for the Society Con-
ference and is offering special fares for those attending the conference.
American has recently designated Miami as one of their hubs, so most of
you should be able to get connections on American and save money!

See you in Miami Beach in April!

American Airlines

in cooperation with

SOCIETY FOR
INDUSTRIAL AND ORGANIZATIONAL
PSYCHOLOGY, INC.

offers an exclusive

= 50/ off ANY Published Fare
- or

459 off Full Coach Rates

5th Annual Conference
' Miami Beach, Florida
April 19-22, 1990

American Airlines, in conjuction with SIOP, is offering a Meeting
Saver Fare™ 45% off full coach fares for all attendees who travel on
American Roundtrip to the Conference. The discountfare applies to
Hights between April 15 and April 26, 1990 inclusive.

To take advantage of this exclusive low fare, you must purchase
your tickets up to 7 days prior to departure. If a deeper discount is
available from your departure cily, you will earn an additional 5% off
that low promotional fare when you meet all requirements of the

tariff.

The special Meeting Saver Fare™ is valid for roundtrip travet 1o
Miamion American Airlines and American Eagle domestic segments-
and is available only through the Meeting Services Desk. Meeting
Saver and other promotional fares vary between cities of departure
and Miami.

For Reservations and Information call American...

toiL Free 1-800-433-1790

tiom anywhase In Canada & the USA including Hawaii, Alaska, Puaric fiico & the Virgin Islands
7 days a wees irom 7:00 &.@. Lo §2:00 midnight centrat time.
From areas othér than menlionad above, call your local American Airlinea resarvalions office
and ask lor the internalional Congress Desk.

BE SURE TO ASK FOR STAR FILE 50240UC
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Call for Program Proposals:
1990 APA Convention in Boston, Massachusetts

Michael A. Campion

The 1990 APA. Convention will be held in Boston, Massachusetts,
from August 10th to the 14th. Program proposals are due on December
15, 1989. Thus, the time for developing program proposals is now.

In developing program proposals, it is important to keep in mind that
the submission procedures for the APA Convention are not the same as
the procedures for the SIOP Conference. To prepare your submissions
for the 1990 APA Convention, this column provides a summary of some
key points. The procedures described are consistent with those published
in the official APA Call for Programs, which you should have received
in October.

Criteria for Evaluation of Program Submissions

Before deciding what to do when submitting your program proposals
the general criteria for evaluating program submissions are outlineci
below. To maximize the likelihood of receiving favorable evaluations
use the following criteria as standards in preparing your submission ’

Individual Paper Presentations. Over the last several years Divis.ion
lft 'has used poster sessions as the only format for presentation of in-
d1v1c!ual papers, For the 1990 APA Convention, a second format is also
possible. Submitted papers that have been accepted and which revolve
around a common theme (e.g., training issues) will be examined by the
Program Committee for possible presentation as a symposium. The Pro-
gram CQmmittee will have responsibility for this decision and the de-
termination of a chairperson and discussant for these special symposia

In evaluating individual papers, three criteria will be used: .

* Appropriateness of Topic: The interests of Division 14 members can
be broadly described as psychology as it relates to work.

* Technical Adequacy: Reviewers on the Program Committee expect
papers: to be technically sound. They use standards quite similar to
Fhose in reviewing a paper for potential publication in an academic
journal. It is important that you adequately describe your methods
and statistical analyses.

* Contribution to Knowledge: You should be sure to describe how
your pa;?er contributes to our understanding of the subject matter
you are investigating.
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Muiti-presenter Programs. These programs include symposia, panel
discussions, debates, and other multi-presenter sessions. In evaluating
multi-presenter proposals, the Program Committee uses the three criteria
discussed above as weil as the following two criteria:

* Multi-presenter program proposals such as symposia and debates do
not reeeive blind review. In evaluating the proposal, it is important
to k.now who the participants will be. We ask that you prepare five
copies of the complete proposal including: (1) the list of participants
with addresses, affiliations, and presentation titles; (2) each partici-
pant’s summary (of about 300 words each); and (3) an introductory
s.tatement that emphasizes the integration of the various presenta-
tions (of about 300 words). Again, 10 pages of text will be used as
the upper bound (double spaced, one inch margins, elite type). In
most cases you should build in adequate time for questions and
comfnents from audience members. Balance can be provided by in-
cluding a discussant or by scheduling two discussants with different
perspectives.
Late squissions will be returned unreviewed. This is not done out
of malice; we are simply under an extremely tight deadline. Within
24 hou‘rs of the deadline, we will be sending all papers to Program
Corr_m-uttee members for review. As mentioned, the deadline for
receiving program proposals is December 15, 1989, It should be em-
phasized that this deadline refers to the receipt of your submission
not the date it is postmarked. ,
S_ubmissions, inquiries, and suggestions for the 1990 APA Conven-
tion shquld_be sent to: Michael A. Campion, School of Manage-
ment, 472 Krannert Building, Purdue University, West Lafayette
IN 47907. (Phone: 317-494-5909.) ,

* Integration: The Program Committee will consider the extent to
which the various presentations form a “‘coherent whole.’” Presen-
tation formats that emphasize the interdependence of presentations
will be well-received. To develop such integration, the individual
who develops the session must work closely with the presenters.

* Is It Interesting? Innovative? Stimulating? A good symposium
should draw a sizeable audience. It should stimulate the thinking of
those who attend. Including presenters with diverse backgrounds
and viewpoints increases the likelihood that a session will meet these
objectives. Multi-disciplinary panels can be very effective at
stimulating new ideas for research or practice. Such panels are
usually easier to assemble for the APA Convention than for the
SIOP Conference.

Submission Procedure

In submitting a program proposal, it is very important that you follow
the APA procedures. Failure to follow the procedures can result in the
rejection of a proposal or paper. The following points should aid you in
preparing a proposal during the next month.

* APA distinguishes between two types of submissions: presentations
and programs. There are different submission procedures for each.
“*Presentations’’ refer to individual papers; *‘Programs’’ refers to
symposia, debates, panel discussions, and other types of sessions in-
volving multiple presenters. Be sure to use the appropriate cover
sheet for your submission. The APA Call for Papers includes both
sheets.

* All paper presentation proposals receive blind reviews. Therefore,
when you submit five copies of your paper, the first page should in-
clude the title of the paper and the abstract but nof the names of the
authors. The papers accepted will be presented in either a poster ses-
sion or in a symposium session.

* Individual papers must represent completed work. Papers will not
be accepted that include statements such as “‘data collection is in
progress.”’

* Papers that significantly exceed the 1800 word limit established by
APA will be returned unreviewed. This is done out of fairness to
other authors who submit papers which meet the 1800 word limit.
We will use 10 pages of text as the upper bound (double spaced, one
inch margin, ¢lite type).

We look forward to hearing from
you—only you can
APA Convention a successful one. i make the 1390

WRITTEN A GOOD
BOOK LATELY?

Encourage your publisher to
advertise your masterpiece
in TIP! Advertising rates
and additional information
appear on the last page of
this issue. This is an excel-
lent way for you to support
the Society while enhancing
your royalties!
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Balance of power.

lete. Comparative. Powerful. Keppel and Zedeck’s DATA .
ﬁ?ﬂ&gls FOR ';iESEARcH DESIGNS strikes a p_nwerIu_lIy et_iectwe |
balance between analysis of variance and multiple :'e_gressmnlnumla‘ a-
tion techniques. And that balanced coverage due_sn t just aqdresst e "
how. It also covers the why—why one technigue is more suilable than the

other for a particular research application. ISBN 0-7167-1991-6

Your students can harness that power.
To request your examination copy, write to us on your college

00”3r
letterhead with all pertinent course information. MI

W. H. Freeman and Company, 41 Madison Avenue, New York, NY 10160-0577 ’rfs
L]

B= W. H. Freeman and Company
The book publishing arm of Scientific American
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SIOP Awards

Eugene F. Stone

A number of individuals were honored at the August 12, 1989,
business meeting of the Society for Industrial and Organizational
Psychology. Eugene F. Stone, Chair of the Society’s Awards Committee,
presented certificates and $500 checks to the winners of four prestigious
awards sponsored by the Society:

. Lyman W. Porter, Professor of Management and Psychology, Univer-
sity of California, Irvine, was named the winner of the 1989 Distin-
guished Scientific Contributions Award. The citation that accompanied
his award states:

“Lyman W, Porter is an internationally acclaimed scholar and re-
searcher in the field of Industrial and Organizational Psychology. Dur-
ing his remarkable career he has done seminal research on motivation,
job satisfaction, organizational communication, and organizational
commitment, His contributions to our understanding of organizations
have helped shape the field of organizational behavior and have im-
pacted business education as well as the field of psychology.

“Throughout his distinguished career he has produced over a hundred
publications many of which have become classics. He has also strongly
influenced research through his tireless pursuit of excellence as a univer-
sity administrator, teacher, and a leader in numerous scholarly and pro-
fessional organizations,

““In recognition of all the contributions that Dr. Lyman W. Porter has
made to the science of our field, the Society for Industrial and Organiza-
tional Psychology is pleased to present him with the 1989 Distinguished
Scientific Contributions Award.” 2

William C. Byham of Development Dimensions International was
designated the winner of the 1988 Professional Practice Award. The cita-

tion that accompanied his award reads:

“For his advancement of the assessment center method through the
development of a wide array of standardized job simulation exercises,
the training of innumerable peer professionals and human relations
specialists, and perennial support of the International Congress on the
Assessment Center Method. For his undying energy in the dissemination
of industrial/ organizational psychology concepts in speeches, seminars,
and training sessions throughout the world, and in a wide range of
academic and popular publications translated into dozens of languages.

For his efforts to increase the quality of American education using in-
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novative assessment, selection, and training technologies. For his con-
tributions to a truly vast range of applications in assessment, interview-
ing, robotics, empowerment of workers, productivity improvement, and
the law and personnel selection.

“In recognition of all of these contributions to the practice of In-
dustrial and Organizational Psychology, the Society for Industrial and
Organizational Psychology takes pleasure in designating William C.
Byham as the recipient of the 1989 Professional Practice Award.”’

Richard J. Campbell, Professor of Psychology, New York University,
and Mildred Engberg Katzell of Medford, New Jersey, were each named
winners of the Society’s Distinguished. Service Award.

The citation associated with Dr. Katzell’s award reads:

“pr, Katzell has served industrial and organizational psychology in so
many ways that it is difficult to enumerate all of them. As a tireless and
dedicated proponent of the Society for Industrial and Organizational
Psychology, she has probably made her greatest impact in the higher

levels of the American Psychological Association’s governance. As a
member of the Board of Directors and as Division 14’s Representative 10
the Council of Representatives, she took only the most rational positions
and defended them in a strong, persuasive, but gentile manner. She has
consistently advocated the scientist-practitioner model, promoted respect
and support for science, and opposed interests inimical to industrial and
organizational psychology and those which threatened the well-being of
psychology as a whole. For example, although she personally opposed
the purchase of Psychology Today, when sound management of that
magazine was needed, Dr. Katzell stepped in as Chair of the Board. [t is

t0 her credit that the ill conceived decision to buy that magazine did not

result in an all-encompassing failure.

“Pr. Katzell has served within the Society for Industrial and Organiza-
tional Psychology on numerous committees and has willingly taken en
special assignments, always carrying them to a successful conclusion.

“Furthermore, she has provided an outstanding example of the
scientist-practitioner model in her employment and numerous activities
in other professional organizations.

«Dr. Katzell basks in the shining light of dedication and is truly de-
serving of the Society for Industrial and Organizational Psychology’s
award for distinguished service.

““In recognition of her many and important service-related contribu-
tions, the Society for Industrial and Organizational Psychology takes
pleasure in naming Mildred Epgberg Katzell a winner of the 1989
Distinguished Service Award.”

The citation that accompanied Dr. Campbell’s award reads:

“Richard Campbell’s service contributions to the Society for In-
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always think about when leadership and service are discussed.” And
another, who noted that no listing of his offices would suffice to show
Richard’s contributions: ‘Clearly, these (his offices) are impressive; but
they are the skeleton on which Richard’s style has been the flesh . . .
When his hidden contributions are added to the list of tangibles on his
Vita, we certainly have the Service Contribution Award identified.’

«Another of his sponsors said it all in one brief sentence: ‘Because
Dick has always been a winner, the Society has been a winner’!

“In recognition of his numerous and significant service-related con-
tributions, the Society for Industrial and Organizational Psychology
takes pleasure in designating Richard J. Campbell a winner of the 1989

Distinguished Service Award.”

Kathy A. Hanisch and Charles L. Hulin of the Department of
Psychology, University of Illinois at Urbana-Champaign were co-
authors of the proposal that won the competition for the Edwin E.
Ghiselli Award for Research Design. Their award winning entry was en-
titled ‘“A Proposal to Study Retirement as a Voluntary Organizational
Withdrawal Behavior.”

Leigh L. Thompson, now an Assistant Professor of Psychology at the
University of Washington, was selected as the winner of the 1989
S. Rains Wallace Dissertation Award. Thompson’s award winning
dissertation, “‘Social Perception in Negotiation,” was completed at
Northwestern University under the joint supervision of Max Bazerman
(Northwestern University) and Reid Hastie (University of Colorado).

Susan H. Taylor, who is currently an Assistant Professor of
Psychology, San Francisco State University, was recognized for having
been deemed worthy of Honorable Mention status in the S. Rains
Wallace Dissertation Award competition. Her dissertation, entitled
“‘Conceptual and Methodological Issues in the Assessment of Sex-
Related Pay Discrimination,”” was completed at the University of Min-
nesota under the direction of Marvin D. Dunnette.

In addition, Andrea S. Eddy was given a check in the amount of $100
in recognition of winning the 1989 R. J. Wherry Award for the best
paper presented at the Industrial/ Organizational Psychology and
Organizational Behavior Graduate Student Convention. Her award win-
ning paper was entitled ‘‘Practical Intelligence Versus Academic In-
telligence: The Relationship Between the Tacit Knowledge Inventory for
Managers and the Armed Services Vocational Aptitude Battery.”” The
paper was completed while Ms. Eddy served as an intern at the Air Force
Human Resources Laboratory, San Antonio, Texas.
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New SIOP Fellows

Six new Fellows of SIOP were elected at the APA Convention in New
Orleans. Their citations read as follows:

Robert Dipboye (Rice University): For his extensive investigations of
the psychological processes involved in interpersonal judgments in the
context of the selection interview and his strong contribution to the in-
tellectual development of 1/O students as a writer, role model and men-
t{or.

Michael Gordon (Rutgers University): For his contributions to theory
and research on company and union commitment and for promoting the
acc‘eptance of theories and the ethical practice of 1/0 psychology in
union organized work environments.

Jerald. Greenberg (Ohio State University): For his extensive
cumuia'tlve and programmatic work on the fundamental concepts ami
dyna\_nnc?s of distributive and procedural justice in the work place with
applications to the areas of work assignments, compensation and per-
formance appraisals. '

Ed_wa‘rd Levine (University of South Florida): For his efforts at
translating concepts, theory and research into programs and materials
for managers and practitioners with a focus on job and task analysis;
also for his efforts in the promotion of graduate studies in 1/ 0,
psychology. .

David Nadler (Delta Consulting Group): For his contributions related
to the theory and practice of organizational development, especiélly with
regard to innovations in the practice of Human Resource Management;
and for his published work which validly translates scientific concepts,
theory and data for a wide audience of practitioners and managers. ’

Randait Schuler (New York University): For his influential research on
models of stress in the work place; for his innovative work on concepts
of _s_trategic Human Resource Management; and for his voluminous
writings of texts and sumnmaries for students and practitioners in the area
of Organizational Behavior and Human Resources.

Congratulations to all!

REMINDEF_!! If you have not yet returned your Directory and
Membership Questionnaire, please do so as soon as possi-
ble. If you have lost your questionnaire, contact the Society

Secretary, Marilyn Gowing, at 202-653-5424,
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From Wiley |
Special Books for

Your Special Interests

INTERNATIONAL REVIEW
OF INDUSTRIAL AND
ORGANIZATIONAL
PSYCHOLOGY 1989

Edited by C.L. Cooper &

|.T. Rebertson

This is the fourth in a series of annual vol-
umes (see below) which provides author-
itative reviews in the field of industrial
and organizational psychology. Topics
are carefully chosen to reflect the major
concerns in the research literature and
in current practice: and chapters are
written by established experts in the field.
192174-2 432 pp. $49.95

Also available —

previous volumes of the
INTERNATIONAL REVIEW
OF INDUSTRIAL

AND ORGANIZATIONAL
PSYCHOLOGY

1988:  1-01844X  330pp.  $57.95
1987: 1913529 378pp. $81.95
1986: 1-90903-3 352pp. 7095

CAUSES, COPING AND
CONSEQUENCES
OF STRESS AT WORK

Edited by C.L. Cooper & R. Payne

A new volume in the Wiley Series on
Studies in Occupational Stress, this
book brings together leading interna-
tional researchers in the field of occu-
pational stress. Each author focuses
on recent research findings, theories,
methodological issues and siress man-
agement which is relevant to individuals
and to organizations.

1918792 430 pp. $57.95

JOB CONTROL

AND WORKER HEALTH

Edited by S.L. Sauter,

J.J. Hurrett & C.L. Cooper

This major new book documents what is
currently known about the influence of
job control on worker well-being, dis-
cusses the theoretical bases of this in-
fluence and examines the implications
of modern work practices for worker
control and worker health.

1-92355-9 320 pp. $55.00

DEVELOPING SKILLS

WITH INFORMATION
TECHNOLOGY

Edited by L. Bainbridge &

AR. Quintanilla

Dealing with some of the most urgent
and challenging requirements and op-
portunities of the new information tech-
nologies, this book looks at the need to
improve competence and skills on one
hand and use of these technologies to
improve competence on the other.
1-92396-6 344 pp. $85.00

At bookstores or order directly.

TO ORDER, CALL TOLL FREE:
1-800-526-5368
For all other inquiries, call
212-850-6418

BWILEY

Professional & Trade Division
605 Third Avenue
New York, NY 10158-0012

In Canada: 22 Waorcester Road
Rexdale, Ontaric MOW 1L1

Prices subject to change and higherin Canada. 00422

supreme Court’s Wards Cove Packing Decision

Redefines the Adverse Impact Theory
Under Title VII

Edward E. Potter, Esq.
McGuiness & Williams

Overview of the Court’s Decision and Its Impact

On June 5, 1989, in a 5 to 4 decision, the U.S. Supreme Court held in
Wards Cove Packing Company v. Afonio, 109 S.Ct. 3115 (1989), that a
Title VII adverse impact case cannot be established merely by showing
that the percentage of minorities in skilled jobs is not as great as in non-
skilled job categories. Instead, Justice White (joined by Chief Justice
Rehnquist and Justices O’Connor, Scalia and Kennedy) ruled that the
proper comparison is with the percentage of minorities among persons
who are qualified for and interested in the skilled work. In addition, the
majority rejected across-the-board attacks on employment systems,
holding that plaintiffs must show that specific practices ceused the
statistical disparity.

Most importantly, the Court in Wards Cove Packing eliminated many
previous differences between the disparate treatment and impact
theories. Disparate treatment theory requires a showing of intentional
discrimination. To establish a prima facie case, a plaintiff can show that
he was a member of a protected group, was qualified for a job, did not
receive it, and the job went to another person not in the protected group.
The employer then can rebut this showing merely by presenting evidence
that it had a legitimate reason for its business decision. The employer
does not have to prove that the decision was necessary to its business as
the employer previously had to prove to rebut a disparate impact case.

In Wards Cove Packing, the majority apparently made it easier for
employers to rebut a showing of adverse impact. Instead of proving the
“‘business necessity’’ of its practice, the employer need only produce
evidence that its practice *‘serves, in a significant way, the legitimate
business goals of the employer.”” The burden of convincing the court that
the practice was not justified by business reasons then rests on the plain-
tiff. The court said one way a plaintiff can carry this burden is by prov-
ing that there were other selection devices with less adverse impact that
would be equally effective in serving the employer’s legitimate interests.

The decision does not eliminate the requirement that employers pro-
duce business justification for its practices. Rather, as Justice White's
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majority opinion points out, in reviewing the employer’s defense, the
district court must conduct a:

reasoned review of the employer’s justification for his use of t.he
challenged practice once adverse impact _has been shown, A mere m};
substantial justification in this regard will ‘not'su_fﬁcc.a, because suc
a low standard of review would permit ghscrlmmatlon to be prac-
ticed through the use of spurious, seemingly neutral employment
practices.

Legislation has already been introduced b'y Senator Howard Metzen-
baum (D-OH) to overturn the Court’s decision. Employe,rs should con-
tinue to recognize, however, that even under the Court’s Wards Cove
decision, Title VII remains a powerful incentive for an employer to
assure that its employment practices are nondiscriminatory.

The Underlying Facts

Ward’s Cove involves the employment practices of two companies that
operate salmon canneries in remote and widely separatefl areas of
Alaska. The canneries operate only during the salmon runs in the sum-
mer months. The locations of salmon runs vary fror.n year o year, as
does the number of cannery workers at various locatlons: . .

There are two types of jobs. Noncannery jobs are class1.f1ed. as skilled
positions. They include: machinists and engineers who maintain the can-
ning equipment; quality control personnel who conduct FDA—requlred'
inspections and record keeping; ship tender crews; cooks; carpenters;
storekeepers; bookkeepers; beach gangs for dock yard Iabc?r and con-
struction, and other jobs. Noncannery jobs are filted predominantly with
white workers who are hired during the winter months from the com-
panies’ offices in Washington and Oregon, _ o

Cannery jobs are filled predominantly by nonwhites, n_a.mely Filipinos
and Alaska Natives. The Filipinos are hired through a h}rmg.hall agree-
ment with a Union local in Seattle. The Alaska natives prlmanly.remde in
villages near the remote cannery locations. The noncan_ner)'f jobs pay
more than the cannery jobs. Workers in each job group live in separate
dormitories and eat in separate mess halls. All the_justices, however,
acknowledged that issues of segregation and nepotism that had been
raised in the lower courts were not directly at issue before the Supreme

Court. Thus, this was treated as a disparate impact case based ‘‘solely on
[the plaintiffs’] statistics.”

The Court’s Statistical Ruling

The plaintiffs’ statistical casc was based primarily on a cor‘nparison be-
tween the large percentage of minorities holding cannery jobs and the
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mostly white composition of the noncannery workforce. Had the Court
accepted this method of comparison, it would have made a significant
change in Title VII law by allowing a prima facie case merely because
there were relatively more minority workers in one job category than in
another.

But the majority rejected the plaintiffs’ arguments and reaffirmed its
long-standing view that the proper comparison is between the racial com-
position of the jobs at issue (here the noncannery jobs) and the racial
composition of the persons in the relevant labor market with the
qualifications and interest in performing those jobs. Hazelwood School
Dist, v. United States, 433 11.8. 299, 307-08 (1977). Justice White
pointed out that the vast majority of cannery workers were not qualified
for, nor did they seek, skilled noncannery jobs.

Indeed, Justice White termed ‘‘nonsensical’ the plaintiffs attempt to
compare the number of nonwhites in the skilled and unskilled jobs. If
that view had prevailed, even an employer who hired skilled minorities at
the level of their workforce availability, would nevertheless violate Title
VII because of the larger percentage of minorities filling the unskilled job
categories. But as there was no evidence that the employer deterred
minorities from applying for the skilled jobs, or otherwise erected bar-
riers to their moving from one job group to another, the mere statistical

imbalance was not sufficient to establish a prima facie disparate impact
case.

The Plaintiff Must Show the Specific Practice Caused the
Statistical Disparity

In Wards Cove, the plaintiffs launched an across-the-board attack on
the canneries” employment system. They alleged that several “objective”
practices (e.g., nepotism, separate hiring channels, rehire preferences,
and subjective decision making) all had a disparate impact on nonwhites.
They failed, however, to demonstrate which of the practices resulted in
the adverse impact.

The majority opinion affirmed the Ninth Circuit on this point and held
that it was insufficient merely to list the employer’s practices. Instead,
the Court will require plaintiffs to demonstrate that the disparity they
complain about has been caused by one or more of the employment prac-
tices, “‘specifically showing that each challenged practice has a
significantly disparate impact on employment opportunities.’”” However,
once that causal connection is made, courts may not be very ““fussy’’
about the plaintiffs’ statistical proof. Aflen v. Seidman, 50 FEP Case
610 (7th Cir. 1989). '
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Employer Recordkeeping Obligation

In response to arguments that this standard is too harsh on plaintiffs,
the majority opinion pointed out that liberal discovery under the Federal
Rules of Civil Procedure gives plaintiffs broad access to employers’
records. Further, Justice White stated that:

employers falling within the scope of the Uniform Guidelines on
Employee Selection Procedures, 29 CFR § 1607.1, et seq., (198.8),
are required to ‘maintain . . . records or other informatlo_n which
will disclose the impact which its tests and other selectlon_pro—
cedures have upon employment opportunities or persons by 1der}~
tifiable race, sex, or other ethnic group[s].” See § 1607.4(A). This
includes records concerning ‘the individual components of the selec-
tion process’ where there is a significant disparity in the selection
rates of whites and nonwhites. See § 1607.4(C). Plaintiffs as a
general matter will have the benefit of these tools to meet their
burden of showing a causal link between challenged employment
practices and racial imbalances in the workforce . . .

This is the first time the Supreme Court has ever stated that the
Guidelines recordkeeping provisions impose any required butden on
employers.

The recordkeeping requirements of the Uniform Guidelines also have
been a recent focus of attention of both the OFCCP and EEOC. The
revised OFCCP Compliance Manual relies extensively upon the record-
keeping requirements in the Guidelines for statistical data needed to pur-
sue potential discrimination under Executive Order 11246. In addition,
EEOQC recently proposed a rule which would incorporate the recordkeep-
ing requirements of the Guidelines into EEOC’s recordkeeping pro-
cedures, .

To what extent the courts after Wards Cove will require strict com-
pliance with the Guidelines remains to be seen. It is clear, however, that
the Court has sent a strong signal that employers should be keeping ade-
quate records and that documentation of employment practices will be
impertant in litigating future Title VII cases.

The Employer May Rebut with Evidence of a
Legitimate Business Reason

The most important and controversial part of the majority decision is
its interpretation of the employer’s rebuttal burden. Previously, in
Griggs v. Duke Power Co., 401 U.S. 424 (1971), and in later cases, t_he
Court stated that the employer had to show that an employment practice
with adverse impact was justified by ‘‘business necessity,”” or that tl}e
selection process had ““a manifest relationship to the employment in
question.”” Justice Stevens’ dissent in Wards Cove strenuously argues
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that this showing was an affirmative defense that had to be proven by the
employer.

Justice White’s majority opinion, however, holds that to the extent the
Court’s earlier opinions speak of the employer’s ‘‘burden of proof,”
“they should have been understood to mean an employer’s produc-
tion—but not persuasion burden.”” As in a disparate treatment case, the
employer faced with a prima facie disparate impact showing now can
““articulate,’” and need not ““prove’ that it had a legitimate reason for its
practice. Thus, with the addition of Justice Kennedy, a majority of the
Court has adopted the rebuttal view previously expressed in Justice
O’Connor’s plurality opinion in Watson v. Fort Worth Bank and Trust,
108 S. Ct. 2777, 2790-91 (1988).

A majority of the Court now holds that “the dispositive issue is
whether q challenged practice serves, in a significant way, the legitimate
employment goals of the employer.”” (Emphasis added.) And while an
insubstantial justification will not suffice, at the same time, there is no
requirement that the challenged practice be “‘essential’’ or *“in-
dispensable’’ to the employer’s business. The majority stressed that
courts are less competent than employers to restructure business prac-
tices. In future cases employers will rely heavily on the Wards Cove ma-
jority opinion to argue that their rebuttal burden has been eased
significantly by the Court’s decision.

The Type of Rebuttal Evidence Now Required of the Employer

As shown, in Wards Cove Packing, a majority of the Court has
merged the traditional disparate treatment and adverse impact theories
insofar as the burden stays with the plaintiff, and the employer may
rebut a prima facie case by presenting evidence, rather than proving, a
legitimate business reason for its practices. It remains to be seen how the
lower courts will apply this new standard. Employers should not assume,
however, that they automatically will win these cases merely by present-
ing testimony, an affidavit or a letter from a company official setting
forth a generalized justification for its practice.

Disparate impact litigation traditionally has subjected the employer’s
reasons to intense scrutiny from expert witnesses, statisticians, or in-
dustrial psychologists to determine their credibility, rationality and
adherence to industry practice. Employment decisions that cannot be
supported with legitimate reasons still are subject to attack. It may be
assumed that this detailed scrutiny will take place in many future Title
VII adverse impact cases using the merged standards. Further, as
previously noted, plaintiffs today often bring disparate treatment cases
and evidence of intentional discrimination may still be used effectively
against an employer, Disparate treatment law remains undisturbed by
this decision,
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Griggs v. Duke Power Was Not Overruled

Assertions that the Court overruled Griggs v. Duke Power overstate
the Wards Cove holding. Indeed, it is likely that Griggs would have come
out the same way even under the Wards Cove standards. In Griggs, the
plaintiffs isolated specific practices (high school diploma regulrement
and aptitude tests) that had statistically significant adverse impact on
minority job applicants. Because the employer could not show that these
requirements were related to the jobs for which they were usefl, the Qomt
found that the employer had not met its burden of showing business
necessity. In future cases involving standardized tests, if an ernpl.oyer
cannot show a valid business reason for a selection device, it may still be
vulnerable under Title VII.

Indeed, Justice O’Connor’s plurality opinion in Watson v. Fort Worth
Bank & Trust, 108 S. Ct. 2777 (1988)—which was adopted by the Wards
Cove majority—reaffirmed the principle that some facially neutral prac-
tices with adverse impact will violate Title VII even in the absence of a
showing of intentional discrimination. In Watson, all of the jgsti?es
agreed that where an employer’s ‘“‘undisciplined system of subjective
decision-making has precisely the same effects as a system perverted by
intentional discrimination, it is difficult to see why Title VII”” should not
apply. 108 8. Ct. at 2786-87. _

Thus, while Wards Cove Packing has not expanded Title VII to perrplt
unsupported across-the-board attacks on an employment system, plz.un—
tiffs still may have the ability to prove that discrete selection devices
violate Title VII. In addition, the Wards Cove majority opinion reaf-
firmed the decision in Connecticut v. Teal, 457 U.S. 440 (1982), which
held that even if an overall selection process shows no adverse impact, a
plaintiff still may sue under Title VII if a particular component of a
selection process has an adverse impact.

Do Employers Have to do Validation Studies of
Selection Practices?

It is clear that employers may do such studies to support their business
justification. As Justice O’Connor stated in the Wats.?n plyrality
opinion, ‘‘[sitandardized tests and criteria, like those at issu¢ in our
previous disparate impact cases, can often be justified through forrflal
‘validation studies,” which seek to determine whether discrete selection
criteria predict actual on-the-job performance.”” Thus, employers with
studies showing the validity of a particular selection device have an ex-
cellent chance of proving the legitimacy of their employment practice.

But Justice O’Connor also stated in Watson, ‘‘[o]ur cases make clear
that employers are not required, even when defending standardized or
objective tests, to introduce formal ‘validation studies’ showing that par-
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ticular criteria predict actual on-the-job performance.’” It is likely that a
majority of the Court will agree and not reguire formal validation studies
to defend an employment practice.

An employer using a standardized test, however, should closely
evaluate the reasons for using the test as compared with the possibility
that a plaintiff may challenge the test with its own industrial
psychologists who will argue that the test does not serve any legitimate
purpose for that particular job. Plaintiff’s counsel have indicated that
they may use their own validation studies to rebut the employer’s asser-
tions that they have legitimate reasons for their practices.

With more subjective selection procedures where formal validation
studies are not practical, both Justice O’Connor in Watson and the
majority opinion in Wards Cove Packing stressed that courts generally
are less competent than employers to restructure business practices and
should proceed with care before ordering an employer to adopt another
system,

Thus, validation studies are safe harbors. Other justifications also will
be sufficient, but should be carefully reviewed for credibility and
documentation.

Conclusion

The Wards Cove Packing decision is a significant development in Title
VII law. As compared to the theories advanced by the plaintiffs and the
four-member minority opinion, the majority opinion is much more
favorable to employers defending employment discrimination suits,

But it is unclear how the lower courts will apply the decision, or
whether and to what extent the decision will generate federal legislation.
We also do not know whether the decision will be followed by state
agencies and courts. We do know that plaintiffs’ attorneys continue to be
successful in some highly effective disparate treatment litigation, and
that employers must be able to justify their practices with legitimate
business reasons. Thus, Title VII remains an important statute with

substantial protections for minorities, women and other protected
groups.
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Tiananmen Square on several occasions. As an American, I was wel-
comed by students and others who were desirous of discussing the events
in Beijing. T came away with numerous impressions about the student-led
democracy movement in China. In this first segment of a two-part
report, 1 will describe some of my impressions regarding the organization
of the demonstrations and the possible motivational factors that

prompted so many students to express their feelings about changes they
wanted in China.

Organization

What may have appeared to be chaotic mobs filling the spacious ex-
panses of Tiananmen Square (about 100 acres) and the wide Beijing
boulevards which led to the Square, were mainly organized, well con-
trolled and disciplined groups. A steady stream of supporters of the
democracy were converging on Tiananmen Square at all hours of the day
and night. They typically came in groups marching on foot, peddling on
bicycles, or riding on the backs of trucks—all with banners flying which
identified their academic work unit, or other affiliation. Some of these
groups had come from far ontside of Beijing—often on foot or by bi-
cycle. These organized groups were supported by many individuals who
joined the masses of people moving into Tiananmen Square.

I was staying at the Friendship Hotel, the major compound for foreign
experts in Beijing. This compound is near the universities that played a
central role in the organization of the democracy movement (primarily
Beijing and People’s Universities). Although the universities were quite
far from Tiananmen Square, they served as a base not only for initiating
the mass student marches but aiso for providing logistical support to the
demonstrators. Students formed human chains to control the large
crowds of supporters and curious onlookers in the streets outside the
university gates. These human chains created open paths for the steady
stream of vehicles loaded with demonstrators, food, blankets or other
supplies which were destined for Tiananmen Square. Onlookers cheered
as each vehicle left the university district.

The type of organization I saw at the universities was applied on a
much grander scale in and around Tiananmen Square. On the third night
of the students” hunger strike, I arrived at Tiananmen Square at about
1 a.m. A human chain of students, with arms linked, circled the hunger
strikers and other students who were solidly packed within the large
circle. Only students were permitted to pass through this human chain,
which was surrounded by large numbers of non-student groups support-
ing the democracy movement. These groups had their own organizations
and typically were arranged in scparate small circles lisiening to their
own speakers supporting the demands of the students. Within these
groups, support was offered from workers, soldiers, and others,
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The next night I bicycled to Tiananmen Square with a student inter-
préter who got me through the human chain into the heart of the
demonstration. The crowds had grown so large that it became extremely
difficult to get to and move about Tiananmen Square (we had to leave
our bicycles some distance from the Square and walk the rest of the way).
It was then that I fully realized how well organized the students were.
Within the human chain, each university was in its own section parti-
tioned by white plastic twine (which became one of the symbols of the
pro-democracy movement). There are about 60 colleges and universities
in the Beijing region and practically all were represented in Tiananmen
Square. Within each university area, students were further divided by
departmental affiliations. The hunger strikers, who now numbered in the
thousands, lay motionless in tents under the careful supervision of
medical personnel. The latter were easily identified by white uniforms
and also appeared to number in the thousands. Those who were not car-
ing for the hunger strikers were demonstrating with their medical
schools. Many of the attending physicians I spoke to were faculty
members of Beijing medical schools and, other than news media person-
nel, appeared to be the only non-students permitted to enter and remain
inside the inner circle. Ambulances were leaving every few minutes carry-
ing unconscious hunger strikers to hospitals. Human chains created
pathways through the masses of people to permit the free flow of
emergency vehicles in and out of Tiananmen Square.

There were other indications of the superb organization of the
students. Some students were assigned specific roles. For example, since
police were rarely on the street, students directed traffic throughout
Beijing and maintained law and order. While I was observing a mass
demonstration in front of Zhongnanhai, the walled and guarded resi-
dence of China’s leaders, I witnessed students apprehending a
pickpocket. When martial law was declared, students placed makeshift
barricades at major intersections to stop the People’s Liberation Army
from entering the city. Students were assigned to specific barricades at
far-flung corners of Beijing and took on whatever roles were needed to
protect the democracy movement.

Motivation

A banner carried by students, ““Give me democracy or give me death’’
was not an empty slogan, as subsequent tragic evenis were to prove.
What motivated the masses of students to put their lives on the line for
democracy, a concept they did not fully comprehend? Discussions with
students left no question that youthful idealism motivated many to pro-
test the corruption, inequities, and lack of freedom in China. However,
my impression was that, for many, beneath the outward expression of
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idealism vis-@-vis their society lay a suppressed anger that was based on
decp-seated frustrations in controlling their personal lives and future
careers,

These students grew up during the reforms of the past decade, when
many of the restrictions on personal freedom were relaxed. Expec;ations
were raised for even greater freedom as well as increased personal growth
and development. I was impressed by how openly people discussed issues
ranging from criticism of their government to career aspirations.
However, there seemed to be a generation gap between the students and
university graduates who lived through the cultural revolution. While the
latter appf:ared to agree with the students’ goals, many were cautious.
Some criticized the students for demanding too much too soon. From
one student’s perspective, not only was change too slow, but its direction
also was enhancing inequities and exacerbating corruption in the society.

E\‘ren the Chinese leaders agreed with the students’ gricvances concern-
ing inequities and corruption, especially that government officials had
taken unfair advantage of their positions. The Mercedes-Benz logo
became the symbol of inequity in student protest banners. Students were
qutrag‘ed that government officials drove expensive, imported
limousines, while the rest of the population travelled by bicycle. There
are virtually no privately owned automobiles in China. The government
made a symbolic gesture to the students announcing that automobiles for
officials would henceforth be purchased locally or bartered for goods
from. Communist countries to conserve foreign currency. More recently
restrictions have been placed on positions that can be held by relatives 01”
government officials.

Unt_‘ortunately, the attempt to reduce conspicuous consumption and
nepotism among government officials is not likely to alleviate the
students’ frustrations. Their personal and career goals arc affected by
facts of life in China, such as guanxi (connections). This was the first
word I learned in Chinese, since it was so necessary for the success of my
trip when the formal system failed to arrange contacts for my research. I
developed my guanxi through a couple of visiting Chinese scholars at
Polytechnic. While connections are important everywhere, it seems to be
the primary, if not the only way to open doors for good jobs and career
adv_ancement in China. Therefore, pervasiveness of guanxi provided the
basis for the corruption and inequity against which the students were
demonstrating. Despite the Chinese government’s new restrictions on
nepotism, the persistence of guanxi is likely to be a critical factor in
frustrating career goal attainment among many future Chinese
graduates.

A major frustration occurred on April 13 when the State Education
Department of China revoked a commitment that college and university
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graduates would be allowed to find their own jobs. This was ann()uncc_:;il
three days before the first student march. Since (;hlnese gradu?tes wil
continue to be assigned jobs, they could be locked 1nto_u‘nattract_1ve posi-
tions in undesirable locations. Additionally, the positions assug.ned to
graduates often pay less than those of uneducated .workers, whlcg ex-
acerbates feelings of inequity and increases. frustration. Many stu er;tl:s
felt their only chance of achieving an attractive career was -to come to ;1 e
United States, the land of unlimited opportunity to attain their goals.
The lack or loss of control over job choice may !De an overl?qked fa(lzltqr
that motivated the students to demonstrate against the policies of their
ent.
govweil?li: there was a strong need for achieving career goa'ls among the
Chinese students I encountered, I also detected a gr_eai.; thirst for li:i:itrn-
ing—that knowledge for knowledge sake was intrinsically re?'a; uzg:
Although no classes at the universities were being peld be(fause 0 tbe sku
dent strike, large numbers of students were still seeking out. 0oks,
periodicals, and newspapers in school librar.ies and many were stﬂ! doing
work in computer centers and laboratories. Learmng was g(;lln{g ﬂ(:‘n
despite the strike and the cancellation of classes.‘lt ap_peared tha 12
need for knowledge was another source of frustratl_on, since gm‘/ernment
censorship controlled information. This may explain wh_y a major targe
of the students was the government controlied med1a—newsgapersi
radio and television—with demands for freedom of Fhe press. T}ns gola
was achieved in the pre-martial law period dunng wl}ich ,t’he med;a fl;;:e y
reported the news. However, this short ““Beijing Spring,’”” when rf;fmznmt
of the press briefly blossomed, was brough_t to an end by the gover, et
after martial law was declared. The media was the gm.fernment s firs
target and this was an harbinger of even greater suppr.esswn yetl"co _cotr)ne.
The idealistic goals of China’s students, tog_eth(?r with _the rea _1st1c dar—
riers to their careers, provided a potent combination w%uch nl.otntate SO
many to demonstrate for changes in their country. Tl-ns' motivation was
critical in achieving the discipline so necessary for attam_lng the organiza-
tional effectiveness of the pro-democracy dem.onstl."athns whose size,
commitment, and peaceful nature captured the imagination and sympa-
thy of the world.

38

Psychology and the Military: Congressional Action
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Editor’s Note: Dr. William Echols is a Legislative and Federal Affairs Officer in the
Science Directorate. For more information you may contact him at: (202) 955-7653;
APA, Science Directorate, 1200 Seventeenth St. N.W., Washington, D.C. 20036.

The recent DoD decision to increase support for basic behavioral
science is unmistakably linked to efforts by psychologists. Only one year
ago, the Office of Naval Research (ONR) had decided that behavioral
rescarch on decision making in military environments was essentiafly
dead, cutting back or dismantling its funding for such research. But this
was destined to take a turn in the other direction when, on July 3, 1989,
the USS Vincennes mistook the Iranian A300 Airbus for an attacking
F14 fighter and downed the jet, killing all 290 people aboard.

The inaccurately perceived airliner’s descent, ‘‘chain-of-command’’
communication, mesmerizing effects of instruments, stress in decision
making, lagging support for DoD behavioral research—all were the
focus of a much publicized hearing involving four psychologists before
the U.S. House of Representatives Armed Services Commitiee that
looked into the international incident.

The hearing was the product of an intensive advocacy effort under-
taken by APA’s Science Directorate over a year ago with the hiring of a
new staff person to serve as the defense advocate for psychology. The
hearing generated a great deal of media coverage with stories appearing
in the Washington Post, Reuters News Service, Science News, and on
National Public Radio. Psychologists: Robert L. Helmreich, University
of Texas at Austin; Richard Nisbett, University of Michigan; Richard W.
Pew, BBN Systems and Technologies Corporation; and Paul Slovic,
President, Decision Research Institute, Inc., told committee chairman
Les Aspin (D-WI) and other committee members that predictable failings
in human judgment under stress, compounded by complex technology,
clearly contributed to the accidental shooting down of the Iranian
airliner.

The committee was convinced by the witnesses of the importance of
basic behavioral research on decision making. So much so that Chairman
Aspin sent a letter to then Secretary of Defense Frank Carlucci urging the

DoD to devote more attention to research on topics such as testing and

screening military personnel; decision making under stress/fear and the
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role that training can play in mitigating these effects; the interface be-
tween man and machine; and the role of environmental factors such as
sleep loss, circadian rhythms, the dynamics of crew personalities, and
chaotic Combat Information Centers. Chairman Aspin also drafted a
letter to the current Secretary of Defense Richard Cheney urging more
attention to research on human factors affecting combat performance.

As a result of greater interest in this area on the part of the Office of
the Secretary of Defense and senior Navy officials stemming from the
congressional scrutiny into this incident, the ONR recently distributed a
solicitation for research proposals on coordination in hierarchical team
decision making. The funding is provided through DoI¥s University
Research Initiative designed to broaden the university base in support of
defense research and to address deficiencies in the overall science and
engineering research graduate education infrastructure in U.S. academic
institutions.

Total funding for the initiative in FY 1990 will be approximately $2
million. Proposals are sought for research efforts in the range of $50,000
to $250,000 per year with the potential for three-year funding. Particular
interest is in the identification and characterization of variables that
enhance coordination and enable teams to maintain coordinated action
under stress conditions characteristic of tactical environments. As part of
this initiative the ONR will be sponsoring a decision research conference
at Qhio State during the fall of 1989, The Army Research Institute will
also be sponsoring a conference on naturalistic decision making at
Dayton, Ohio, during the fall of 1989,

DeoeD> R&D Budget

The DoD budget is divided into 11 classifications. One of these
classifications—research, development, testing, and evaluation
(RDT&E) comprise six activities—frequently abbreviated as 6.1, 6.2,
6.3, 6.4, 6.5, and 6.6. In general, most DoD research support for
psychology has fallen in the 6.1 (basic research) and 6.2 (applied
research) categories. For example, 95% of ONR funds go to academic in-
stitutions.

Behavioral Science R&D Budget

The Science Directorate is now concentrating efforts on the Defense
Appropriations Bill to be passed by Congress for FY 1990. The primary
objective is to expand the portion of the defense budget that is allocated
for “‘people research.”” Funding levels for behavioral research in DoD
are disproportionately low. Forty-seven percent of the defense budget is
related to personnei, yet only three percent of the basic rescarch funds
are devoted to understanding and improving the human factor. The DoD
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spends $20 billion on training yet it spends less than one tenth of one per-
cent of that amount on basic research related to training and human per-
formance. In fact, DoD spends less on basic research on human factors
than is lost in a single aircraft accident.

Despite its vital importance, compared with other military sciences,
funding for behavioral research has been severely neglected and this
situation is getting worse. Behavioral research has been increasing in the
Air Force in recent years but decreasing in the Navy and Army. In the
Army, only 6 of the 47 (13%) qualified proposals for human basic
research were funded. The Army Research Institute had only $328,000
for new starts to study behavioral issues this year. In contrast, the Army
spent sixteen times more money ($5.2 million) on new starts for basic
research on the study of materials, funding 85% of the qualified pro-
posals. Since the human factor is the major factor limiting defense per-
formance, it should be a major factor in basic research.

In an attempt to remedy this distorted use of defense doilars, Walter
Schneider, a Senior Scientist and Professor of Psychology at the Univer-
sity of Pittsburgh, testified before the Defense Appropriations Subcom-
mittee of the U.S. House of Representatives on behalf of APA’s Science
Directorate. Schneider told the Committee that ““The strength of our
military is largely determined by the skill, training, and appropriate use
of its greatest resource—people. Behavioral science involved the objec-
tive study of human performance through observation, experimentation,
and modelling of human behavior. In every weapon system it is the
soldier who maintains the system, performs the final data analysis, and
launches the weapon. The military has supported the study of materials
to ascertain how to temper and shape metals and determine their limits
under stress. Yet, much more serious risk of loss of life and effectiveness
comes from inadequate training.”’

There is a critical need to study the person factor in the military con-
text. Tragically, the military catastrophes of the last decade have been
the result of human error. In the Vincennes incident, the lack of training
in decision making under conditions of uncertainty, combined with a
limited appreciation of the limits of human decision making under stress,
produced a predictable and tragic decision resulting in the death of all
290 passengers onboard an Iranian Airbus. In the Desert One incident in
Iran, problems of maintenance and training combined with bad weather
to set the stage for serious errors, a failed mission, and loss of life. In the
last year, more servicemen have been lost due to training problems than
to military action and terrorism combined.

The cost effectiveness of the military is heavily dependent on the per-
son factor. By the year 2000, the number of 18- to 24-year-olds will drop
19% relative to 1980 levels. There will be fewer top quality people
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available to recruit. We must invest in studies to determine how best to
select and train these people to perform highly demanding jobs.

At the conclusion of his statement Schneider called on the Commitiee
to: 1) expand the budget for basic research in general; 2) increase the
percentage of 6.1 funds allocated for behavioral research; 3) encourage
the incorporation of human factor considerations in the procurement of
equipment and the development of training programs; and 4) provide
long-term and consistent funding of basic research so that agency
managers can develop programs of research to address fundamental
issues regarding the human factor.

At the conclusion of the hearing Congressman Murtha assigned a com-
mittee staff person to work with APA staff in addressing this problem.
After several meetings between APA and committee staff the following
language was adopted by the comumittee in the report to accompany the
FY 1990 Defense Appropriations Bill:

““Recognizing the value of human factors research and training,
the Committee encourages the DoD to consider increasing the fund-
ing for such activities over the next several years. The department
should also ensure that such research is fully coordinated with
similar work sponsored by the National Science Foundation and
other federal agencies.”

Similar language is being pursued with the Senate Defense Appropria-
tions Subcommittee staff. Such language in both the Senate and House
Defense Appropriations Bills will provide strong leverage for psychology
in a wide array of defense establishments in the Washington area and
around the U.S.

TIP deadline for February issue December 1, 1989

Submission deadline for APA
Annual Convention—Boston

SIOP Fellowship Nominations Mid-December 1989

December 15, 1989

(details elsewhere in this issue)
Pre-SIOP Conference Workshops—  April 19, 1990
Miami
SIOP Annual Conference—Miami  April 20-22, 1990
APS Annual Convention—Dallas June 7-10, 1990
APA Annual Convention—Boston  August 10-14, 1990

NOTICE

The Society is reorganizing many of its administrative pro-
cedures. The Message from Your President details these
changes elsewhere in this issue. Members should take note
of the following changes. A smooth transition is very much
dependent on Member participation and assistance during
this reorganization process,

The Society sent all Fellows, Members, and Associates a
Membership Survey during the summer. The Survey is being
used to construct a membership database for informational
purposes. This database will also be used for Society mail-
ings (including information, dues, TIP, ballots, etc.). If you

are a Fellow, Member, or Associate of the Society and did

not receive, or did not return, the Survey, contact Marilyn
Gowing at 202-653-5424, immediately,

The Society is now collecting its own dues. Members will
no longer be billed for SIOP dues through APA, If you DID
NOT RECEIVE a 1990 dues statement from SIOP, contact
Bill Macey at the SIOP Administrative Office at
708-640-0068.

If you DID RECEIVE a dues statement, but have not yet
returned your dues, please remit your payment to Manuel
London, Harriman School for Management, SUNY-Stony
Brook, NY 11794-7159.

Student Affiliates received a dues statement in their

August TIP. If you are a Student Affiliate and DID NOT

RECEIVE a bill for dues, contact BILL MACEY. If you DID
RECEIVE the statement, but have not returned your dues,
remit payment to Manuel London.

If you are not currently a Member of the Society and would
like to join, see the Membership information elsewhere in
this issue,

FACULTY MEMBERS are invited to encourage their
graduate students to affiliate with SIOP. Information is con-
tained elsewhere in this issue.

Thanks for your cooperation!




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
variables

- 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. 06620

(203) 655-8429

Internships and 1/0 Psychology:
A National Surveyl

Karl W. Kuhnert Ronald G. Downey
University of Georgia Kansas State University

The standard education and iraining model for Industrial and
Organizational (I/0O) Psychology has become the scientist/practitioner
approach (SIOP, 1985). The typical educational program for graduate
students is primarily geared to the development of the science side of this
duality, and the growth of the practitioner side has seen a less uniform
and cohesive progress. Increasingly, we are seeing graduate programs us-
ing internships as an approach to aid students in the development of
skills, knowledge, and abilities relevant to performance in applied set-
tings. While /O internships programs have developed at an increasing
rate, we have only limited information about them.,

In a three part series in TIP on I/0O infernships, Klimoski (1983a and
1983b) and Hinrichs (1983a and 1983b) outlined the role of internships,
the corporate view, the student’s perspective, and the faculty perspective.
In the first part of the series, Klimoski outlined five major areas where
students may be deficient in practitioner skills; interactions with lay peo-
ple, ability o conduct applied research, oral and written communication
skills, time management, and supervision of others. Klimoski notes that
while the requirements and conditions surrounding an internship pro-
gram for the subspecialities of School, Clinical and Counseling are well
developed, ‘‘the picture is a lot less consistent in the area of”” I/O
Psychology. In the remaining materials Klimoski and Hinrichs outline
the pros and cons associated with the current concepts and practices con-
nected with internships from the various perspectives involved.

What has been missing to this point in the literature has been any com-
prehensive information about what 1/0 graduate programs are doing in
the area of internships. In response to a growing interest in and concern
about internship programs, the Education and Training Committee for
the Society for Industrial and Organizational Psychology sent out a
survey to all 1/0O psychology programs (7 = 77) and a limited number
{(n = 10) of OB programs listed in Graduate Training Programs in In-
dustrial/Organizational Psychology and Organizational Behavior

'Author’s Note: This survey was conducted by the Education and Training Commit-
tee. Portions of ihis paper were presented at the 97th annual meeting of the
American Psychological Association, August, 1989, New Orleans, LA,
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(SIOP, 1986, as updated in 1989). The purpose of this survey was to find
out what I/0 (and to a limited degree, OB) programs are doing in the in-
ternship area.

A total of 64 surveys were returned, yielding a response rate of 76.2
percent. Of the schools responding, 34 percent are located in small towns
(population less than 100,000), 23 percent are in medium-sized cities
(population 100,000 to 1,000,000), and 42 percent are in large urban
centers (population greater than 1,000,000).

Forty-one of the responding institutions indicated they had a terminal
master’s degree program and about half of those (41%)had a formal®in-
ternship program. Twenty-nine percent of the master’s programs re-
quired an internship as part of the students’ academic plan. To the ques-
tion “‘when do you normally recommend that students go on an intern-
ship program?’’, 24 schools with master’s programs responded and the
majority (62.5%) indicated that students were recommended to complete
a full academic year before participating in an internship, and 20.8%
recommended the internship only after completion of the master’s pro-
gram.

Forty-six of the responding institutions indicated they had a Ph.D.
program and, again, about half had a formal Ph.D. internship. Twenty-
eight percent of the Ph.D. programs required an internship program as
part of the students’ academic plans. For the Ph.D. programs, responses
to the question ‘‘when do you normally recommend that students go on
an internship program’’ varied in the recommended timing of an intern-
ship, the majority (62.5%) of programs suggested that the students com-
plete two full years of study (or completion of the master’s thesis) before
participating in an internship.

The remainder of the questions focused on institutions’ definition,
evaluation and involvement in students’ internships and were answered
by Master’s and Ph.D. programs. For most institutions, the internship
lasts for a minimum of three to six months. Most programs (65.2%) are
willing to send interns to a site where the work is not supervised by an
1/O professional. Almost all programs (90.9%) attempt to assess if the
internship was meaningful or profitable for the student and the majority
(74.4%) of programs evaluate students’ job/task performance on the in-
ternship.

When asked about the benefits of internships, 68 percent of the pro-
grams believed that the internship process provides opportunities for
students to make informed career choices, 81 percent believed that the in-

24 formal program was defined as one where the program aided the students in identify-
ing and selecting internship sites; they inspected the sites and evaluated supervisory person-

nel, and defined the nature of the work and required reports.
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ternship made students better practitioners, and 61 percent believed that
the process aided the profession of 1/0 psychology. Less than half of the
responding programs (48.6%) stated that their internship process pro-
vides students with experiences that help them to be better faculty
members.

Several open-ended questions were also asked. In most cases more
than one comment was the rule and multiple responses were recorded.
These responses are summarized below:

A. The major goals associated with an internship are experience in
organizations and the development of business skills and language.
The development of research skills and the strengthening of the
student’s vita, resume, or general marketability were seen as minor
goals.

B. In articulating the standards for selecting an internship site, the
modal response was related to the nature of the work; that is, pro-
fessional and/or relévant work in 1/O psychology or Human
Resource Management. A second standard included supervision,
either by an 1/0 psychologist or another professional.

C. When asked about the types of internships where students were
placed, no clear consensus emerged. Interns were sent to small-,
medium-, and large-sized companies, both with and without pro-
fessional supervision, although there was a trend for students
placed in larger companies 10 receive professional supervision.
Research facilities were the least used internship sites.

D. There was a trend for faculty members to take an active role in
identifying, approving, and contacting internship sites as well as
referring students to specific locations. Few programs indicated
that faculty played no role in the internship process.

E. As a general rule, student evaluations were conducted by the in-
ternship site supervisors and were either informal oral or written
reports (23.5%) or formal written evaluations (25.5%). A total of
11 institutions indicated that they did not evaluate students’ per-
formance on internships.

F. In describing the disadvantages of an internship, institutions in-
dicated that the major disadvantage was that an internship delayed
students’ progress towards graduation. The major advantages
were that students gained practical job experiences and had the op-
portunity to obtain a realistic job preview.

G. When asked what needed to be done to improve the internship
process, no clear reaction appeared. The most common sugges-
tions were for the development of a national listing/clearinghouse
of internship sites and opportunities and the development of stan-
dards of internships. The general impression of the respondents
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was that something needed to be done by the profession, but they
were not sure of what.

Interestingly, 70 percent of the I/0O programs who responded to!d us
that they have some form of an internship, either as a formal credit Te-
quirement of the department curriculum or requirement for .graduatlon
from the I/O program. The results clearly show that internships are seen
as a principle mechanism for the education and training of I/O students.
It is also clear that I/O psychology does not have full control of the proc-
ess, since 65 percent of the programs are willing to send-students to a
non-I1/0 supervised site. A second conclusion of the study is that therfe is
a great deal of diversity in how 1/O internships are defined and im-
plemented. There is no prototypical internship, rather there appears to
be at least four different kinds of internship models that I/O program
use. These are: the “Mini-job,” “‘Practicum,’” “‘Supervised,”’ and. the
“Professional” internship and the characteristics of each are described
below: . .

The Mini Job Internship: In this model there is little profgssw_nal
supervision, the work tends to be practical (e.g., cond'uctmg job
analyses), and students tend to find internship sites on their own and
operate independent of any professional oversight.

The Practicum Internship: In this model faculty supervise general pro-
fessional issues but students are on their own for the technical and pro-
fessional issues that face them on a day-to-day basis. Faculty are likely to
obtain the internship but are not actively involved in the evaluation of
students’ progress. .

The Supervised Internship: This model is characterized by on-site pro-
fessional (HRM professional or non-1/Q psychologist) and faculty
supervision. The nature of the interns’ work is agreed upon by the super-
visor and the faculty member. Faculty usually obtain the internship and
closely monitor the interns’ progress. .

The Professional Internship: This model emphasiz.es OI}—Slte I/ O
supervision with I/0O issues studied. Faculty usually obtain the internship
and the nature of the work is agreed upon jointly by the student, faculty,
and corporate sponsor. ' ]

The finding that there is diversity among I/Q internship programs is
perhaps not too surprising. With growth comes diversity and over t:he
past decade I/0O psychology has experienced a period of growth and in-
creasing popularity. This is evidenced by the growing numbers of
academic and industrial job openings, greater number of 1/O graduate
programs, the greater numbers of M.S. and Ph.D. degrees conff_:rred,
and the greater number of students applying to graduate school in In-
dustrial and Organizational psychology.
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While the changing demographic characteristics undoubtedly play an
important role in creating diversity, another likely cause is the multiplici-
ty of goals of the principle stakeholders in the internship process. As
pointed out by Klimoski (1983b), the goals of the student, the faculty
member, and the employers are not always the same, nor compatibie,
How the interests of each stakeholder affect the internship process is
fruitful ground for future research and may help to clarify and explain
the various internship models that emerged from this study.

Finally, a general question that should be raised and addressed by the
profession is whether such diversity is good for the education and train-
ing of graduate students or if SIOP should take an active role in defining
and setting standards for internships. This is a question without clear
answers. On the one hand, diversity permits I/0 programs to be flexible
in selecting internship sites for students and students have more latitude
in matching their career intercsts with a potential employer. The
downside of the diversity issue is that, without guidelines and standards,
it is not clear what type of training graduate students are receiving. The
use of the same term for such diverse activities can lead to a variety of
misunderstandings.

Many 1/0O programs now advertise that they have an internship pro-
gram. For both the students and faculty members involved it is clear that
they must understand what the term means and ensure that the internship

‘meets their goals and expectations and, just as important, the goals and

expectations of future employers. While this study takes the first step in
that direction, the next logical step is to look at employers® views of in-
ternships. If we are to develop internship programs that allow students to
receive the kinds of ““hands-on’’ experierice necessary to cotnpete on the
job market and to develop into successful 1/0 psychologists, it may be
helpful to understand how employers who are recruiting graduates from
1/O programs (with an internship program) interpret the meaning of that
experience. A recent study by Susan Taylor (1988) has suggested that
undergraduate internships have positive effects on both personal (e.g.,
vocational crystallization) and vocational (e.z., evaluations of resumes)
outcomes. Generalizing these results to graduate students would appear
reasonable and suggests that, at a minimum, the goals of the students’
and the employers’ are being met. What remains unclear is the degree to

-which the current diversity of internship models produces uniform and

clear educational and training functions from the point of view of the
faculty and the profession.
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Chalrperson, Indusirial/Organizational
Perso
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The Forthcoming International Congress of
Applied Psychology
Kyoto, Japan—July 22-27, 1990

Edwin A. Fleishman
George Mason University

SIOP members, along with our /0 colieagues from around the world,
will be very much involved in the forthcoming International Congress of
Applied Psychology. The Congress is being organized under the auspices
of the International Association of Applied Psychology (IAAP) and the
Japanese Psychological Society and will be held in Kyoto, Japan, July
22-217, 1990. An exciting program of special interest to /0 psychologists
and to other applied psychologists is being developed.

Among the invited keynote speakers and their topics are Miriam Erez

(srael}: Work Motive— What’s New in a Market Oriented World;
Lyman Porter (UJSA): Employee-Organization Relationships: New
Challenges for FEveryone; Eberhard Ulich (Switzerland): Organizational
Structures, Advanced Technology and Human Resource Developing in
Changing Environments; Bernhard Wilpert (Federal Republic of Ger-
many): Organization-Environment-Relations: Towards Overcoming a
Notorious Blind Spot in Organization Psychology; and Bill Owens
(USA): Clinical vs. Actuarial Assessment: A Convergence. Other
keynote speakers of note are Frank Landy, Dick Hackman, Earl Alluisi,
and Amos Tversky, Of special interest to SIOP are keynote speeches by
Joe Matarazzo (USA): The Validity of Psychological Assessment- From
the Ciinic to the Courtroom; A. T. Welford (UK): Psychology and the
Study of Aging: A Productive Partnership; Yehuda Amir (Israel):
Psychological Approaches Jor Conflict Reduction: What to Do, When to
Do, and When Not 1o Do; Denis Glencross (Australia): Human
Performance and Human Potential: A Psychological Interpretation;
José Prieto (Spain): Customer vs. Competitor Orientation in Appilied
Psychology: Making Sense of the Spanish Pro fessional Experience; and
Masamitsu Oshima (Japan): Toward the Ergonomics of the Future.

A sample of the symposia of interest to I/0 psychologists and their
chairs include those by Irv Goldstein (USA): Training Issues Jor
Organizational Psychology; 8. Bocher (Australia): The T ransfer of the
Ideas and Practices of the Organizational Psychology Across Cultural
Boundaries; S. A. R. Quitanilla (Federal Republic of Germany): The
Meaning of Working; Peter Drenth (Netherlands): Organizational Con-
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trol and Decision Making in Large Professional Organizations; Bernie
Bass and Roya Ayman (USA): Leadership and Iis Effectiveness; Bill
Byham (USA) and M. Umeshima (Japan): Business Practices in Dif-
ferent Cultures; K. DeWitte (Belgium): Management of Organizational
Culture; Ken Wexley (USA): Leadership Training and Development: An
International Perspective; J. Pearce (USA): International Perspectives
on Psychological Attachments fo Work Organizations; Dan llgen
(USA): Team Effectiveness; R. Guzzo (USA): Team Effectiveness in
Organizations: Recent Empirical and Theoretical Advances; Dick Morf
(Canada): Effects of Work on Personality; M. Lee and B. Kanungo
(Canada): International Perspectives on Work-Family Linkages; K.
Seifert (Federal Republic of Germany): Criteria for the Validation of
Measures of Career Development; John Horn (USA): Methods of Study-
ing Change; H. Schuler (Federal Republic of Germany): Personnel Elec-
tion in Industrial Research and Development; Lorri Hyde (USA): Prob-
lems for Good Testing Practices; R. Hambleton (USA): Issues and
Methods of Test Adaptations.

Many SIOP members are involved in each of these symposia, all of
which are multi-national in composition. Workshops are also being of-
fered in a variety of areas of interest to I/O psychologists.

The Congress will be held in the beautiful Kyoto International Con-
ference Hall, an architectural achievement surrounded by ponds and
gardens. A full social and cultural program is being presented, much of it
included in the registration fee. On Sunday, the first day, the opening
session includes performances of the Glee Clubs of Doshisha University,
Japanese folk singing, traditional Kabuki dance, and a concert by 100
children trained in the Suzuki School. This will be followed by a welcom-
ing reception in the Japanese Gardens. On Tuesday, there will be a show
of Juni-Hitoe with traditional wedding costumes and traditional dances.
There will be an evening party on Thursday. These events are aimed at
bringing colleagues together in informal settings.

There will also be tours to nearby Nara, the ancient capital, to the lto
Temples, to Lake Biwa, and to a variety of museuns and gardens.

It is important to note that prices are being kept within reason. The
Japanese have made special efforts to do this, in view of the current
dollar-yen exchange. For example, at current exchange rates, deluxe
hotels will be about $100 a night for a single and $120 for a double, and
excellent first-class hotels will be from $55 for a single to $75 for a dou-
ble. Hotels with lower rates are available. All of these rates are well
below those in the United States or European cities. The registration fees
are in line with previous Congresses: As low as $280 for early registration
and for IAAP members. With special air fares being arranged from the

U.S., the cost of air fare and six nights lodging in Kyoto could be kept in
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the $1,500 range. Meals ¢an be expensive, if one is not careful, but ver
;easonalge meals can be had in the excellent dining rooms in,the Cons-l
ac::egz::ng e;)r;l;e; ;:3_ lists of very good restaurants with reasonabie prices

Alt_lmugh speakers and symposia are about set, there is still time to
submit papers and propose workshops.

IA{&P has appointed Travel Planners, Inc., as the official Congress
coordinator for North America. To obtain complete information on pro
gram, travel, registration, tours, etc., write to Travel Planners s?rt_
150—GPM Building, San Antonio, TX 78216-5674. or calI, (5 112§
341—8.1371, FAX (512) 341-5252, TELEX 767471 TPISA;T The circular
containing information and necessary forms will be sent t;) you
. As past prf:sident of IAAP, I have visited Tokyo and Kyoto. several
times to assist in the program development and organization ar-
rang.eme.nts. Our Japanese colleagues have thrown themselves into this
affair with characteristic enthysiasm and efficiency, and are looking for-
ward to _welcorning us. Juiju Misumi, known to SIOP members ffr his
le.adershlp research, is chair of the organizing committee. Harry Trian-
dis, a SIOP member, will be succeeding Claude Levy-Leboyer (France)
as t}le new president of IAAP.

Since ;AAP members receive reduced registration fees and then get the
International Review of Applied Psychology and divisional international

pewsl.etltf‘:rs, there are advantages to becoming a member of IAAP, and
EIES Drlnsion of Or.ganizational Psychology, at the time of registrf;tion
. lr}::te. Planners will be glad to send membership application forms on re-

I look forward to seeing you in Kyoto!

Submit All Future TIP Manuscripts and News ftems To-

Dr. Steve W. J. Kozlowski
Editor, TIP

Department of Psychology
Psychology Research Building
Michigan State University
East Lansing, M| 48824-1117

Phone: 517/353-8524
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The Center for The Leadership-
Creative Leadership and Library of America, Inc.

bring GOOD NEWS for 1/0 Psychologists!

When managers behave like leaders, new findings say:

o Their teams put out more effort

o Their teams get more involved )

o Workers become more satistied with work
0

Profits are higher
How do you find such leaders?

o By using some new tests for leade'rship

o By collecting ratings from subordinates

o By studying the research reports of Gary Yukl,
Clark Wilson, Barry Posner, Bernard Bass,
Melvin Sashkin, Joseph L. Moses, Robert Hogan,
Harrison Gough, David Campbell, Atnn Howard,
Douglas Bray and all the 29 others in:

MEASURES OF LEADERSHIP

by Kenneth E. Clark and Miriam B. Clark, Editors

i - book tells more about the qualities of_ managers and
rlIe‘:l;l;e:: rtelfal:la;tny other source to date. Its forty cqntqhutmg authors
describe in original articles the development and validation of' Tleazlar:s
of managerial and leadership behavior‘s. Somg of these have high (.40 to
.50) correlations with the outcome variables cited above.

The editors summarize major findings of these studies in an inst}'uctive
section describing the processes of psycho!ugical mea§urement_. This work
should stimulate new and relevant work in leadership and give focus to

many new studies to come.

i i i reading for anyone interested in leadership or
B:sa;?:ne:t. rftq uilsm;l superbgsa]es pilt;ce for organizati?nal/industrlal
psychology. It is written for the undergandmg of informed non-
psychologists. Indexes are provided by subject, by author, by measure,
and by leadership dimension. Approx. 625 pages.

icati : ice: .50 plus postage and
Publication date: January 8, 1990, Price: $59 _
handling. Pre-publication price $47.50 plus p. and h, Orders now being
accepted by Leadership Library of Ameriqa, Inc.,b(235“Wachtung Ave,,
NJ 07052). Order with credit card by calling
West Qrange, 1-800-344-2414 _
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Chinese 1/0 Psychologist to Visit U.S.

Donald D. Davis
Old Dominion University

Professor Zhongming Wang will spend nine months, beginning in
January, 1990, at Old Dominion University as a Fulbright Scholar-in-
Residence. Dr. Wang is professor of psychology, director of the Ph.D.
program in I/Q psychology, and chairman of the department of
psychology at Hangzhou University, in the People’s Republic of China.
He is also editor of the Chinese Journal of Applied Psychology. Dr.
Wang has published six books and many articles devoted to 1/0O
psychology in China. He has also consulted with a variety of Chinese
organizations. His interests -include decision making, organization
development, management of technological innovation and joint ven-
tures, and performance appraisal. He has considerable international ex-
perience including lectures and research at the University of Gothenberg,
in Sweden, where he received his M. A, and at the Tavistock Institute of
Human Relations, in London. He has lectured throughout Europe and
Australia.

Dr. Wang is very interested in visiting 1/O and OB programs
throughout the United States to meet American scholars and learn about
American graduate training. He is also interested in having the oppor-
tunity to describe 1/O psychology in China, Invitations for Dr. Wang to
speak or visit may be addressed before January 1, 1990, to Donald
Davis, Psychology Department, Old Dominion University, Norfolk, VA
23529. After January Ist, Dr. Wang may be reached directly at Old
Dominion.
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Surprise! —Leadership Does Exist and
Can Be Measured!

Test Data Entry Skills or
Typing Speed on a PC!

Used by more than 200 Companies!

Kenneth E. Clark
Center for Creative Leadership

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.

For the past eighteen years I have been referring to leadership as *“that
elusive quality.”” As a hard-nosed dust-bowl empiricist in measurement I
joined my midwestern colleagues in noting the curious status (really non-
status) of leadership as an item of study in psychology. We agreed it was
not a trait like mechanical ability, nor a domain like sensory processes,
nor a criterion like level of promotion. It certainly has not appeared as a
chapter in introductory psychology textbooks,

The Strong Vocational Interest Blank has had no scale for leaders.
Few personality inventories publish scales for leadership. I once argued
that occupational and pathological characteristics so outweigh other in-
dividual differences, like manager effectiveness and leadership, that
these qualities would never be measured well. I was wrong, and so were
many others. But we were wrong for an unexpected reason. Measures of
interests, personality, intelligence, and special abilities involve obtaining
responses directly from the subject under study. Leadership is not
measured well with self-reports. But when we ask informed others to
answer qucstions and give ratings, we start obiaining significant,
reliable, and valid measures of leadership and managerial effectiveness.

This point became crystal clear in a conference on leadership and
measurement held in San Antonio in October, 1988. Francis Yammarino
and Bernard Bass presented data showing that midshipmen who are
rated by others as inspirational and charismatic continue to show those
same behaviors five years later, and provide leadership that helps their
teams to win fleet competition and to increase their work effort.

Clark Wilson, Donald O’Hare, and Frank Shipper reported in that
same conference that training programs can develop such behaviors in
managers. Gary Yukl, Richard Lepsinger, and Steve Wall reported the

The Speed & Accuracy Typing Test measures ty_ping
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 comparisons to
norm groups are available.

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

for $175 each.
(Site licenses also availabie)

Demo packages available for $15.00 each

Each test requires a separate demo package which includes the
complete tegt programp(administers test 10 times) and manual.

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

(705) 526-0756, Mon-Fri 11-56 pm Eastern Time

Prices listed in US dollars. Please add $5.00 shipping it
ordgrin ;ull test package. Both tests require an tg. -PC or
compatib?e with minimum 512K, Specify 5.25 or 3.5 inch disks.
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development of a set of scales that predict, among other desirable things,
levels of profit in beauty salons with managers who behave like leaders,
and outstanding performance of schools run by principles who behave
like leaders. Their leadership ratings were obtained from subordinates:
beauty operators and teachers.

All of these studies showed that the subjects were not very good at
rating themselves on leadership qualities, but that those who knew them
well, especially their subordinates, could provide good measures that
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related to important criteria of performance. These ratings were of
behaviors, not of traits.

Joel Moses reported on a surprising finding—that only one in four
high level executives is prepared to deal with the issues of uncertainty and
ambiguity that face major corporations in time of hostile takeovers or
divestiture. In one session led by Edwin Hollander, concerns were ex-
pressed about the uses and abuses of power, and the neglect accorded
this issue in the reports submitted,

Barry Posner described a novel way he and James Kouzes had used to
study leadership. They asked managers, ‘“What was your personal best
experience as a leader?’”” Every manager had an experience to report.
Maybe everyone at some time acts like a leader? Owen Jacobs reported
on just-released studies of top leadership within the U.S. Army. His find-
ings indicate that dealing with cognitive complexity becomes more
critical as top-level responsibilities are studied.

Sessions at the conference were held with topics like transformational
leadership, personality characteristics and their effects on performance,
intellectual functioning and intellectual styles as they affect leadership,
and ways to translate all the new findings to improved practices in
organizations. Jon Beniz, Paul Sparks, Douglas Bray and Ann Howard
presented updates on their classic studies in Sears, Exxon, and AT&T.
There were 29 reports with 40 authors. All reports were distributed
before the conference,

Psychological measures of leadership behaviors not only prove to be
possible, the validity coefficients obtained with criteria of performance
that the real world respects—productivity, organizational effectiveness,
and profits—were as high as the usual correlations of aptitude measures
with performance (.40 to .50). None of the eighty persons in attendance,
all involved professionally in issues of management and leadership, ques-
tioned the findings. Rather, they called for additional studies and pro-
grams to clarify and to apply the findings. They regretted the lack of time
to address many critical issues: cultural differences and international in-
fluences; changing demographics and their effects; ethics, moral issues,
and the responsibilities of leaders; developmental influences that affect
motivations for service and leadership; and ways to hand off these results
to users.

Those who missed the San Antonio Conference can read all of the
reports, a summary of major findings, and a detail of the proceedings in
Measures of Leadership, edited by Kenneth E. Clark and Miriam B.
Clark. It will appear early in January, 1990. There will be another con-
ference scheduled; those who want to receive announcements of it should
write to: Kenneth E. Clark, Center for Creative Leadership, P.O. Box
P-1, Greensboro, NC 27402.
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Ranking I/0 Graduate Programs:
A Reply to Surette

Eugene K. Johnson
Tulane University

In response to Michael Surette’s recent (May, 1989) article in TIP on
ranking 1/0 graduate programs, several biases confounding that ranking
should be discussed. In that article, Surette presented a ranking of pro-
grams based on the number of student presentations given in a six-year
period at the Annual Industrial/Organizational & Organizational
Behavier Graduate Student Conference. In that my program at Tulane
University hosted the conference this year, I feel T have adequate insight
to the problems of using the number of presentations at the conference as
an index of “‘quality” programs. Several variables distort the ranking
results.

First, attendance at the conferences is dominated by students from
programs in the Midwest. The East Coast and the South are typically
represented by a smattering of students (not counting the hoard that ar-
rives each year from Radford University in Virginia), and even less come
from the West Coast. It is no surprise then, that almost 75% of the top
twenty programs are from the Midwest. If it is just that there actually gre
more programs from the Midwest, that does not imply that they are of
higher quality. Second, larger programs tend to have larger representa-
tion at the conference. That makes sense. Hence, the fop two programs
in Surette’s ranking, Bowling Green State University and Radford, each
have quite large programs. Third, three of the top five programs (Bowl-
ing Green, Ohio State, and University of Illinois-Chicago, respectively)
are former hosts of the conference. Typically, when hosting the con-
ference a university will have a relatively high number of their own
students presenting (i.e., Tulane had four students presenting this year,
out of a potential 15 to 20 students).

There are also a couple of more subjective biases in the ranking. These
are based merely on my own opinion and hypotheses. First, the schools
that continuously send students to the conference, year after year, tend
to have a culture within their program that considers the conference to be
an important event each year for their students. Perhaps this is what
Surette is getting at with his ranking. For example, this might explain
why a school like Radford with only a terminal M.A. program sends a
busload of presenters every year. But what about programs that have
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never heard of the conference? No matter how the mailing lists are ar-
ranged, not all of the existing programs receive the information sent out
each year, What about programs that do know about the conference, but
elect not to send students? Perhaps this would explain why a good pro-
gram like Penn State is ranked quite low. The conference may not have
the same importance to them, This brings up the second point. It is well
known that presentation at the conference is non-evaluative; thus,
students often present there as first-timers and use the experience to
prepare for future presentations at APA and SIOP. It could be that the
culture in some programs, such as Penn State, is to by-pass the con-
ference and go directly to the big leagues. Also, it is a fact of economics
amongst graduate students that one is usually able to attend either only
the conference or SIQP, not both, and the choice of which to attend is
often dictated by the price of an airline ticket or if one has been accepted
to present at SIOP.

In summary, the ranking of I/O programs based on the number of
presentations at the annual graduate student conference is not wholly ac-
curate. While it does highlight the better I/O programs, the rank order of
programs is questionable. Corrections are needed for geographical
region and program size. Perhaps a better index would be one that in-
volved a formula including presentations at both the graduate student
conference and at professional meetings such as SIOP, APA, APS, the
Academy of Management, etc.

REFERENCE

Surette, M. A. (1989). Ranking I/O graduate programs on the basis of students’ research
presentations. The Industrial-Organizational Psychologist, 26(3), 41-44,

Test User Qualifications Report

The Test User Qualifications Working Group (TUTWoG) of the Joint
Committee on Testing Practices has released a report on test user
gualifications following their three-year study. The large-scale research
project focused on minimizing test misuse by identifving the test user
behaviors that contribute to test misuse and identifying the competencies
required for effective test use. Single copies of the executive summary of
the report Test User Qualifications: A Data-Based Approach to Pro-
moting Good Test Use are available free from: APA Science Directories,
1200 Seventeenth St, N.W., Washington, D.C. 20036.
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A Response to ‘‘New Polygraph Law:
No Dangerous Weaponry Involved”’

David W. Arnold
Reid Psychological Systems

Guastello (1989) discusses the federal Employee Polygraph Protection
Act from two perspectives, technical and constitutional. Although the
technical argument does not appear seriously flawed, the constitutional
argument is totally without merit.

A modicum of research reveals that the U.S. Constitution is applicable
strictly to governmmental action, rather than to individuals or private
employers. Thus, with regard to private employers, Guastello’s inter-
pretation is off the mark.

Specifically, the Fourth Amendment is applicable only with respect to
governmental action regarding searches and seizures, and even then the
prohibition is specifically directed toward searches and seizures that are
unreasonable, As early as 1921 the United States Supreme Court held
that the amendment does not apply to non-governmental conduct,
Budeau v. MeDowell, 256 U.S. 465, and this continues to be the law,
U.S. v. Mekjian, 505 F 2d 1320 (1975).

With regard to the Fifth Amendment, it, too, is applicable only to
governmental action and then only if a person is compelled to in-
criminate himself or herself. The language of the amendment itself clear-
ly requires the element of compuision in order to trigger its applications.

The invocation by Guastello of the Sixth Amendment provision
regarding the right to ““trial by jury’’ is as tenuous as his argument on the
applicability of the Tenth Amendment’s reservation of rights to the peo-
ple. Here again, a cursory reading of the Sixth Amendment’s language
reveals that it deals only with ‘‘criminal prosecutions.”’ In no way does it
apply to pre-employment or post-employment sityations, And the Tenth
Amendment is only a constraint upon the “‘powers” of the Federal
Government. By wnio streich of the imagination can any relevance be
found between that amendment and employment testing.

I also wish to make the observation that even where a Constitutional
right is involved there can be a waiver by the affected individual. This is
true as to the various rights accorded by the Fourth, Fifth and Sixth
Amendment. An illustration of the extent to which waivers may be made
is the right of a person in a criminal case to waive his right to counsel at
the actual trial. He is privileged to be his own defense lawyer. The
ultimate waiver is the right of a person under sentence of death to refuse
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the full panoply of appellate court review, despite the pleas of relatives,
friends, and the availability of the gratuitous services of a group of
lawyers. This was the holding of the United States Supreme Court in
Gilmore v. Utah, 429 U.S. 1012 (1976).

As to the utilization of the polygraph technique in employment situa-
tions, note should be made that the 1988 Employee Polygraph Protection
Act specifically exempts from its prohibitions testing by federal, state,
and local governmental agencies, thereby further negating any argument
that there are constitutional issues underlying the Act.

In summary, Guastello’s interpretation of the issues surrounding the
Employee Polygraph Protection Act is a misconstruction of law. In reali-

ty, the Act has not restored any constitutional rights: those rights were
never at issue.

REFERENCES
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Applied Testing Services, Inc.
Seeks Partnership With
Job Specific Test Developers

Applied Testing Services, Inc. (ATS) is a well capitalized new compary which markets test products and
services directly to major corporations and govemment institutions. Through its established distribution
channels and networks, ATS serves as an effective marketing vehicle for individuals or firms currently
without the resources (capital, time, staff, etc.) to successfully market their products on a national and
worldwide basis.

ATS se_eks partnerships with developers of tests which possess acceptable psychometric characteristics
and which periain to distinct job classifications, Kyouor your associtates have developed instruments which
warrant addifional marketing efforts, please send the following information:

« NAMEOF TEST
o« JOBCLASSIFICATION
" AUTHOR

v NAME, PHONE NUMBER OF CONTAGT PERSON

Mail to:  APPLIED TESTING SERVICES, INC.
Post Office Box 841
Plano, Texas 75086

CONFIDENTIAL INQUIRIES CAN BE MADE BY PHONE TQ (214} 442.1788
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A Comment on Making Career Decisions in
1/0 Psychology—Is There Variety
in a Consulting Career?

P. R. Jeanneret
Jeannerei & Associates, Inc.

In an earlier edition of TIP, Pritchard, Hart, and Fuentes (1989) have
provided an excellent summary of the career opportunities available to
individuals about to complete their graduvate education. The article
presents job characteristics by employment arena matrix in which degree
of work variety (low, medium, or high) is ascribed to each of seven
potential employers. Low work variety is described as, “‘doing a small set
of tasks or projects repeatedly (p. 29)’’ and this level is assigned to con-
sulting but no other employment category.

While T may be somewhat biased in my view of consulting, having
worked in that area for over twenty years, I sincerely take exception with
the level assigned to the important job characteristic of work variety and
the message it sends to graduate students as they select a career option,
Further, I am willing to admit that there are ‘‘specialists’’ within the con-
sulting field who may provide only one type of service (i.e., individual
assessment; attitude survey), but oftentimes these consultants are sole
practitioners and are not the source of most job opportunities for new
graduates. Alternatively, I believe one of the attractions offered by con-
sulting firms is the variety of work. For example, a review of assignments
that have been accomplished or that are being carried by consultants with
our firm during the last six months would encompass @i/ of the section
headings of any major textbook written about the field of 1/0
psychology. Furthermore, we find there are many assignments that are
never even addressed in /O graduate programs, yet provide significant
variety to the work of a consultant. Examples include the evaluation of
pre-employment drug screening alternatives, skill/competence certifica-
tion, work force and labor force statistical analyses, market and
economic forecasts, employee assistance program (EAP)} administration,
and individual assessment. Further, consultants are working as expert
counsel to a number of law firms on issues involving selection, promo-
tion, and retention practices, as they may have age, race, or gender bias.
Consultant assignments occur in the public domain (federal, state, coun-
ty, and city) and in the private sector encompassing a wide range of
business and industry. Typically, extensive people (client) in-
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volvement—another important job characteristic in my opinion—is
necessary. Firm consultants also pursue professional development and
professional service activities. During the last year consultants with our
firm have participated in state licensure activities, served or were active
in the Houston Association of Industrial Organizational Psychologists
(HAIOP), arranged and participated in symposia at SIOPfAPA conven-
tions, conducted workshops for other 1/O psychologists and human
resource professionals, reviewed and prepared journal articles, wrote
book chapters, and, as adjunct faculty members, taught a gradunate
course in organizational development and served as thesis and disserta-
tion committee members.

Based on the above considerations, I would submit that there is as
much variety in a consulting job as there is in any other I/O job
available. Further, based on my knowledge of other consulting firms and
the activities of their I/Q psychologists, I do not believe work variety is
the exception but rather is the rule. Finally, I contend that most con-
sultants choose their work areas primarily because of the variety, and
this is one of the job characteristics that provides the greatest level of
satisfaction.

Omne final thought that I believe is important for graduate students {o
consider when reviewing carcer alternatives, is the extent to which they
may change from one career path to another. In this regard I believe con-
sulting also would receive a favorable rating. That is, I believe it is
relatively easy for an I/O psychologist to capitalize on the initial ex-
perience gained in consulting and then move to the other employment
arenas, with the possible exception of a research-oriented university.

In summary, the Pritchard et al. article clearly is a valuable resource to
the graduate student trying to make a career decision. However, 1 believe
many employment opportunities in consulting offer greater work variety
than indicated by Pritchard and his colleagues, and that a high level of
work variety is often the basis for selecting a consulting career. I trust
these comments are useful additions.
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Division 14 and STIOP: Time Marches On

Philip Ash
Ash, Blackstone and Cates

It was, as always, a pleasure to attend, participate in, and present a
tutorial at the 1989 Spring Meeting of SIOP. I was, however, a little con-
cerned about the numerology of the ““Fourth” annual workshop. In or
about 1952, Orlo Crissey, then President of Division 14, asked me, as
then-chair of the Special Activities Committee, to survey our member-
ship to find out how better to serve them. The leading suggestion was for
special topic workshops. We arranged the First Annual Workshop for
1953 at the APA Convention in Cleveland. Attendance—31; Fee—$25.
We had only one speaker. I became chair of the Workshop Committee in
1954, and remained at that post for five years. Between 1954 and 1958 we
had seven workshops, five at the APA conventions, and two spring
workshops during the MPA meetings in Chicago. By 1958, attendance
had doubled, to 66, and the fee was increased (beginning in 1954) to $35.
By my count, from a Division 14 perspective, the last workshop was the
FOURTIETH Division 14 affair. Maybe the next workshop should be
labelled: “‘Fifth Annual SIOP/Forty-First Annua! Division 14
Workshop.””

Alternatively, adopting the Christian era numerology, one could
distinguish, say, between the Thirty-sixth, B.S (before SIOP) and the
Fifth, A.S. (after SIOP) Workshops. (Ash, 1959). I am glad to note,
however, that the numerology of TIP relates to Division 14,

TIP also was called into being through a membership survey, and an
examination of the newsletters of other divisions of APA (Ash, 1965).
The first editor was, by vote of Division 14 Council, Bob Peroff.
Although it took about nine months to get the first issue out (Volume 1,
Number 1, June 1964), it was a splendid product, and has continued to
be so, under his and subsequent editorships.

REFERENCES
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Functional Job Analysis Scales

A Desk Aid

Sidney A. Fine, Ph.D.

Revised, updated, handily indexed, and sturdily
designed for frequent use — 44 pages

Seven ordinal scales provide measures for basic/
generic occupational skills:

= Things Functions W Reasoning
W Data Functions = Math
m People Functions B Language

W Worker Instructions (prescription/discretion)

Three additional measures express an individual's
orlentation to Things, Data, and People.

These scales, in use for 30 years, are the basis for the
occupational classification systems of the United
States and Canada. Widely used to objectively define
jobs including fair employment court cases, the scales
provide a means for defining tasks as permanent
modules — building blocks — of a work system.

Contents include:

Background of FJA e FJA — A Task-Oriented Methodology

e Complete Version of Worker Function Scales & FJA — A
Holistic Concept: The Worker's Potential, The Worker’s Skills or
Self-Instrumentation, and The Worker's Involverment in a System
& Applications of FJA to an Integrated Personnel Management
System: Qualifications for a Job-Worker Situation, Job
Descriptions, Recruitment and Communication, Interviewing,
Training, Performance Testing, Performance Appraisal, and Jab
Design o References s Seven Figures

Cost: $9.95 —includes postage and handling
{Wisconsin residents, please add 5% sales tax.)

To order: Send check or money order to:
TDP Press
P.O. Box 92113
Milwaukee, Wisconsin 53202
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_ Committees

Society for Industrial and Organizational
Psychology Committee Members, 1988-1989

The following Society members participated in SIOP committee and
APA governance activities in 1988-89. Our thanks to evervone!

Awards—Eugene F. Stone, Chair

Ba}zer, William K. Ferris, Gerald R. Ronen, Simcha
Brief, Arthur P. Gordon, Michael Smith ,Patricia C
Cleve'la_nd, Jeanette James, Lawrence R. Taylo; L. Rogers.
DF Nisi, Angelo Katzell, Mildred E. Taylor, M. Susan
Dipboye, Robert Levine, Edward ' T
Drasgow, Fritz Locke, Edwin A.

Dunnette, Marvin D. Murphy, Kevin

Committee on Committees— Walter W. Tornow, Chair

é;h, Ronaid A. DeMeuse, Kenneth P.  Page, Ronald C
ingenpeel, Lowenberg, Geula -
Robect Thayer, Paul W.

Continuing Education and Workshop Committee—
William H. Macey, Co-Chair for APA
Susan N. Palmer, Co-Chair for SIOP
Nita R. French, Registrar
Erich Prien, Continuing Education Administrator

Chao, Georgia T. Larsen, John M. Valerio, Anna Marie
Decker, Phillip I. Latham, Gary P. Wellins’ Richard S
French, Nita R, Minick, Robert D. ’ '
Hartmann, Sally F. Pinto, Patrick R.
Henson, Ramon M., Thomas, Jay C.
Johnson, Tippins, Nancy

Raymond H.
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Program Planning Subcommittee

Campion, Michael A.  Ostroff, Cheri

Guzzo, Richard A.
McHenry, Jeffrey J.

Pritchard, Robert D.

Pulakos, Elaine D.

Scientific Affairs—Lawrence R. James, Chair

Alexander, Ralph A.
Alvares, Kenneth M.
Colarelli,

Stephen M.
Dye, David A.
Greenberg, Jerald

Hollenbeck, John R.
Jackson, Susan E.
Kanfer, Ruth
Kernan, Mary C.
Kleinke, David .

Zalesny, Mary D

Ladd, Robert T.
Lee, Jo Ann
Spector, Paul E.
Zalesny, Mary D.

Society Conference Committee—Ronald D. Johnson, Chair

Howard, Ann
Ilgen, Daniel R.
Palmer, Susan N.

Pulakos, Elaine D.
Stone, Dianna L.
Wiesen, Joel

Zedeck, Sheldon

Local Arrangements Subcommittee—Joel Wiesen, Chair

Czjaka, Joseph

Registration Subcommittee—Dianna L. Stone, Chair

Cellar, Douglas
Deadrick, Diana
Henry, Sarah E.

Hoopes, Linda
Madigan, Robert
Markham, Steven

Martin, Beth
Ruddy, Thomas
Ryan, Ann Marie
Sims, Henry

State Affairs Committee—Vicki V. Vandaveer, Chair

Alimon, Douglas
Ash, Philip
Ashworth, Steve
Brown, Steven H.
Burger, Gary K.
Colgan, Richard
Cornwell, John
Diamante, Thomas
Fischer, Donaid

Flanagan, Michae
Hannan, Robert
Hayes, Ted
Hertz, Norman
Knapp, Deirdre

Lanigan, L. Michael

Laurents, Luanne

Lautenschlager, Gary

Lopez, Felix

Lowe, Rosemary H.

Macan, Therese
Markos, Val
Ofsanko, Frank I.
Sgro, Joseph
Siegel, Jerome
Sokol, Marc
Thomas, Jay
Tobias, Paul
Wilson, Mark

The Industrial-Organizational Psycholegist—Newsletter
James L. Farr, Editor
Rick R. Jacobs, Bustiness Manager

Connolly, Paul M.
Fisher, Cynthia D.

Rosen, Theodore H.

Sharf, James C.
68

Smither, James W.

Society Members in APA Governance—1989

Alluisi, Earl A.
Barrett, Gerald V.

Boldt, Robert F.

Brown, Kenneth R.
Camara, Wayne J.

DeVries, Philip B., Jr.

Eyde, Lorraine D.

Glaser, Robert
Goldstein, Irwin L.
Guion, Robert M.
Hakel, Milton D.
Hansen, Jo-Ida C.
Jones, Allan P.
Krug, Samuel E.

Landy, Frank J.
Lloyd, Paul J.

MacKinney, Arthur C.

Mattarazzo, Joseph D.

Mirvis, Philip H.

Nelson, Paul D.

PsychINFO Advisory Committee (1983-88)

Committee on Psychological Tests and
Assessment (1989)

Committee on Professional Practice and Stan-
dards (1988-90)

Investment Committee (1986-90)

Staff Liaison to: Board of Scientific Affairs,
Committee on Psychological Tests and
Assessment, and Training Group of the
Joint Committee on Testing Practices

Continuing Education Commitice

Membership Committee (1939-91)

Training Group of the Joint Committee on
Testing Practices

Test User Qualifications Working Group

Board of Scientific Affairs (1987-89)

Council of Representatives (1988-1991)

Council of Representatives (1987-1950)

Policy and Planning Board (1987-89)

Joint Committee on Testing Practices

Committee on Research Support (1987-90)

Training Group of the Joint Committee on
Testing Practices

Council of Representatives (1988-1991)

Education and Training Board (1987-89)

Committee on Undergraduate Education
(1987-89)

Task Force on the Review of the Scope and
Criteria for Accreditation

Board of Directors, President (1989)

B/D Personnel Subcommittee

B/D Liaisons: COSSA, JCIA, Mental Health
Forum

Committee for the Protection of Human
Participants in Research (1986-1989)

Staff Liaison to; Committee on Accredita-
tion, Task Force on the Process of Accredi-
tation, and Task Force on the Review of the
Scope and Criteria for Accreditation
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Oliver, Laurel W.
Perloff, Robert
Primoff, Ernest S.
Ramos, Robert A.
Robertson, Gary J.
Schmitt, Neal W.
Schneider, Benjamin
Tenopyr, Mary L.
Welds, Kathryn M.

Wexley, Kenneth N.
‘Wing, Hilda

Wittig, Michele A.

Zedeck, Sheldon

Committee on Employment and Human Re-
sources (1987-89)

Board of Social and Ethical Responsibility
for Psychology (1988-90)

Training Group of the Joint Committee on
Testing Practices

Committee on Psychological Tests and As-
sessment

Training Group of the Joint Committee on
Testing Practices

Council of Editors; Editor, Journal of Ap-
plied Psychology

Board of Professional Affairs (1988-1990)

Committee on Scientific Awards (1987-90)

Committee on Legal Issues

Council of Representatives

Committee for the Approval of Continuing
Education Sponsors

Council of Representative (1986-1989)

Committee on Psychological Tests and As-
sessment, Chair

Committee on Academic Freedom and Condi-
tions of Employment (1988-1992)

Council of Representatives (1989-1952)

THE SCIENCE AND PRACTICE OF
INDUSTRIAL AND ORGANIZATIONAL

PSYCHOLOGY

This brochure, published by the Society, describes t_he
work 1-O psychologists do, how organizations can work with
them, educational requirements, and the role of the Society.

Single Copies Free
Packages of 10 available for $5.00

Write to: Society for Industrial and Organizational
Psychology
Department of Psychology
University of Maryland
College Park, MD 20742

DEPARTMENT OF ORGANIZATIONAL BEHAVIOUR
LECTURERS/SENIOR LECTURERS/
ASSOCIATE PROFESSORS

Applications are invited from candidates who are able to teach in one or
more of the following areas at the BBA and MBA levels:
Personnel Management/Human Resource Management
Comparative Management/Cross-cultural Studies
Applicants should possess a PhD degree from an accredited university.
Those who expect to complete their doctoral program soon may also apply.
New PhD holders begin their career as Lecturers,
Besides appointments on normal 3-year contracts, visiting appointments
for one to two years may be considered.
Gross annual emoluments range as follows:

Lecturer . S5$53,160- 64,200
Senior Lecturer S$58,680-100,310
Associate Professor 5%88,650-122,870

{US$1.00 = S$1.96 approximately)

The commencing salary will depend on the candidate’s qualifications,
experience and the level of appointment offered.

Leave and medical benefits will be provided. Depending on the type of
contract offered, other benefits may include: provident fund benefits or an
end-of-contract gratuity, a settling-in allowance of $$1,000 or $$2,000,
subsidized housing at nominal rentals ranging from S$100 to S$216 p.m.,
education allowance for up to three children subject to a maximum of
5%$10,000 per annum per child, passage assistance and baggage
allowance for the transportation of personal effects to Singapore. Staff
members may undertake consultation work, subject to the approval of the
University, and retain consultation fees up to a maximum of 60% of their
gross annual emoluments in a calendar year. '

The Department of Organizational Behaviour is a department in the
Faculty of Business Administration. There are eight faculties in the Na-
tional University of Singapore with a current student enroliment of some
14,000. All departments are weil-equipped with a wide range of facilities
for teaching and research.

All academic staff have access to the following computer and telecom-
munication resources: an individual microcomputer (an (BM AT-
compatible or Apple Macintosh); an IBM mainframe computer with 16
MIPS of computing power; an NEC SX supercomputer with 650 MFLOPS
of computer power; departmental laser printers; a wide spectrum of main-
frame and microcomputer software; voice-mail; BITNET to access
academic institutions world-wide. In addition, a proposed campus net-
work based on state-of-the-art optical fibre technology will be installed by
1990 to facilitate resource sharing and electronic communication for the
academic community,

Application forms and further information on terms and conditions of
service may be obtained from:

The Director The Director -

Personnel Department North America Office

National University of Singapore National University of Singapore

10 Kent Ridge Crescent 780 Third Avenue, Suite 2403

Singapore 0511 New York, NY 10017, U.S.A.

Tel: (212) 751-0331

Enquiries may also be sent through BITNET to: PERSDEPT @ NUSVM, or

through Telefax: (65) 7783948.
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CRITERIA
FOR

MEMBERSHIP

Society for Industrial and Organizational Psychology, Inc.

Division 14 of the American Psychological Association

Membership in the Society for Industrial and Organizational
Psychology, Inc. (SIOP) is open to Fellows, Members, and Associates of
the American Psychological Association (APA) and Fellows and
Members of the American Psychological Society (APS). Applications for
Society Member, Associate or as Foreign or Student Affiliates of the
Society are handled through the Society Membership Committee.
Recommendations for status as Fellows are made through the Fellowship
Committee.

SIOP members recently approved a change in the Society’s bylaws to
open membership in SIOP to Members or Fellows of APS, as well as
APA. Beginning this year, the Membership Committee will be reviewing
applications from individuals who have membership status in either
APA or APS.

Article 1, Section 2 of the Society’s Bylaws describes the Society’s pur-
pose as “‘to promote human welfare through the various applications of
psychology to all types of organizations providing goods and services.”’
Examples of such applications include: selection and placement of
employees, organizational development, personnel research, design and
optimization of work environments, career development, consumer
research and product evaluation, and other areas affecting individual
performance in or interaction with organizations.

Society members must: (1) currently be members in good standing of
either APA or APS; (2) have a doctoral degree based in part upon a
psychological dissertation conferred by a graduate school of recognized
standing; (3) be engaged in study or professional work that is primarily
psychological in nature; (4) be engaged in professional activities
(research, teaching, practice) related to the purpose of the Society, as
stated above; and (5} have a minimum of one year’s full-time service in
such activities.

72

Applicants for Society members not receiving a doctoral degree in I/0O
Psychology, or the equivalent thereof, should support their application
with any one of the following: (1) two articles published in I/0O related
journals; (2) two letters of recommendation written by current Society
members; (3) name of 1/0 related courses taughi; or (4) copies of un-
published research or evaluation reports in 1/Q areas.

Applicants for Associate member must: (1) currently be associate
members in good standing of APA or APS'; (2) completed two years of
graduate study in psychology at a recognized school; {3) have a Master’s
degrec in psychology (or related area) from a recognized graduate
school; (4) have a minimum of one year’s full-time professional work in
psychology; and (5) be engaged in professional or graduate work related
to the purpose of the Society, as stated above.

Student members are not required to be student members of APA or
APS, but must be presently engaged primarily in formal study related to
the purpose of the Society, as stated above. More information on this
category of membership is available elsewhere in this issue of TIP.

Individuals interested in applying for membership status in SIOP
should complete the application and return it to:

SIOP Administrative Office
617 East Golf Road, Suite 103
Arlington Heights, IL 60005

"By the time of publication, APS should have instituted an Associate membership status,

JOB
OPENINGS?

Contact the Business
Manager to advertise in TIP.
Rick Jacobs, 520 Moore
Building, Department of
Psychology, Pennsylvania
State Universily, University
Park, PA 16802 (814-863-
1867 or 814-237-5997).
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PC/Stargrap B ;W oyl Zapp! The Lightning

U || of Empowerment

A Survey Analysis _' T agining of by William C. Byham, Ph.D.
and i N A, Development Dimensions
Reporting Pac k age : o International

In the 60s, corporations thought involving people meant

_ being sensitive to their needs. In the 70s, it required asking
PC/Stargraph’ defines the state-of-the-art in Attitude . fm}liloyees for help. In the 80s, it entailed lots of meetings.
Survey Analysis and Reporting Packages for microcomputers. _ n his new l?ook, Dr. William C. Byhgm states that the source
of constant improvement for the 90s is empowerment, or

syste ides for: ) . ..
The system provides for Zapp!, which enables people to take ownership of their jobs.

O Questionnaire Definition
O Item Banking

Zapp! was wrilten to raise awareness among supervisors
O Data Entry/Edit

and managers. It helps them to understand empowerment

O Online Frequencies and Crosstabs : 3 in recognizable and applicable terms and shows what it
O Custom Report Generation including: takes to be an empowering leader. In addition to raising

- Executive Summaries _ awareness and understanding, Zapp! provides a common

- Bar Charts : language to help senior managers transmit their vision of

- Tables empowerment throughout the organization.

{Each with a variety of forms and options.) _ B ] ) o
O Import/Export Capability : Yhém stresses that in ﬂ’fe coming years organizations must
oc tibility with Questar's Mainframe System . effectively apply the creative energy of individuals who
W(l)llil::ll)laofferstsy a Full Range of Data Services ' comprise them. By doing this, management ensures that

employees take personal interest in their work, that their
performance climbs, and that the organization’s overall goals
are met.

® $19.95 hardcover: ISBN# (-9623483-0-9
DDI@ $ 9.95 paperback: ISBN# 0-9623483-1-7
o Sl " (plus $2.50 minimum shipping and handling)
i VISA or MasterCard Accepted

@8 For more information contact:
Y James W. Miller, Ph.D.

| Questar Data Systems, Inc.
| 2905 West Service Road
Eagan, Minnesota 55121-2199
(612) 688-0089

To order Zapp!, call DDI's Client Services at 412/746-3900. |
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Committee on Committees

Lynn R. Qifermann

The Committee on Committees is now accepting self-nominations for
membership on 1990-1991 committees of the Society for Industrial and
Organizational Psychology. Members, Associates, and Fellows of the
Society who are interested in active involvement in the Society’s activities
are encouraged to volunieer for committee service. The Society would
especially like to foster such service by women and minorities.

A list of SIOP standing committees is provided on the Self-
Nomination Form that appears on pages 79-80 of this issue. Appoint-
ments to standing Society committees are typically made for a one-year
period. Reappointment is not automatic. Thus, those interested in con-
tinuing present service should complete and return the Self-Nomination
Form each year.

Reflecting the Society’s change from an August-August calendar to a
new April-April schedule revolving around the SIOP conference, com-
mittee assignments will also be on an April-April basis beginning in 1990,
Thus, 1990-1991 committee assignments will be made in the early spring
of 1990. Due fo this advancement in our schedule, this is the only time
the Self-Nomination form for 1990-1991 will be published. The deadline
Jor receipt of this form is February 1, 1990.

Individuals interested in serving on a Society committee for the April
1990-April 1991 period should complete the Self-Nomination Form, or a
copy of it, as soon as possible and send it to Lynn R. Offermann. The
mailing address appears on the Self-Nomination Form.

PRINCIPLES FOR THE VALIDATION AND USE OF
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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Self-Nomination Form
Standing Committees, 1990-1991
Society for
Industrial and Organizational Psychology
Deadline: February 1, 1990

If you are interested in serving on a standing committee of the
Society for the 1990-1991 period, please complete this form (or a copy of
it) and mail it to Lynn R. Offermann, Chair, Committee on Committees,
Society for Industrial and Organizational Psychology, Department of
Psychology, George Washington University, Washington, D.C. 20052.

Name:

Last First Middle
Mailing Address:

Phone Number: Area Code { )

Job Title:
Eduocational data:

Highest earned degree:
Educational Institution:

Year granted:

Society status:

[ ] Associate [ ] Member { 1 Fellow

Committee preferences:

If you have preferences concerning placement on committees. please
indicate them by writing the number 1, 2, and 3, respectively, by the
names of your first, second, and third most preferred committee
assignments. If you wish reappointment to a committee on which you
presently serve, please rank that committee as 1. Note, however, that you
need not provide these ranks if you are indifferent about committee
placement.

_Awards
—.Committee on Commiittees
— Continuing Education and

__Membership
__Professional Affairs
—Program (APA meeting)

Workshop —Program (SIOP Conference)
— Education and Training —Scientific Affairs
—External Affairs __State Affairs

— Fellowship (Fellows only) __TIP Newsletter
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Prior Society service:

If you have previously served on Society committees, please list their
names and the years you served on each.

Prior APA service:

If you have previously served on one or more American Psychological
Association Boards or Committees, please list their names and the years
you served on each.

Special interests and/or qualifications:

If you have any special interests or qualifications that the Committee
on Committees should consider in making decisions about committee
assignments, please note them here.

References:

Please provide the names and addresses of two Members or Fellows of
the Society who the Committee on Committees may contact to obtain ad-
ditional information about vou.

Name Address

Name Address

Your Signature:
Date:

Please mail the completed form (or a copy of it) by February 1, 1990, to:
Lynn R, Offermann
Committee on Committees
Society for Industrial and Organizational Psychology
Department of Psychology
George Washington University

Washington, D.C. 20052
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APPLICATION FOR STUDENT AFFILIATE MEMBERSHIP

SOCIETY FOR INDUSTRIAL AND ORGANIZATIONAL
PSYCHOLOGY, INC.
DIVISION 14 OF THE AMERICAN PSYCHOLOGICAL ASSOCIATION

(Please Type or Print)

Name:

Address:

EDUCATIONAL BACKGROUND

Name of Institution:

Address of Institution:

Degree you are pursuing:

Year you expect degree:

Area of specialization:

Advisor:

Advisor’s Signature

* Student Affiliate Annual Dues are $10.

® Dues include a subscription to The Industrial-Organizational
Psychologist (TIP) and all other mailings of SIOP.

* Please make check or money order payable in U.S. currency to: SIOP,

SIOP Administrative Office
617 East Golf Road, Suite 103
Arlington Heights, IL 60005
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PC-BASED SKILLS
ASSESSMENT PROGRAMS

from
S. F. CHECKOSKY .4 & ASSOCIATES INC.

M wordRater - Word Processing Skills

[ TypeRater - Basic Typing Skills .
M TypeRater Plus - Advanced Typing Skills
[ StenoRater - Steno-Dictation Skills

[ DataRater - Data Entry Skilis

* IBM-PC/XT/AT/PS-2 & compatibles .

» FULLY AUTOMATED—no stopwatches, counting words,
circling errors . . B 4

* WIDELY USED—over 400 corporations, universities, an

overnment agencies

. %EWLY REVISED—in our 5th year, programs shortened
and more user friendly o N~

« NOT COPYPROTECTED site license—no tadd|t|ona
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 o

¢ CUSTOMIZATION—can meet individual company
specifications _ . . )

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

+ REPLACEMENT DISKETTES—s/h only for lost or dam-
aged diskettes i

. T%LL-FREE NUMBER—SB a.m. to 7 p.m. EST for service
and customer support

For a free demonstration diske!:te, information,
and current price list, write or call:

S.F. CHECKOSKY & ASSOCIATES INC. v
[SFC&A]

90 Monmouth Street
Red Bank, NJ 07701
1-800-521-6833
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Fellowship: Call for Nominations

The SIOP Fellowship Committee would appreciate nominations for
candidates for Fellowship in the Society. Nominees must be SIOP
members who have made ““unusual and outstanding contributions to I/Q
psychology.”” Our recent bylaws change creates the category of member-
ship ““Fellow of the Society,’” which is separate from fellowship in APA.
Thus nominees do not have to be members of APA; candidates who are
APA members will be considered for fellowship in APA as well as in the
Society.

Please contact Paul Sackett with names of individuals you would iike
to sponsor or think should be sponsored for fellowship. All nomination
materials must be complete by mid-December, so don’t delay! Call Paul
at 612-624-9842 with nominations, or write to him at the Industrial
Relations Center, University of Minnesota, 537 Management and
Economics Building, Minneapolis, MN 55455.

Frontiers Volume on Training and
Career Development

Irwin L. Goldstein

The third volume of the Frontiers Series on *Training and Career
Development,”” edited by Irwin L. Goldstein of the University of
Maryland is scheduled for publication by Jossey-Bass in November,
1989. This is the third volume developed by Frontiers Series Editor, Ray-
mond A. Katzell, and the editorial board. The first volume ““Career
Development in Organizations®® edited by Douglas T. Hall was published
in 1986 and has already sold close to 5,000 copies. The 1988 volume on
“Productivity in Organizations’” edited by John P. Campbell & Richard
J. Campbell has already sold 1,600 copies. The Frontiers Editorial Board
and Jossey-Bass have both expressed appreciation to SIOP members for
their support of the series.

Goldstein, in describing the training volume, noted that in the last
decade there has been considerable research and theory development in
the area of training. Also, the book arrives at a time when even more
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researchers are focusing their attention on training issues. "With. complex
changes occurring both in the workplace and in the der}l(?graphlc.s of the
working population, many persons are hc_aping that training w11} increas-
ingly serve in a positive way to give individuals work opportunities. Th'e
volume discusses many training issues facing researchers and px_"a(.:tl—
tioners. The list of outstanding authors and their topics in the t_rammg
volume are listed below. Forthcoming velumes in the series include
Climate and Culture (edited by Benjamin Schneider), Work a:nd the
Family (edited by Sheldon Zedeck) and Issues in Selection (edited by
Neal Schmitt and Wally Borman).

¥rontiers Volume on Training and Career Development
Irwin L. Goldstein, Editor

Introduction ‘ o
Chapter 1. Irwin L. Goldstein. A Perspective on Training Issues: Past,
Present and Future.

Part I—Training System Issues ' o ‘
Chapter 2. Cheri Ostroff and J. Kevin Ford. Assessing training needs:
Critical levels of analysis. ‘ o
Chapter 3. Wayne F. Cascio. Using utility analysis to assess training

outcomes. ]
Chapter 4. Richard D. Arvey & David Cole. Evaluating change due to
training.

Part ITI—Learning and Cognitive Ideas o _
Chapter 5. William C. Howell & Nancy J. Cooke. Training and cogni-
tive models. o B
Chapter 6. Edwin A. Fleishman & Michael D. Mumford. Linking ability

taxonomies with training and task performance. o
Chapter 7. Gary P. Latham. Behavioral approaches to the training and
learning process.

Section IN—Dynamic Training Issues . o _
Chapter 8. Harvey L. Sterns & Dennis Doverspike. Training issues facing
an aging workforce, o ) _
Chapter 9. Manuel London & Emily Bassman. Retraining mid-career
workers for the future workplace. o .
Chapter 10. Daniel C. Feldman. Socialization, resocialization, and train-

ing. ] . -
Chapter 11. Simcha Ronen. Training the international assignee.
Section IV—Commentators ' o
Paul W. Thayer. A historical perspective on training.
John P. Campbell. The agenda for theory and research.. o .
Kenneth N. Wexley. Contributions to the practice of training in orgam-
zations,
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Report on the 1989 1/0-OB
Doctoral Student Consortium

Dennis Doverspike
University of Akron

In 1989, the Society sponsored its fourth annual 1/O and OB Doctoral
Student Consortium. The consortium is conducted under the auspices of
the Education and Training Committee. The consortium was held before
the SIOP Midyear Conference at the Marriott Marquis in Boston. Forty
graduate students attended the consortium. We would like to thank all
the faculty and universities who nominated and supported students for
the consortium.

The day’s activities began with a buffet breakfast. Students then di-
vided into two all-morning sessions, one by Susan E. Jackson (New York
University) on ““Exploring the Consequences of Work Group Composi-
tion” and the other by Ellen Kossck (Michigan State University) and
Robin Ely (Harvard) on “Using Qualitative and Quantitative Data in
Organizational Research.” Lunch featured a speech entitled ““The
Changing Face of Psychology in Industry”” by Herbert H. Meyer
(University of South Florida). The afternoon sessions were presented by
Richard Campbell (New York University) assisted by Susan Jackson on
““Carecers in 1/O Psychology’’ and by Michael Lindell (Michigan State
University) on *‘Disasters in the Application of 1/0O Psychology.”” Both
personally and for the Society, I would like to express my deepest ap-
preciation and thanks for the time and effort invested by all the
presenters.

The subcommittee for the consortium was composed of Dennis
Doverspike, Ellen Kossek, and Lorianne Roberson. The subcommittee
also wishes to thank Manny London for his assistance.

Students provided open-ended evaluations. Overall, the evaluations
were very positive. Many favorable comments were also heard at the con-
ference. Students especially appreciated the opportunity to meet other
outstanding research-oriented students from across the country.

The 1990 Doctoral Student Consortium is currently entering the plan-
ning stages. Any comments or suggestions may be forwarded to Dennis
Doverspike, Doctoral Student Consortium, Psychology Department,
The University of Akron, Akron, Ohio 44325.
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Iotas

Steve W. J. Kozlowski

Summer tends to be a busy time for professional association meet%ngs
during which several members of the Society were (or \.:v?ll be) recognized
for their many contributions to the field. This is in addition to the awards
made by SIOP which appear elsewhere in this issue.

Ken Clark will receive the Outstanding Contribution to Psychology
and Management Award to be given by the Seociety of Psychologists in
Management (SPIM) at their mid-winter meeting. Ken will also be the
featured speaker on the conference theme of ‘“Developing Leaders for
the 1990s.”* The conference will be held in Clearwater, Florida, February
9-10. Those interested should contact Darwin Dorr at the Highland
Hospital in Asheville, NC (704-254-3201).

Ann Howard and Doug Bray were honored at the Academy of
Management Meeting in Washington, D.C., for their co—authqred b.ook,
Managerial Lives in Transition: Advancing Age and Changing Times.
The volume was selected from among 19 books nominated for.the
Academy’s George R. Terry Award, given for an outstan.ding contribu-
tion to management knowledge. In announcing the selection, tl'le awa.rd
committee described the book as ‘““a model of excellence in social

science.’’ '

Gary Latham, Miriam Frez, and Ed Locke received the Out_staqdmg
Publication in Organizational Behavior Award from the Organizational
Behavior Division of the Academy of Management for their monograph,
Resolving Scientific Disputes by the Joint Design of Crucial Experimef-ets
by the Antagonists: Application to the Erez—Latham Dispute Regardmg
Partiapation in Goal Setting. The award was presented during the
Academy’s national meeting in August. .

Manny London received the 1989 Book Award from the American
Society for Personnel Administration for his book, Change Agenis: New
Roles and Innovation Strategies for Human Resource Professionals.

And Thomas Mason, a recent Ph.D. graduate of the 1/O psychology
program at the University of Tennessee, Knoxville, won the Interna-
tional Personnel Association Assessment Council 1989 Student Paper

Competition.
Congratulations to all! ‘
The Center for Applied Behavioral Sciences at Penn State, directed by

Frank Landy, has received a five year $1.8 million grant f.roml the U‘.S.
Department of Agriculture to evaluate a demonstration project involving
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novel ways of recruiting and hiring scientists and professionals in the
Agricultural Research Service and the Forest Service. (We are now
awaiting word for news that Frank has decided to form his own uni-
versity!)

As usual, there is lots of news about positions, promotions, and ap-
pointments. Edwin P. Hollander has been appointed University
Distinguished Professor of Psychology at the Baruch College of the City
University of New York, while in the country’s (northern) heartland Rich
Arvey has been appointed the Carlson Professor of Industrial Relations
at the University of Minnesota. Art Brief has joined Rob Folger and
Mary Konovsky in the Qrganizational Behavior Group at the Freeman
School of Business, Tulane University. Bob Caplan, formerly of ISR,
has joined the /0O faculty at George Washington University, He replaces
the “‘retiring”’ Jim Mosel, founder of the program and its director for 40
years. Jim will continue to be active in the program as a professor
emeritus.

Vicki Vandaveer has joined Jeanneret & Associates, Inc., as a Senior
Consultant, She will be located in the firm’s Houston office. Vicki was
formerly the Manager of Personnel Rescarch for Southwestern Bell.
Carol Hailes has also joined the firm. She will serve as the on-site
psychologist at a nuclear power plant located in Texas,

David Jones of Personnel Designs, Inc., reports lots of activity. Anita
L. Kamouri has been appointed a Vice President of the firm. Glenn T.
Ball has joined the firm as Managing Principal of its newly established
Hartford-area office. Glenn was formerly Director of Human Resources
Research for the Travelers Insurance Companies. R, Stephen Wunder
has joined the firm as Managing Principal of its newly established
Houston-area office. He was formerly Manager of Personnel Activities
with Exxon Corporation. Alsc joining the Houston office as Project
Consultant is Steven Arneson. .

John Rauschenberger at Ford Motor Company has been promoted
and has moved from the Employee Development and Planning Depart-
ment to the Employment and Training Planning Department. At Bur-
roughs Wellcome Company, Susan Reece has been promoted to
Manager of 1/O Psychological Services in Corporate Compensation,
with responsibility for managing job analysis and testing, and John
Fleenor has been promoted to Performance Technology Analyst in Cor-
porate Training and Development, with responsibility for evaluating
organization development and training programs.

I spent the summer in San Diego working with Bob Morrison at the
Navy Personnel Research and Development Center (NPRDC) as a
Navy--ASEE Summer Faculty Fellow. My thanks to everyone at
NPRDC for an interesting and challenging experience. Jack E. Edwards,
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formerly on the 1/O faculty at the Illinois Institute of Technology (IIT),
recently joined NPRDC (Jack . . . say LIMDU). MaryBe_th D'eGregorm,
only recently a graduate student at Michigan State University (MSU),
will be a visiting faculty member at IIT. Scott Coben and Sue Qqheg
(formerly Sue Schechtman), who also attended MSU,. Ifave ]I(l)me
Development Dimensions International. Ellen ¥0ung has ]0111.ed the In-
ternational Personnel Management Association as the Director of
ervices.

AS;)?;I‘Ille?sl:lrian and Harry Triandis were invited speakers for a program
entitled, Horizonte 2000, held in Madrid, Spain, lasi May for human
resource managers in Spanish industry. Morris Aderman of IIT receptly
conducted a managerial workshop for the Secretary (')f Tranqurtatlon,
Sam Skinner, and 25 top Department of Transportation exef:utlves.

The Personnel Testing Council of Metropolitan Washl.ngton has
recently elected a new board for the 1989-90 term. The follpwmg persm?s
will be serving as officers: Lance Seberhagen, Pre51d53nt; Debhbie
Whetzel, President-elect; Merri-Ann Cooper, Past President; Dave
Kleinke, Vice President-Programs; Nancy Robinson, Secretary; Joyce
Mattson, Treasurer; and Jess Robinson, Recorder. o

Finally, under the heading that truth is stranger than fiction, take a
look at the photo (taken in 1959) that appears belon. The .two close
friends in the picture (right, middle) were accompanying their fathers,
who were both naturalists, on an expedition in the Grand Tetons. O.vef
time the friends drifted apart and lost contact with each other. Sur;?rlse.
About 20 years later, they rediscovered each other and were‘astomshed
to learn that they had independently selected the same profession, that of
1/0 psychologist! The two people in the picture are now somewhat older
and among the more visible members of thc:: profession. Can you gues;
who they are? Their identities are revealed in the note at the bottom o
this page.

‘saure[ AIIe] pue ASATY UOTY 9B SPualiy 150[-dUO0] UL

38

Call for Information about Predictors of
Dishonesty, Theft, and Related Behaviors
in the Workplace

APA’s Committee on Psychological Tests and Assessment (CPTA),
Division 5, and the Society for Industrial-Organizational Psychology
(SIOP) have created a joint task force to examine the scientific and
social-policy considerations associated with the use of measures to
predict dishonesty, theft, and related behaviors in the workplace. The
Task Force on the Prediction of Dishonesty and Theft in Employment
Settings is now seeking information about these measures and their use.
Please send any relevant information about commercially available and
unpublished measures of this kind, including the names of these in-
struments and their sources, and published and unpublished research to:
Dianne Lane, APA Science Directorate, 1200 17th Street NW,
Washington, DC 20036. Please respond by December 15.

Research Support

The Social Science Research Council offers three fellowship and grant
programs to support research on the urban underclass in the United
States. Undergraduate Research Assistantships, Dissertation Fellowships
and Postdoctoral grants will be offered in 1990. Topics that may be sup-
ported by these programs include, but are not limited to: The processes
by which individuals and families become at-risk for welfare dependen-
¢y, and the effects of this dependency upon the developmental trajec-
tories of children and youth; The relationship between the degree of con-
cenfration of poverty and the structure and functioning of families; The
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ways in which household structure and dynamic§ influence the in-
tergenerational continuity of poverty within fami!les; The effects of
family processes and communily resources on in_diwdua.l d.eyelopmen}:al
trajectories; The differential ability of instltuuons,_ families, a.nd in-
dividuals to respond to changes in employment, housing, and rac1§1 argd
ethnic composition within their communities; and The effects of shifts in
the nature of jobs, occupations, and employment on groups that la}ck
educational and employment skills and experiences. Application
deadline: January 10, 1990. For further information, please contact:
Social Science Research Council, Research on the Urban Underclass, 605
Third Avenue, New York, NY 10158,

Special Issue of JOURNAL OF BUSINESS AND
PSYCHOLOGY (JBP)

Journal of Business and Psychology (JBP), a Human Sciences
Press/Plenum Journal of applied psychology, is pleased to announce a
special 1990 issue entitled, ‘‘Computer Advance§ in Personnel
Psychology.” Articles are sought that thoroughly describe new software
and hardware innovations that should prove useful to personnel plrofes—
sionals. All papers will be blind reviewed. There will be no commismlor.led
papers. For a detailed description of the special issue and JBP policies,
prospective contributors should contact in writing: Dr. John W. Jones,
Editor, Journal of Business and Psychology, London House, Inc., 1550
Northwest Highway, Park Ridge, IL 60068. Submissions are fiue to the
Editor by February 15, 1990. Four (4) copies of the manuscript are re-
quired.

Call for Review of Computer Advances in
Personnel Psychology

A comprehensive review article covering all com_puter advances in per-
sonnel psychology is being prepared for a special issue of the Journal of
Business and Psychology. Articles describing both software and I_la.rd»
ware innovations are requested, along with current papers describing
practical, ethical, and legal implications of computer use in persgnpel
practice. Contributors will receive an annotated bibliography that will in-
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clude their submission. Authors of papers which may be germane to this
review are invited to submit them:for possible citation to: Dr. John W.
Jones, Editor, Journal of Business and Psychology, London House,
Inc., 1550 Northwest Highway, Park Ridge, IL 60068.

Call for Papers

The 15th National Conference on Feminist Psychology, hosted by the
Arizona Chapter of the Association for Women in Psychology, to be
held in Tempe, Arizona, March 8-11, 1990, is seeking proposals on the
theme: Feminist Psychology . . . Reclaiming Liberation. All types of pro-
grams are welcome: research, theory, applied and clinical practice,
teaching, supervision, client advocacy, and public policy. Presentations
may be made by professionals, students, community activists, and others
interested in the feminist psychology of women. For more information
and guidelines, contact Sue Morrow, Conference Co-Coordinator, 110
West Geneva Drive, Tempe, Arizona, 85282, (602) 966-0039.

CALL FOR MANUSCRIPTS

There will be a special number of the Journal of Family Issues on the
theme The Empact of Workplace Family Policies. Papers based on
studies of the consequences of such policies for families and/or
businesses rather than descriptive reports are the focus. Papers should be
no longer than 30 pages, double-spaced, and are due by December 15,
1989. Send manuscripts to: Joan Aldous, Department of Sociology,
University of Notre Dame, Noire Dame, IN 46556.

CALL FOR PROPOSALS

Research and Development proposals for the Strong Interest Inven-
tory (Strong) are being solicited by the Strong Research Advisory Board
dcting on behalf of Stanford University Press. Support will be offered to
qualified investigators for research that will: 1) build on and extend exist-
ing research; 2) develop new areas of research; 3} extend the use and
knowledge of the Strong. Call or write for a copy of the Proposal
Guidelines: Strong Research Advisory Board, Stanford University Press,
Stanford, CA 94305 415-723-9434.
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Upcoming Conferences and Meetings

1989

Nov. 6-10 The 31st Annual Military Testing Association Con-

ference. San Antonio, TX. Contact: Jay Tartell, MTA
Chairman (512) 652-6623 (or AUTOVON 487-6623).
Third Conference on Quality of Life and Marketing.
Blacksburg, VA. Contact M. Joseph Sirgy, Depart-
ment of Marketing, Virginia Tech, (703) 231-5110.

International Personnel & Human Resources Manage-
ment Conference. City Polytechnic of Hong Kong.
Contact: Dr. Ben Shaw, Department of Management,
University of Baltimore, (301) 625-3145 or Dr. Ken

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

Nov. 8-10

Dec. 12-15

1990

Mar. 15-17 Anmnerican Psychology-Law Society, Biennial Meeting.

Williamsburg, VA. Contact: Kathy Ozslzly, Law and
Psychology Program, 209 Burnett Hall, University of
Nebraska, Lincoin, NB 68588.

2nd Annual International Conference on Socio-
Economics, George Washington University, Washing-
ton, D.C. Contact: The Society for the Advancement
of Socio-Economics, 714H Gelman Library, 2130 H
Street, NW, Washington, D.C. 20052.

29th Annual National Society for Performance and In-
struction (NSPI) Conference. Toronto, Ontario,
Canada. Contact: National Headquarters, NSPI, (202)
861-0777.

Annual Conference of the American Society for Public
Administration. Los Angeles, CA. Contact ASPA:
(202) 393-7878.

Annual Conference of the Society for Industrial and
Organizational Psychology. Miami, FL. Contact:
Ronald D. Johnson, Chair, (703) 231-6152.
Annual Conference of the American Society for Train-
ing and Development. Orlande, FL. Contact: Dawn
Temple, ASTD, (703) 683-8188.

Mar. 16-18

Mar. 26-30

Apr. 7-11

Apr. 20-22

May 6-10
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Annual Conference of the American Society fczslgji—
sonnel Administration. Atlanta, GA. Contact ,
48-3440. .
Szg::l)u; Conference of the International Pe}"sonsnel
Management Association Assessment Council. ; (;131;
Diego, CA. Contact: Ellen Young, IPMA, (
549-7100. _ .
3rd International Symposium on Human Fact(;:ls ;rli
Organizational Design and Management, Knytof:‘l Cp 0
(immediately preceding the IAAAP Internation 'om
ress). Contact: Dr. Junzo Watada, S‘YI_npOS‘lL}
%ecret.ariat, Facuity of Business :Ac?mlmstrat;c;g,
Ryukoku University, Fukakusa, Fushimi, Kyoto ,
an. . _
Kfuual Convention of the Amercan Psycholog;g;;
Association. Boston, MA. Contact: APA, {
-7705. . o
?ﬁfrfnual Convention of the American Statlstzlggl
Association. Washington, DC. Contact: ASA, (202)

833-3410.

June 24-27

June 24-28

July 18-21

Aug. 10-14

Aug. 11-15

NOTE: This list wa prep red y Iene Gast for SIOP’s Exter nal Affa.ll's Committec. 1f you
S prepal b st fi !
W()uld hke.to Suggest addltlonal entnes, Dlease Cau Ilene Gast at {202) 653-6688

NOTICE

With the recent approval of changes _to thc-?‘l 3325’(3”863;
Laws. the Society will henceforth collect its ow v informa—
will n,o longer be collected b_y APA. More Coch?m e o
tion about this is contained in tI:ie Mn_as§age
dent which apRears eloc o F'SIOP duss, please contact

not ye _ , -
th::-fg%jPh:ivneancialyOfficer immediately! Contact:
Manuel London
SIOP Financial Ofticer
Harriman School for Management
SUNY—Stony Brook
Stony Brook, NY 11794-3775
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Clearinghouse for Technical Reports and
Other Unpublished Professional Documents

Theodore H. Rosen

In our attempt to aid in the dissemination of various professional
documents that are not often published or otherwise shared among our
profession, this column publishes brief summaries of such documents
with information on how the complete document can be obtained.
Copies of the documents are available from the designated sources. We
certainly appreciate the submission of the following documents, Many
thanks to the authors.

I. Gust, S. W, and Walsh, J. M. {(Editors). (1989). Drugs in the
workplace: Research and evaluation data. NIDA Research
Monograph 91, Office of Workplace Initiatives, National In-
stitute on Drug Abuse.

This monograph presents 18 papers concerning drugs in the
workplace. These papers are categorized under four groupings:

Prevalence of Drug Use by the Workforce

Relationship of Drug Use to Performance and Productivity
Indusiry Responses to Drugs in the Workplace

Emerging Issues/Research Directions

* ¥ #* ¥

There is also an introduction and summary written by the editors en-
titled: ““Research on the Prevalence, Impact, and Treatment of Drug
Abuse in the Workplace.”’

Copies of the monograph may be obtained by contacting: Steven Gust,
Ph.D., NIDA, Office of Workplace Initiatives, Room 10A-53, 5600
Fishers Lane, Rockville, MD 20857, Phone: (301) 443-6780.

II. Rosen, T. H. (1989). Retraining of excess Army employees: Con-
siderations for a changing workforce. Final Technical Report,
Prepared for the Office of Employment and Classification, Office
of the Army Deputy Chief of Staff for Personnel.

The major thrust of this project was to provide data on retraining
models and options in order to help the Army evaluate alternative ap-
proaches, develop policy guidance, and decide whether to provide addi-
tional resources to the existing retraining program. Of the five analyses
conducted as part of this research effort, an appendix of the final report
concerning the comprehensive literature review of private sector cor-
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al., 1985, .

cting: The

American Psychological Association, Science Directorate, 1200 17th
Street, N.W., Washington, D.C. 20036, Phone: (202) 955-7653.

V. The following documents are recent publications from the U.S.
Office of Personnel Management:
A. Dye, D. A. and Reck, M. (1988). A literature review and
meta-gnalysis of education as a predictor of job performance.
Office of Personnel Research and Development #88-9, 49 pages.
NTIS #PB 89-152433/AS,
This study was undertaken to further the investigation of education as
a predictor of job performance. The first part of the study was a review
of the literature. Five types of measures were identified: academic
achievement, level of education, field of study, institutional quality, and
extracurricular activity. The second major part of the study was a series
of meta-analyses. The findings suggest that levels of validity for the
measures of education reviewed are essentially the same or higher than
was suggested by the literature review.
B. Northrop, L. (1988). Situational specificity and validity
generalization results for apprentice occupations. Office of Ex-
amination Development #88-14, 60 pages. NTIS #PB 88-213608.

The Schmidi-Hunter validity generalization model was applied to a
broad spectrum of blue-coilar occupations (both civilian and military)
for which apprenticeship training is appropriate. Task differences among
a very heterogencous group of jobs were found to have relatively little ef-
fect on test validities, but the test types analyzed were not equally valid
for all jobs. Although examination of mean observed and estimated
mean true validities across and within job groupings provided little
evidence of validity moderation by tasks (job specificity), possible
moderation by item type was suggested by some of the data. It was con-
cluded that, in an employment situation, careful selection of the specific
item type (within a given test type) with which to assess a particular abili-
ty might contribute to maximization of the validity of a selection pro-
cedure.

C. O’Leary, B., Colberg, M. and Nester, M. (1988). The dual
track validation system. Office of Personnel Research and
Development #88-3. 37 pages. NTIS #PB 89-130678/AS.

The dual track validation system is a procedure for documenting the
agreement (or disagreement} existing between single-study validation
results and expected results based on validity generalization (VG). The
report also provides guidance on job analysis methods which can be used
in linking the two types of studies.

The above studies may be obtained directly from: U.S. Department of
Commerce, NTIS, 5285 Port Royal Road, Springfield, VA 22161,
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Phone: (703) 487-4650.
D. MacLane, C. N. (1988). After the PACE: A summary of

alternatives research under the Luevano Consent Decree. Office
of Fxamination Development #88-16, 6 pages.

Copies of this report may be obtained by contacting: Ms. J ulie Rhein-
stein, U.8S. Office of Personnel Management, Personnel Research and
Development, 1900 E. Street, NW, Room 6451, Washington, D.C.
20415, Phone: (202) 653-2594.

If you or your organization has any technical reports, case studies,
working papers, intraorganizational applied research reports, and/or
prepared texts for oral presentations which might be of interest to our
profession and are available for distribution. Documents that advertise
the products or services of an individual organization will not be listed.
To submit a document or for more information, contact: Ted Rosen,

Associate Editor, TIP, 9008 Seneca Lane, Bethesda, MD 20817, Phone:

(301) 493-9570.

Office of Science, Technology and Policy
Seeks Behavioral Scientist

Dave Johnson

D. Allan Bromley was confirmed as the President’s
Science Adviser and as Director of the Office of Science, Technology and Policy
(OSTP). Bromley has said publicly that a top priority of his Directorship will be
to find ways to achieve closer federal interagency coordination and cooperation
on large scale science initiatives and on improving education. He has also said
publicly that he considers a solution to this challenge to be a matter for behavioral
and social scientists rather than for experts in technology.

Today I received a call from the only Assistant Director (of 4 expected Assis-
tant Directors) now in place at OSTP. The Assistant Director, Dr. Allen Ham-
mond, has said that Bromley is interested in appointing a behavioral scientist to
his staff, and he would prefer the expertise of this person to be in the area of coor-
dination of activities in large organizations (such as the federal government).

He asked assistance in fi orwarding to him the credentials of scientists who could
fit this bill. I believe 1/O is a souxce from which to draw. That is why I am asking
assistance in getting the word out to members of SIOP. Please have names and
resumes forwarded to the TFederation Office: Federation of Behavioral,
Psychological and Cognitive Sciences, Attention: David Johnson, 1200 17th St.,
NW, Washington, D.C. 20036. If there are questions, [ may be reached at
302-955-7758 or by Bitnet at fed@gwuvm.

My sense from Hammond is that Bromiley is anxious to fill the open positions
on his staff and get OSTP functioning fully as fast as possible. So, if we are to

have an impact, we need to act quickly.

Several weeks ago, Dr.
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The
Right
People,
The
Right
Johs

+ Personnel selection design/validation

* Recruiting programs
* Performance appraisal development

= Organizational analysis

* Executive assessment/evaluation
s Employee relations

« Staffing requirements

s Interview design/training

» Compensation/benefit design

* Survey research

+ Position classification

¢ Training and development

¢ Dnig program design/evaluation

For more information on our
HRM services, please call Dr. Michael A.

Our HRM services include:
McDaniel, Associate, at {301) 951-2200,

or write to him at 4330 East West
Highway, Bethesda, Maryland 20814.

A World Leader in Technology and Management Consulting

BOOZ-ALLEN & HAMIITON INC.

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

passil}g 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 1o 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
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Positions Available

Rick Jacobs

CONSULTING PSYCHOLOGIST. Rohrer, Hibler & I%epiogle is seelf-
ing doctoral, licensed (or eligible) psychologist for full-time career posl-
tions with our 40-year-old firm of Consultants to Managemer}t. Can{:h—
dates must have the ability to establish effective rapport w1t_h senior
business executives and to assist them with innovative, practical, z_md
psychologically sound solutions to problems of people' and organiza-
tions. Business training, experience in business consultatlfm, an.d/or. e;xw
perience in management desirable. We maintain offices in major c1t1es:
nationwide, in Canada, and in Europe. Send cover letter and resume t0:
Recruitment Information Center, Rohrer, Hibler & Replogle, Inc., 220
West Gerry Lane, Wood Dale, IL 60191. RHR is an Equal Employment

Opportunity employer.

FACULTY POSITION IN INDUSTRIAL/ ORGANIZATIONAL
PSYCHOLOGY AT VIRGINIA TECH. The Depaftm.ent of Psychology
at Virginia Polytechnic Institute and State Universuy .mtends tc: mgke :1
tenure-track appointment in the area of I_ndustrlaUOrge?mzatlc_)n .
Psychology beginning August, 1990. A Ph.D. in Psychology is re:qulredl
and responsibilities include teaching at bo‘th the graduate kanf
undergraduate levels. Preferred apphcant.s ' will be? at the ran ok
Associate or Full Professor. However, gualified aPpllcants for tl.lf: ran
of Assistant Professor will be considered. The quality of re§earch is more
important than research area. Salary is commensurate \.mth expeneince
and applicants must have a proven record or show promise for devi op}
ing a theoretically based research program. The Departmend tg
Psychology is committed to scholarship and research excellen'ce an 1?;
successful candidate would be expected to reflect those commltmepts.
has 27 full-time faculty positions and offers Ph.P. programs in In-
dusirial/ Organizational Psychology, Applied Experimental Psychologyc,1
Clinjcal Psychology (APA-approved), Develo_pmental. Psychology, an:
School Psychology. Applicants should submit a letter of application,
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academic vita, and three letters of reference to: I/0 Search Committee
Chairperson, Department of Psychology, Virginia Polytechnic Institute
and State University, Blacksburg, Virginia 24061. Applications will be
accepted until the position is filled. Virginia Tech is an Equal Oppor-
tunity / Affirmative Action Employer.

PERSONNEL RESEARCH INTERNS—IBM: Seeking candidates in In-
dustrial /Organizational Psychology, Organizational Behavior, applied
Social Psychology, or related disciplines:

1. POST-DOCTORAL internships (recent grads). Full time, 6 to 12
months.

2. 3RD AND 4TH YEAR GRADUATE STUDENT internships. Full
time, semester or academic year; part-time considered. Summer possible.

Applicants should possess good quantitative and research abilities, as
well as the maturity, interest and interpersonal skills to work in a large,
dynamic industrial organization. Prior survey work experience in an in-
dustrial setting helpful.

Positions specifically involve project development, data collection,
analysis, summarization and interpretation. Emphasis on analysis,
statistics, methodology, and computer skills (SPSS, SAS, graphics,
mainframe, PC),

Located in Westchester County, New York, 25 miles north of New
York City.

Resume/vita to: L. A, Warriner, Ph.D., Personnel Research—MDC,
IBM Corporation, Old Orchard Road, Armonk, New York 10504. (914)
765-2085.

PERSONNEL RESEARCH. JC Penney Company has an opportunity
for an experienced Personnel Research Consultant at its corporate head-
quarters in Dallas, Texas. The Position’s primary focus will be on the
design and implementation of employee and consumer attitude surveys.
You will also play a key role in the research and development of our cor-
porate personnel selection and appraisal systems. Ideaily, you will have:
(a) 3 or more years’ experience in a large corporate or consulting environ-
ment, (b) a completed Ph.D. in I/0O Psychology, and (c) excellent in-
terpersonal and communication skills. For immediate consideration,
please send your resume and salary history to: JC Penney Company,
Corporate Employment/TP-PRC, P.0. Box 659000, Dallas, TX,
75265-9000. JC Penney 1s an equal opportunity employer.
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THE PSYCHOLOGY DEPARTMENT AT APPALACH.I{&N State
Univeréity invites applications for a tenure-track .facuity posﬂz_lon at the
assistant professor level in Industrial/ Organizatlona!. Candxci.ate:? for
this position should have a Ph.D. in industrla_liorgamzatlonal
psychology. Experience in human factors would be desirable.

All candidates should be prepared to contribute to our undergrac.luate
and graduate programs, including thesis supervisior.'f. Prefel:ence will be
given to candidates who are committed to exce@lenc‘e in teaching and have
teaching experience. Successful candidates will be expected to d‘?velop
and maintain an active research program. Appointmenis are contingent
on completion of all requirements for the doctoral degree.

n addition to a large undergraduate program, the Departme?nt offf:rs
Master’s degree programs in clinical, general theoretical, in-
dustrial/ organizational, school, and rehabilitation fhealth Psychology.
Currently, the Department has 30 full-time faculty, approximately 300
undergraduate majors and 80 full-time graduate stude.nts.

Applications including a current resu}ne, copies of graduate
transcripts, and three letters of recor_nmendat:on should be sem.: to Yerne
Bacharach, Chair, Department of Psychology, Appalachla.n _Statl?
University, Boone, NC 28608. Deadline for c:oml.oleted applications:
January 19, 1990. Appalachian State University 18 an _eql{al Oppor-
tunity/affirmative action employer. We er.lcourage. applications from
minority candidates and from candidates with handicaps.

INDUSTRIAL/ORGANIZATIONAL PSYCHOLOGIST/ASSIS-
TANT PROFESSOR. The Department of Psychqlogy at Portland Sta-lte
University has a tenure-track opening for an aﬁswt.ant professor begllrll-
ning September 1990. Portland State Universlty is a me.rnber of t €
Oregon State System of Higher Education and is located in the major
metropolitan area of the state. The Psychology pepartment has a st;ogg
applied research orientation and has Sy‘stems Scu'e:ncefPsychologly Ph. d
programs in 1/0, Applied Social, App}led Expe_rlmen.tgl Psfycho ogy an

Applied Developmental. Responsibilities for.thls. position include s_uper;
vising dissertations, student practica, teaching in areas of exl.)ertllse a

undergraduate and graduate levels, and productlve' scholarship in ap{i
plied settings. Qualifications include a doctorate in Ps.ych(_)logy an

research interests in 17O Psychology demonstrated either in dissertation
or published research. Salary range: $26,000 to $2_8,000. Send let.t.er 01;
application, vita, 3 letters of reference, transcnp_.ts, a statement o

research interests, and evidence of research scholarship .by November 15,
1989, to: Dr. David Wrench, Chair, 1/0 Search Committee, Department
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of Psychology, Portland State University, P.O. Box 751, Portland, OR
97207. Portland State University is an Affirmative Action/Equal Oppor-
tunity Employer.

POSITION AVAILABLE. The Department of Human Resource Ad-
ministration at Temple University has a full-time, tenure-track position
available in the organizational behavior of small groups beginning
September 1990. This opening is at the Assistant or possibly Associate
Professor level.

The primary research emphasis of this position is on intra or inter
group behavior within an organizational setting. A secondary research
emphasis should be in human resource management or organizational
theory. The faculty member will teach organizational behavior at the
graduate and undergraduate levels, and is expected to be active in
research and the Ph.D. program.

Candidates should have completed all requirements for the doctoral
degree prior to September 1990. Demonstrated ability to do published
research is required, and interdisciplinary research is an asset. Address:
Temple University, School of Business and Management, Speakman
Hall (006-00), Philadelphia, PA 19122. Phone: (215) 787-8099.

Temple University is an equal opportunity/affirmative action
employer. Women and minorities are encouraged to apply.

SURYEY DIRECTOR. Prestige, rapid growth International consulting
firm seeks highly qualified individual to assume responsibility for
managing client engagements. ISR specializes in employee and manage-
ment attitude surveys for world-class multinational companies. A Survey
Director manages all aspects of the survey process, from client-specific
questionnaire design through to final report presentation and monitoring
of follow-up. Approximately 50% travel is required.

The candidate should possess the following:

—Ph.D. in the behavioral sciences

—Successful business experience

—Exceptional interpersonal skills

—Fluency in Spanish, French, or German desirable

Exceptional salary and benefits.

Send resume to: Search Director, International Survey Research Cor-
poration, 303 E. Ohio, Chicago, IL 60611.
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TENURE TRACK POSITION IN INDUSTRIAL/ORGANIZATION-
AL PSYCHOLOGY. The Department of Psychology of The Per%n—
sylvania State University has a tenure-track opening for ~an in-
dustrial/ organizational psychologist, beginning Fall 1990, to join the
four current program faculty. The position is most likely to be filled at
the beginning assistant professor level but candidates at othe.r levels are
encouraged to apply. Applications are welcomed from cand1da‘tes .w1th
research and teaching interests in any area of industrial/ organizational
psychology. The position requires both undergraduate and graduate
teaching, the supervision of graduate student research, and the d.evel_op—
ment of a productive research program, including scholarly pubhcatlop.
(The Department also has open positions in Hea.lj[h Psyf:hoiogy z_md in
Personality that could be filled by persons with prlma?y interests in 1/0
Psychology. Contact the 1/O Search Committee Chair .for_ rpore 1nf9r-
mation on these positions.) For all positions, we seek 1nd.1v1c!uals with
strong quantitative skills. Candidates should send an application letter,
vita, three letters of reference, and reprints to: Dr. Rick Jacobs, 1/0
Search Committee, Department of Psychology, Box E, Penn State
University, University Park, PA 16802, Deadline: December 1, 198?, or
until a suitable candidate is found. Women and minor_itles are especially
encouraged to apply. Penn State is an Affirmative Action/Equal Oppor-
tunity Employer.

DEPARTMENT OF PSYCHOLOGY—THE GEORGE WASHING-
TON UNIVERSITY has several tenure-frack openings for 90-91 gt t}}e
assistant professor level. Candidates should have a strong _groundmg in
theory and research, and commitment to excellence in teaching, supervis-
ing undergraduate and graduate students, and developing a progl"am of
research. 1) Industrial/Qrganizational. Especially interested in ap-
plicants who specialize in personnel selection; performance a%ppr‘alsal;
and psychometrics. 2) Applied Social or Industrial /Qrganizational.
Specialty area flexible, including areas such as social processes -and
cognition; social influence; quantitative methods and rgsearch design;
preventive intervention; individual, group, or organizational Fler:lop—
ment. Current department research activities focus on orgamzatlpl_lal
behavior and effectiveness, health psychology, and cogn.mve
psychology. Applicants who can contribute to one of thos_e areas V\«:lll be
given strong preference. Applicants should submit a curriculum v1ta}, a
statement of research and teaching interests and qualifications, reprints
or preprints of publications, and three letters of reference to: Professor
Robert D. Caplan, Search Committee, Department of Psychology, The
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George Washington University, Washington, DC 20052. All materials
should be received by November 15, 1989. George Washington is an
Equal Opportunity/ Affirmative Action Employer.

MANAGEMENT CONSULTANT. Mercer Meidinger Hansen is seeking
an experienced 1-O Psychologist to join its Human Resource Manage-
ment consulting group in Louisville, KY. The group provides consulting
services to companies in a wide variety of HRM areas including surveys,
selection systems, training, communications, performance management,
reward systems, productivity and quality improvement, organizational
development, and managing large scale change. Candidates should have
a Ph.D. in 1-O Psychology or a related discipline, a minimum of 3-5
years post-doctoral business experience in a human resource capacity,
strong interpersonal and communication skills, good quantitative skills,
and previous experience in-external or internal consulting in the above
mentioned areas. Salary is competitive and will be commensurate with
experience. Mercer is a leading, worldwide consulting firm with offices in
more than 100 cities and more than 6,000 employees. Qualified ap-
plicants are invited to send resume and salary history to: Romald H.
Gross, Ph.D., Mercer, Inc., 1500 Meidinger Tower, Louisville, KY
40202. Mercer, Inc., is an Equal Opportunity Employer.

MANAGEMENT CONSULTANT. The nation’s oldest and leading net-
work of company presidents is seeking Management Consultants or
Organization Development experts for a half time position to facilitate
ongoing consultation and developmental activitics for CEO groups in:
San Diego, Orange County, CA, Los Angeles, San Francisco, Portland,
Seattle, Houston, Denver, Chicago, Cleveland, St. Louis, Nashville,
Atlanta, Pittsburgh, Philadelphia, New York City, Long Island,
Nevada, Washington, D.C., and Baltimore.

*10 vears of Management Consulting or O.D. experience with top ex-
ecutives of Private Corporations.

*A Ph.D. in Industrial Psychology, Organizational Behavior,
Organization Development or Management

*or an MBA with extensive consulting experience.

Please send resume plus photograph to: Dr. Peter Gregg, The Ex-

ecutive Committee, 3737 Camino Del Rio South, Suite 206, San Diego,
CA 92108.
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THE DEPARTMENT OF ORGANIZATIONAL BEHAVIOR of the
New York State School of Industrial and Labor Relations, Cornell
University, is seeking candidates for a permanent position beginning in
September 1990. Position level is open. Salary is competitive and
negotiable depending on qualifications.

Individuals applying for this position should have, or should expect to
receive by date of appointment, a Ph.D. in Organizational Behavior,
Industrial-Organizational Psychology, or Social Psychology. The
Department wants to attract a person with demonstrated research in-
terests and some teaching experience. The position is not limited to a par-
ticular set of topic areas, but preference will be given to candidates whose
past research and future research interests center on the study of work
and work relations in modern industrial society, and in particular, on the
effects of work roles and tasks on organization members. Candidates’
research should have relevance for the field of industrial relations. The
use of all research methodologies are accepted and encouraged by the
Department.

The customary teaching in the School of Industria! and Labor Rela-
tions is four courses per academic year. The undergraduate program
enrolls about 650 students and leads to a B.S. degree. Qur graduate pro-
gram, in which about 120 students are enrolled, offers the Ph.D., as well
as M.S. and MILR degrees.

Interested persons are encouraged 1o send a vita, reprints of published
work, and at least three letters of reference to: Tove H. Hammer, Chair,
Department of Organizational Behavior, New York State School of In-
dustrial and Labor Relations, Cornell University, Ithaca, New York
14851-0952 by December 15, 1989. Cornell University is an Equal
Employment Opportunity.’Affirmative Action Employer.

PROFESSOR, INDUSTRIAL/ ORGANIZATIONAL PSYCHOLOGY.
The Psychology Department of the University of South Florida secks an
eminent Industrial/ Organizational psychologist. Applicants should have
a strong research background, as well as considerable experience as a
practitioner. Area of specialization is open, but candidates should have 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 considered.

The University of South Florida is a rapidly growing institution with
over 30,000 students. The Psychology Department has 1,000
undergraduate majors and 150 graduate students. The Ph.D. program in
industrial / organizational psychology has about 60 students and eight
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faculty members. Reflecting the strong emphasis the Department places
on resea}r‘ch, all eight faculty are highly productive scholars. Salary for
tpe position is competitive and negotiable, and applications are par-
ticularly er.lcouraged from female and minority candidates. Employment
woulfl begin August, 1990, and the position is contingent on approval of
funding, Inf.lividuals interested in this position should, by December 1
19893 submit a vitae and the names of at least three people who coulti
pr'ov1de letters of reference. Send materials to Dr. Edward L. Levine
]?u'ector, 1/0 Psychology Program, Department of Psychology Univer:
sity of South Florida, Tampa, FL 33620. ,

The University of South Florida is an affi : .
; rmative act _
tunity employer. ion, equal oppor

POSITION: CONSULTING FIRM: 1/0 psychologist with expertise in
personnfal psychelogy and human resource systems. Tests and measure-
me_nt skills essential. Statistical and computer skills degirable but not re-
quired. Experience in consulting settings desired but intern experience ac-
ceptable as a substitute. Position would include both general project
rnanageqlent and specific project consulting activities. Clients include
both pn-vate and public sector employers nationwide. Competitive
salar_y.’ frlflge benefits with provisions for performance bonuses. We will
consider individuals at all levels of experience from recent .Master’s
degree through established and experienced Ph.D. Send letter of interest

and resume to: Rick Jacobs, Landy, Jacobs and Associates, 300 South
Burrowes Street, State College, PA 16801.
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ADVERTISE IN TIP

i izati ist is the official news-
The Industrial-Organizational Psychologist is
letter of the Society for Industrial and Orgam_zatlonal ngc_holo_lglslfs
inc.. Division 14 of the American Psychological Association. !
is d,istributed four times a year to the more than 2500 Socle Iy
members. Membership includes academicians apd professional-
praétitioners in the field. in addition, TIP is dISTI’IbUT.ed to forelr?n
affiliates, graduate students, leaders qf the American Psycho-
fogical A’ssociation, and individ_ua1 and_mstltutlonal subscribers.
Current circulation is 4000 copies per ISSue.
Advertising may be purchased in TIP :jn ;.lnltgdgs Iﬁrg‘%gii;ci\ﬁ?‘
and as small as a half-page spread. In addl jon, it
g%gﬁzble” ads can be obtained ata chaarge oft$5(t).00R;;§Ir( p‘?as::tclobrsl.
or information or placement of ads, write to .
II:)epartment of Psychology, 520 Moore Building, Penn State

University, University Park, PA 16802.

ADVERTISING RATES

RATES PER INSERTION Number of Insertions

Size of Ad One Time Four Times

Two-page Spread $325 $2§8

One Page $200 $1

Half Page $150 $125

PLATE SIZES

Size of Ad Vertical Horizontal

4 A"

Page 7Va "

Ralt Page 314" a4

PUBLISHING INFORMATION

Schedule

Published four times a year. November, February, May, August.
Respective closing dates: Sept. 1, Dec. 1, Mar. 1, May 15.

DESIGN AND APPEARANCE

51/2” % 8 1/2” booklet, printed by offset on enamel stock. Type

is 10 point English Times Roman.
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