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An Assessment Hierarchy for Total Quality
from Glark Wilson Publishing

Plus

* TEAMING — for Self Management
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_ iearn and. -management skills and out
My Team-Mates for building individual teaning skil%s e

* VALUES IN PRACTICE~to assess TQM Programs
Total quality assessment; more than Just employee attitudes
* SALES RELATIONS
Feedback from customers/prospects to build representation skills

Plus
s Our pool of aver 150 competency-based dimensions —
the quality of life.

* Qur new computerized on-line and
editions.

assessing the quality of work and
disk-based capabilities and our foreign language
* See our chapter, Task Cycle Theory: The Processes of Influence i
hapier, 160ry: n¢e I Measures o
Leadership by Kenneth and Miriam Clark of the Center for Creative Leadershi];.

* Free pilot studies available for selected situations; ask us,

For more information and a list of qualified consultants call:
1-800-537-7249 ! bl i

CLARK WILSON PUBLISHING COMPANY
1320 Fenwick Lane, Suite 412 » Silver Spring, MD 20910
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Tests for
Entry Level Workers

Comments by Tom Ramsay, Human Resources Psychologist

The availability of the General Aptitude Test
Battery (GATB) for selecting applicants for job
referral seems to be in doubt. Many organi- -
zations are looking to alternative means of
evaluation of entry level workers.

Several of our clients have asked us to evaluate
the readability levels and arithmetic requirements
of their jobs and training programs. Then we
developed reading and arithmetic tests to match
the job and training program. Materials reflect
the content, level, and philosophy of the employ-
ing organization.

This ensures that successful candidates have
the reading and arithmetic skills necessary for
successful understanding of job and training
materials.

We have developed such tests for production
maintenance, service, technical, and supervisory
jobs. They have been used in industries such as
food, processing, chemicals and manufacturing.

RAMSAY CORPORATION

Boyce Station Offices
1050 Boyce Road
Pittsburgh, PA 15241-3907
(412) 257-0732
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ancweronr. USING The Alternate
Work Force To Prevent
Unnecessary Rehiring
by Adela Oliver, Ph.DD.

President
Oliver Human Resource Consultants, Inc.

ﬂq the economy begins to slowly get better, companies
are once again considering whether some rehiring should occur, Deep
cuts have been made twice: first in the name of downsizing, following
mergers and acquisitions, and more recently because of the recession.

As executive and partner outplacement experts, our firm has witnessed
the suffering that so many have endured over the past five years from
downsizing and the recession. Job hunts, which nommally would have
taken three months, have taken an average of six months to complete.

Now that the economy is improving, we urge companies to take great
care as they enter a rehiring mode. Qur view is that executives should
not be hired unless companies are fairly certain that jobs won't be lost
for any rcason other than petformance. All other work should he
handted by the alternate work force that has cropped up, consisting of
temporary executives, free-lancers, moonlighters and management
consultants.

In addition to costing less, companies stand to benefit from the fresh
thinking that outsiders bring. And if business continues to improve,
COMPANIces ¢an save on recruitment costs by hiring from within this
alternate work group. Rehiring decisions must be made very cautiously
— for both humane and bottom line reasons.

Oliver Human Resource Consultants is an executive

outplicement and organization development consulting
firm based in New York.

O

Oliver Human Resource Consultants, Inc.

250 West 57 Street, NYC 10107
212 307-5740

A Message from Your President

Richard Klimoski

Society business matters and their concomitant demands on the office of _
the president do not unfold at an even pace over time. Occasionally, there are
some relatively quiet periods. Fortunately, this summer has been one of them.
There are still a few things that T would like to highlight, however,

One activity that is about to take place is an important survey of the
members of STOP designed to identify areas of concerns felt by our members
where we, who hold leadership functions in the Society, might potentially be
more responsive. The effort is led by Margaret Ingate, Chair of the
Professional Affairs Committee, with substantial input from Greg Dobbins/
Ron Downey (for the E & T Committee), Val Markos (State Affairs), and the
helpful assistance of Ann Howard and Neal Schmitt. If you are asked to
participate in the survey, please do so.

In some respects, we are in a transition phase for the Society when it comes
to collecting our dues and maintaining our own membership information base.
Thus, we still have to rely somewhat on data from APA or APS. In this regard,
if you have let matters slip and have been contacted by mail asking you why
you have not sent in your dues or why you are not officially listed as a
member of either APA or APS (the latter being a requirement for SIOP
membership), I hope you will view it as a friendly reminder and respond
affirmatively. On the other hand, if, contrary to our records, everything
regarding your status is in order, we apologize for the “dunning.” Just let us
know the facts and we will correct our information.

Because our Society is officially a Division of APA, we have mary ties
with that organization. We have representatives on APA council {currently
Wally Borman, Ann Howard, Wayne Cascio, and Shelly Zedeck). We have a
strong presence at the APA annual conference with our own track of
programming (which, by way of my personal experience at the San Francisco
meeting this year, was excellent, thanks to Katherine Klein and her
commitiee). We also have members on critical APA committees and rask
forces. Thus we are in an excellent position to monitor our interests as wel] as
to influence official positions taken by APA.

We are however, still learning how best to relate to APS. Because it doesn’t
have a Divisional structure, alternative mechanisms are warranted. Up until
this time, the nature of the interfacing activities have been largely defined in
terms of personal or singular efforts. Thus some of our members have been
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particularly active in APS governance (e.g., Milt Hakel, Ann Ho.ward, .Pa_ul
Thayer). Others have been involved in APS cpmference programming or in its
publications (e.g., the piece in Psychological Science by Ed Locke and Gary
Latham). For the immediate future, while APS wrestles with its structure, it
appears as if these types of “bridges” will have to do.

In this regard, at my request, Ann Howard has prepared a “SIOP Profile”
for future publication in the APS Newsletter. She did a nice job highlighting
the essential attribuies of the Society for people who might not know much
about us. Be sure to Iook for it if you receive this periodical. Ann also reminds
me that APS has started a second journal, Current Directories. Here again is
an opportunity, another vehicle for involvement of SIOP members. Sandra
Scarr, co-editor, is particularly interested in I/O materials. For more
information, contact her directly {Department of Psychology, Gilmer Hall,
University of Virginia, Charlottesville, VA, 22903),

By way of enhancing our own governance, I want to remind you to take the
time to respond to the call for nominations that will be coming to you shortly.
The Society Elections Committee strongly relies on input from the
membership to construct the slate of candidates for potential election to our
various offices, We need to hear from you.

Finally, in case you haven’t heard, Vicki Vandeveer has been elected to be
a SIOP Rep to APA council. She will take over from Shelly Zedeck when he
rotates off Council in the spring. Congratulations to you Vicki.

SIOP Calendar
SIOP Cenference (1992) October 11, 1991
Submission Deadline
TIP Deadline for January Issue November 15
APA Conveation (1992) December 13

Submission Deadline

“THE CHALLENGES
TO HUMAN RESOURCE

- PROFESSIONALS IN THE 90’s
AND BEYOND ARE CLEAR...

... HR function must
realign itself to
obtain a motivated
and committed
workforce in the
face of declining
opportunities for
intra-organizational
mobility and
earnings...LH-STEP _
can help companies  yteiumy . Beehr, Ph.D. (lefty, and Donald M. Moretti,
saapropimaiyo ST RALLER
these trends.” fellow, developed the LH-,.‘SJF’EP system in confunction

with the Universi; oé('_'hicaga. Dr. Moretti is adminis-
trator of the LH-STEP.

—Melany E. Baehr

System for Testing and Evaluation of Potential

A comprehensive human resource system for selection, promot_ion,
career development, succession planning, outplacement counseling,
and training needs assessment of higher level personnel.

4 Four managerial hierarchies (line, sales, professional, technical)
4 Job analysis for identification and requirements of job function

For more information on LH-STEP and how it can
greatly benefit your company, assessmenl center or con-
sultative endeavors, contact:

1-800-221-8378 ext. 651
(In Illinois call 708-298-7311)
Ask for Anne Platenik

o

London House

" MacmillandAcGraw-Hill
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" COMPUTER-BASED
 JOB SKILLS ASSESSMENT &
TRAINING SYSTEMS

from

S.F. CHECKOSKY ." & ASSOCIATES INC.
[SFCEA]

SFC&Ais the industry leader in the development of PC-based
skills assessment systems for sales, customer service, cleri-
cal, and technical jobs. All programs are carefully validatedin
accordance with Federal guidelines. We have solved personnel
and training problems for over 800 companies,

THE SFC&A METHOD
Qualified professionals on the SFCAA staff will:
Analyze your jobs
Develop a “Skill Profile” for your jobs

Develop and validate a PC-based skills
assessment program

Develop and validate a PC-based skills
training program

K KRR K

Train your employees in the use of our
system

K R

Follow-up with ongoing support
Improved Skills Means Improved Productivity.
For further information or a personal visit, write or call:
[SFC&A)
P.O.Box 5116

Syracuse, NY 13220
1-800-521-6833

S. F. CHECKOSKY & ASSOCIATES INC, v

It is

Annual Conference °92
Montreal (Quebec) Canada
April 30 - May 3, 1992

not too early to make your plans to attend the 1992 SIOP annual

conference. For the first time, the conference will be held in Canada, in the
beautiful city of Montreal. The location should give you a great opportunity to
practice your French language skills while renewing old friendships. One
reason that so many people look forward to the annual conference is that the
conference provides a setting in which you can have a great learning
experience and have informal conversation with your many friends in the
profession. This year’s conference allows you to carry out these activities in
one of Montreal’s grand old hotels —The Queen Elizabeth. A hotel
reservation form is located jn this issue of TIP.
To help you as you plan for the trip, let me provide a few reminders:

1.

Please make your hotel reservations PRIOR to March 30 in order to
take advantage of the conference hotel room rates. After March 30,
the hotel will release STIOP’s room block and there may be no rooms
available if you try to reserve a room. If a room is available, you are
NOT guaranteed the conference rate.

- Remember that you are taking an international trip when you come to

the conference. While a passport is not required for U.S. citizens, it is
a very effective form of identification at the border. You must have
some form of picture identification.

- American Airlines will be the official air carrier for the Montreal

conference. They have the most daily flights and most seats into
Montreal. As of the TIP publication deadline, a STAR number had
not been assigned for our conference. If you need information abont
how to make your reservation, and get the discount fares, you may
contact Ron Johnson at (703) 231-6152.

- The official SIOP conference reservation materials will be mailed to

all SIOP members in early January. Workshop reservation materials
and conference reservation materials will be included in that mailing.

- Workshops will be held on April 30. The conference will be heid on

May 1-3.

- Remember that the HOTEL RATES ARE QUOTED IN CANADIAN

DOLLARS. Given recent convession rates, the conference hotel rate
for a double room is less than we paid in Boston in 1989 and the
single rate is about $2 more than the 1989 rate in Boston.

COME TO MONTREAL—YOUR FRIENDS WILL. BE THERE!



LE REINE ELIZABETH —THE QUEEN ELIZABETH
(514) 861-3511
ROOM RESERVATION

]

Avxrival date: Time: Departure date:

Single: $125 Suites: Contact the hotel

Twin: $135

(Please circle preferred accommodation.)

The hotel cannot guarantee either your reservation or the special
convention rate if your request is received after March 30, 1992. Any
reservation request received after this date is subject to the availability of
rooms at the regular house rates.

Please confirm to: PLEASE PRINT
Name,
Company
Street,
City Province/State ZipCode____
Credit Card # . Expiration Date
MasterCard Visa Diners American Express

SOCIETY FOR INDUSTRIAL AND
ORGANIZATIONAL PSYCHOLOGY, INC.
April 28 - May 4, 1992

Mail Reservation Request To:
The Queen Elizabeth
Attn: Reservations
900 Rene-Levesque Blvd. West
Montreal (Quebec) Canada H3B4AS
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Seventh Annual Industrial/Organizational Psychology
Doctoral Consortium

Jeanette N. Cleveland
Colorado State University

Roseanne Foti
Virginia Polytechnic Institute

The Seventh Annual Industrial Organizational Psychology Doctoral
Consortium will be held on Thursday, April 30 in the Queen Elizabeth in
Montreal, Canada. The consortium is designed for upper level graduate
students—generally those in their third and fourth year in I/O Psychology and
O/B doctoral programs.

The 1992 Consortium will include an impressive group of speakers who
were selected based on their exemplary contributions to the field. They
represent industry and psychology and management departments. They
include Nancy Tippins, BellAtlantic; Neal Schmitt, Journal of Applied
Psychology, Michigan State University; Michael Campion, Personnel
Psychology, Purdue University; Richard Campbell, New York University; M.
Susan Taylor, University of Maryland; and Susan Jackson, New York
University. Additional speakers will be announced at a later date.

The consortium will include breakfast (followed by a speaker), lunch
(followed by a speaker), two concurrent morning sessions, two concurrent
afternoon sessions, and a panel discussion which concludes the day on career
development. There is a fee to participants of $25.

Each Ph.D. program should receive information by January, 1992
concerning registration procedures for the consortium. Please note that
enroliment is limited to 50 students. We encourage you to apply as soon as
possible.

If you need additional information or registration materials, please contact
Roseanne Foti, Virginia Polytechnic Institute and State University (703) 231-
5814.
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Call for Program Proposals:
1992 APA Convention In Washington, D.C.

Lynn R, Offermann

Yes, it’s already time to start developing program proposals for the 1992
APA Convention. The convention will be held in Washington, D.C. from
Friday, August 14th, to Tuesday, August 18th. This is a big year for APA, as it
marks the 100th anniversary of the American Psychological Association. In
addition to all the usual activities, many additional programs and celebrations
are planned to commemorate this event. It’s important that
Industrial/Organizational psychology be recognized as a key part of this rich
history of psychology in the United States. Furthermore, APA President-Elect
Jack Wiggins has declared “Psychology at Work™ to be the presidential theme
for the centennial year. He has asked Divisions to participate in developing
this theme in their programs, something that clearly poses no problem for us.
It should also mean that other Divisions will be developing more programs of
interest to I/O psychologists. It should be a great conference!

Whether or not you presently belong to APA, your participation is
encouraged in order to make the '92 conference a truly memorable one.
Program proposals must be received (not postmarked) on December 13,
1991. So start planning now. The Program Committee welcomes all
submissions for the convention. We hope to assemble a first-rate program of
interesting and informative sessions. In keeping with the commemorative
celebration, we are particularly interested in submissions dealing with either
“where we've been in terms of the history and tradition of I/O psychology or
where we’re going in terms of new issues, methods, and techniques for future
research and practice.” Thus, this year’s conference can provide both a
reflective and prospective focus to our field.

We also welcome new and different program formats. Papers, symposia,
tutorials, debates, panel discussions, and conversation hours are traditional,
welcome formats, but we will also consider any innovative formats you can
create. Do some brainstorming and let the format derive from what you are
interested in accomplishing with your presentation.

Specific details about program submissions appear in the October issue of :

the APA Monitor. The Call for Programs is also available by writing:
Convention Office, American Psychological Association, 1200
Seventeenth Street N.W., Washington, D.C. 20036. Please note that
although the APA Call for Programs indicates that presenters at the
convention must be APA members or be sponsored by APA members, APA
has given SIOP permission to waive these requirements. Thus, you must be a
SIOP member or sponsored by a SIOP member to present at the APA
convention as part of SIOP’s program, but you do not need to be a
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member of APA or be sponsored by one.

Note that APA distinguishes between “presentations” and “programs,” with
different submission procedures for each. “Presentations” are individual
papers to be presented either in a paper or poster session. Qur presentations
will be primarily poster sessions, however we also have the option of
combining separately accepted papers into a paper session focusing on a
common theme. “Programs” refers to sessions with multiple presenters
including traditional formats such as symposia, panel discussions, and debates.
However, programs with creative, nontraditional formats are encouraged.

Presentations (individual papers) will be blind reviewed. You should
submit five copies of your proposal, including title and abstract, without your
name on the first page. Submissions must be no longer than 10 pages, double-
spaced, one-inch margins, elite type.

Programs are not blind reviewed. It is important to know who the
participants are in order to evaluate the proposal. Submit five copies of the
complete proposal. As with presentations, submissions must be no longer than
10 pages, double-spaced, one-inch margins, elite type.

In evaluating submissions to the Convention, we will use the following
criteria:

1) Appropriateness of the topic for SIOP

2) Technical Adequacy (research methods, analyses)

3) Contribution to Knowledge of the Topic

4) Interest, Informativeness, and Innovation

5) For Programs: Do the multiple presentations form a coherent, integrated

whole? Is there potential synergy?

If you have questions, ideas, or suggestions for invited speakers, feel free to
call, write, or send a FAX to: Lynn R. Offermann, Department of
Psychology, George Washington University, 2125 G Street N.wW,,
Washington, I).C. 20052. Telephone: (202) 994-8507; FAX: (202) 994-
0458. Please send all program submissions to me at this address as well, to be
received (not postmarked) by December 13, 1991. For those of you
planning to use an overnight mail service, note that they will require the full
street address in order to guarantee delivery. As with many campus mail

destinations, you should allow a week for receipt if using regular postal mail

service.
The Program Committee looks forward to receiving your ideas and
submissions. This is a great year to present at APA. We’re counting on you to

make the 1992 APA Convention a great celebration for /O psychology. See
you in Washington!
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SIOP 1990-91 FINANCIAL REPORT

Manny London, Financial Officer

Our fiscal year ended on April 30, 1991 completing our first full 12 months
on the May through April cycle. The end of the fiscal year now coincides with
our annual meeting and the completion of Officers’ terms. We ended the year
with a positive net balance of $5,886. The high conference expenses were due
to some carry-over bills from the prior year and high Workshop planning
costs. The printing fees were higher than last year because they include an
issue of TIP from the prior fiscal year in addition to the usual four issues.

Our expected membership dues for the current year are about $14,000 less
than last year because we prorated dues as we changed the collection cycle to
coincide with the start of the new fiscal year. Several important expense
control mechanisms have been implemented, such as changing meeting times
and locations to substantially reduce travel expenses. The Workshop
Committee has revised its planning procedure, now holding its meeting in
conjunction with SIOP, so that large travel expenses will no longer be
necessary for planning. Additional income from TIP ads, mailing labels, and
royalties from the Frontiers and Practice Series also help improve the financial

picture.
Society for Industrial and Organizational Psychology, Inc. Div, 14

Financial Statement for the Fiscal Year Ending 4/30/91

Yr. End
1990-91 1989-90 1988-89 1987-88

REVENUE
Dues/Assessments $89,085 $72,623 $52,722 $51,682
Interest 2,836 2,386 5,624 5,743
Advertising TIP 10,980 9,728 11,635 8,905
Subscriptions TIP 3,847 697 3,808 6,446
Booklet Sates 11,383 5,790 3,960 6,012
Royaliies 4,446 4,622 1,457 7,101
‘Workshops

APA 9,315 406 11,585 31,678

Society* 78,287 53,600 63,795 42,104
Conference®* 73,740 35,325 51,247 34,510
Other 200 505 127 711
Total Revenue $284,119 $185,682 $205,960 $194,892
EXPENSE
Professional Fees 5,865 0 32 855
Supplies/Printing/Mailing 65,359 48,581 62,446 51,407
Travel 62,456 40,072 36,249 31,450
Conferences/Meetings 104,239 67,931 77437 64,244
Dues/Donations $950 400 650 5,950
Awards/Honoraria 11,953 10,603 15,369 19,365
Clerical/Administrative 25,611 20,113 10,474 15,560
Refunds 1,668
Other 132 54 149 584
TOTAL EXPENSES $278,233 $187,754 $202,806 $189.415
NET INCOME $5,886 ($2,072) $3,154 $5.477
CURRENT ASSETS CASH $74,434 $68,548 $70, 620 $67,466

*Inciudes $5,287 for the 1990 SIOP Workshops
**[ncludes $17,215 for the 1990 SIOP Conference
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SIOP EXPENSES BY FUNCTION
FYEnd FY

Special Expenses (e.g.,

Aug. 89
Administrative
{(Includes Printing &
Mailings & Financial
Office as well as
Arlington Hts.y* $17,040
Executive Committee 23,904
Council Reps 2,498
Committees
Awards 4,809
Committees 195
Continuing Ed
SIOP Workshops 38,908
APA Workshops 13,250
Education & Training 3,168
External Affairs 436
Fellowship 629
Frontiers Series 4767
Practice Series 972
Long Range Planning 1,126
Membership T 2,359
Professional Atfairs 0
Scientific Affairs 405
Conferences
SICP 57,573
APA Program
Committee 4,451
State Affairs 476
Task Force on APA 272
TIP** 25,568
Dues (e.g, APS)
10-OB Student Conference 500

Tegal & Accounting Fees) 3,167

TOTAL EXPENSES
* The monthly fee for the Arlingt

$202,806

End FY End

April 90 April 91
$43,588 $55,993
17,855 27499
1,174 2,323
3,712 2,338

0 20
53,005 61,522
) 9,240
11,703 4,187
0 0

¢ 0

98 1,140

48 358

0 0

102 20

0 0

0 1,908
36,447 67,524
2,106 1,327

¢ 0

0 0
13,849 35,887
400 450
500 500
5,997 6,500
$187,754  $278,233

on His. Office is $1,875

Budget
FY 91-92

$56,000
2,600

2,500
100

53,000
10,000
4,000
400
500
1,000
500
1,000
1,000
250
1,000

68,000

2,500
400

28,000
500

$264,250

**Includes 5 issues of TIP (one from the prior fiscal year} plus $1,200 advance
payment to the TEP office for next year’s adminisfrative expenses

Dues
Interest
Ads
Subs TIP
Book Sale
Royalties
Workshops
APA
SI0P
Cenference
S10P
Other

TOTAL

3,000
10,000
500
9,000
6,500

15,000
77,500

67,500
250
$264,250
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SHOWDOWN NEAR ON CIVIL RIGHTS
BILL AND GATB'

Lance W. Seberhagen
Seberhagen & Associates

House Passes Civil Rights Bill

On June 5, 1991, the House passed the Civil Rights and Women’s Equity in
Employment Act of 1991 (H.R. 1) by a vote of 273-158, which is 15 votes less
than the 2/3 majority needed to override a Presidential veto. However, 7
liberal Democrats voted against the bill in protest because they wanted no
limit on punitive damages for intentional discrimination on the basis of sex, to
match the present law for race. Thus, a beiter estimate of the veto override
vole was only 8 votes less than the 2/3 majerity needed.

H.R. 1 is similar to the Civil Rights Act of 1990 that was vetoed last year
but has some new features. “Business necessity” requires a “significant and
manifest relationship to the requirements for effective job performance,” but
the Act does not specify exactly what kind of evidence is needed to show
business necessity, leaving that detail to EEOC guidelines. “Job performance”
includes not only the performance of actual work duties but also factors that
affect job performance, such as attendance and conduct. Employers may base
decisions on the relative qualifications of applicants but must show the
business necessity of ranking if the ranking procedure causes a disparate
impact.

The Act prohibits employers, employment agencies, and others covered by
the Act from adjusting scores or using different cutoff scores in “written
employment tests” on the basis of race, color, religion, sex, or national origin.
[Technical Note to Congress: The GATB contains some non-written tests,
too.] The Act also prohibits employment “quotas,” defined as a fixed number
or percentage of persons of a particular race, sex, etc. which must be attained,
or cannot be exceeded, regardless of whether the persons meet necessary
qualifications to perform the job. In a provision that Republicans say will end
all employment testing, the Act prohibits the use of any “ability test” that does
not provide valid and fair prediction of job performance without regard to
race, sex, etc. Finally, the Act continues to prohibit discrimination on the basis
of “sex” but remains silent on “gender” and other grammatical constructs.
Excerpts from H.R. 1 related to disparate impact and business necessity follow
this summary.

! Adapted from an article published in the PTC/MW Newsletter, Tuly 1991.
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Danforth Offers Compromise Bill in Senate

In its present form, H R. 1 is unlikely to survive a Presidential veto, but a
group of nine Republican Senators, led by John Danforth, has proposed a
veto-resistant compromise that has a good chance of becoming law. Danforth
has divided H.R. 1 into three separate bills: S. 1207 to overrule varions
Supreme Court cases; 5. 1208 to define disparate impact discrimination and
business necessity; and S. 1209 to address the issue of damages. It should be
more difficult for President Bush to veto three narrow bills which are
sponsored only by Republicans than one omnibus bill sponsored by
Democrats. Even if Bush vetoes all three, the Danforth package is likely to get
the 2/3 majority vote needed to override a veto because some Republicans like
it and the Democrats realistically have no other choice. Excerpts from
Danforth’s S. 1208 (disparate impact discrimination and business necessity
follow this summary. The American Psychological Association seems
comfortable with the Danforth package and is working with Danforth’s staff to
perfect the final wording of the bill, as shown by the APA’s June 25th letter
from Wayne Camara to Danforth’s Legislative Director, a copy of which
follows this summary.

Kemp Wants Changes in Uniform Guidelines and GATB

On May 31, 1991, the New York Times reported that the Bush
Administration had decided to move ahead with revision of the Uniform
Guidelines on Employee Selection Procedures, which were issued in 1978.
The planned revision would make it easier for employers to defend tests and
other selection procedures that have a disparate impact by race, ethnic group
or sex, but little information is available on exactly what changes would be
made. Possible changes inclnde: (1) limiting the definition of “selection
procedure” to a smaller set of devices (e.g., just written tests and performance
tests); (2) giving the presumption of validity to any measure of academic
achievement (e.g., diplomas and degrees (regardless of course content), grade
point averages, academic achievement test scores), such that plaintiffs would
have the burden of proof to show that they are not valid; and (3) providing
greater recognition and acceptance of validity generalization theory.

More direct evidence of that the Uniform Guidelines will be revised in the
near future was contained in a June 21, 1991, letter from Evan Kemp,
Chairman of EEOC, to Robert Jones, Assistant Secretary of Labor. In his
letter, Kemp says that the GATB is valid for virtually all jobs in the economy
and should not be suspended during DOL’s planned 2-year study to improve
the test because employers would then have to fall back on less valid selection
procedures during the GATB suspension. At the same time, Kemp does
recommend an end to DOL’s practice of “within-group scoring” because it
serves only to reduce disparate impact. If DOL prefers to suspend the GATB
anyway, Kemp hints that DOL should consider using the Armed Services
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Vocational Aptitude Battery (ASVAB) as a temporary replacement for the
GATB. [NOTE: A comparison between the ASVAB and the GA’F‘B found the
ASVAB to be a better predictor of civilian jobs. See the following study for
the U.S. Air Force: Hunter, J.E., Crosson, LJ., and Friedman, D.H. (1985).
The validity of the Armed Services YVocational Aptitude I?attery (ASVAB) for
civilian and military job performance. Research Apl?licatlons, Inc., Rockville,
MD.] A copy of the June 21st Kemp letter follows this summary-

The Bush Administration is also starting to break its silence on the
Danforth package, as shown by the June 24, 1991, letter. from Evan Kemp,
Chairman of EEQC, to John Sununu, White House Chl(-:f of' Staff. Kemp
complains that Danforth’s definition of “business necessity” is too narrow
because it is based only on its relation to job performancc.. Instead, K?:mg
prefers the Bush Administration definition of “justified by busme:ss nef:css1ty,
which *“means that the challenged practice has a mal.lifest relationship to the
employment in question or that the respondent’s Iegitlmat.e employment goalcsl
are significantly served by, even if they do not require, the challenge
practice” from Republican alternative to H.R.I. Kemp says that the Bus{h
Administration definition would permit employers to reward academic
achievement, while the Danforth definition would not. A copy of the June

letter follows this summary.
24&\%:?11: wrong with this picture? Kemp maintains .that the Bush
Administration definition of “business necessity” was taken dH‘ﬂCﬂ}’. from th'e
Supreme Court’s decision in Griggs v. Duke Power.Co. and will permit
employers to use educational requirements that are no,t Jol?—related, Ho.we:ver,
in Griggs, the Supreme Court ruled that Duke Po‘wer s high school diploma
requirement was discriminatory because it was not job-related.

[HR. 1, Excerpis only, edited for presentation.]

CIVIL RIGHTS AND WOMEN’S EQUITY EMPLOYMENT ACT OF 1991
. (KL.R.1, passed by 273-158 on June 5, 1991)
SEC. 101. DEFINITIONS. . .
() The term “demonstrates” meang mieets the burden of prodLEcm).n and persuasion. »
(n) The term “group of employment practices™ means a cqmbmanon of employme?t p'r?c,mes
that produtes one or more decisions with respect to Bmploymlel.lt, employrfle.nt re erra. ,or
admission fo a labor organization, apprenticeship or other tralmpg or refraining prog.mm. .
(0} (1) The term “required by business necessity” means the practice or gro.up (?f pract;ccs m;::se
bear a significant and manifest relatjonship to the requirements for effectwf.: job pefr ox:x;lalce .
‘ (2) Paragraph (1) is meant io codify the meaning of, and the type and sufﬂcten:g OUC;14Z[;
required to prove “business necessity” as used in Grz’ggs‘ v. Duke Po_wer: Co., di b S,
(1971), and to overrale the treatment of business necessity 4s & defense in Wards Cove
Packing Co., Inc. v. Atonio, 490 U.S. 642 (1589).

ive j i i ition to effective
(p) The term “requirements for effective job performan?e” may include, in arc;dm(m c(; frective
performance of the actual wark activities, factors which bear on such performance,

attendance, punctuality and not engaging in misconduct or insubordination.
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SEC. 102 RESTORING THE BURDEN OF PROOF IN DISPARATE IMPACT CASKS.
(k) PROOF OF UNLAWFUL EMPLOYMENT PRACTICES IN DISPARATE IMPACT

CASES.

() (A) An unlawiul employment practice based on disparate impact is established under this

title if a complaining party demonstrates that a disparate impact on the basis of race, color,
religion, sex, or national origin results from an empioyment practice or group of
employment practices, and the respondent fails to demonstrate that such practice or group
of practices is required by business necessity, except thal an employrnent practice or group
of practices demonstrated 1o be required by business necessity shall be unlawful if the
complaining party demonstrates that another available practice or group of practices with
less disparate impact (which difference is more than merely negligible) would serve the
respondent as well.
(B) H a complaining party demonstrates that a disparate impact results from a group of
employment practices, such party shall be required after discovery to demonstrate which
specific practice or practices within the group results in disparate impact unless the court
finds that the complaining party after diligent effort cannot identify, from records or other
information of the respondent reasonably available (through discovery or otherwise),
which specific practice or practices contributed to the disparate impact.

(C) If the respondent demenstrates that a specific employment practice within a group of

employment practices does not contribute in 2 meaningful way to the disparate impact, the

respondent shall not be required to demonstrate that such practice is required by business
necessity.

(2) A demonstration that an employment practice is required by business necessity may be
used as a defense only against a claim under this subsection.

(3) Notwithstanding any other provision of this titie, a rule barring the employment of an
individual who currently and knowingly uses or possesses an illegal drug as defined in
Schedules 1 and II of section 102(6) of the Controlled Substances Act (21 U.S.C.
802(6)), other than the use or possession of a drug taken under the supervision of a
licensed health care professional, or any other wse or possession authorized by the
Controlled Subslances Act or any other provision of Federal law, shall be considered
an unlawful employment practice under this title only if such rule is adopted or applied
with an intent to discriminate because of race, color, religion, sex, or national origin.

(4) The mere existence of a statistical imbalance in an employer’s workforce on account of
race, color, religion, sex, or national origin is not alone sufficient to establish a prima
facie case of disparate impact violation.

(5} For purposes of this subsection, a respondent may rely upon relative qualifications or
skills as determined by relative performance or degree of success on a selection factor,
criterion, or procedure: Provided, That if such reliance results in a disparate impact
based on race, color, religion, sex, or national origin, such reliance musi be
demonstrated by the respondent to be required by business necessity.

SEC. 111. VOLUNTARY AND COURT-ORDERED AFFIRMATIVE ACTION
APPROVED; QUOTAS DEEMED UNLAWFUL EMPLOYMENT PRACTICE.
{2) RULES OF CONSTRUCT, TON —Nothing in the amendments made by uiis Act shall be
construed—
(1} To liniit an employer in establishing its job requirements if such requirements are lawful
under title VII of the Civii Rights Act of 1964, as amended; or
(2} To require, encourage, or permit an employer to adopt hiring or promotion guotas on the
basis of race, color, religion, sex, or national origin, and the use of such quoias shall be
deemed to be a n unlawful employment practice under such title: Provided, That the
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{H.R. Excerpts only, edited for presentation.]

amendments made by this Act shall be construed to approve the lawfulness of voluntary or

court-ordered affirmative action that is—

(A) Consistent with the decisions of the Supreme Court of the United States in
employment discrimination cases; or

(B) In the absence of such decisions, otherwise in accordance with employment
discrimination law, as in effect on the date of the enactment of this Act.

(b) DEFINITION. For purposes of subsection (a), the term “quota’ means a fixed number or
percentage of persons of a particular race, color, religion, sex, or national origin which must
be attained, or which cannot be exceeded, regardless of whether such persons meet necessary
qualifications to perform the job.

SEC. 115. DISCRIMINATORY USE OF TESTS.

The first sentence of section 703(h) of the Civil Rights Act of 1964 (42 U.S.C. 2000e-2(h)) is
amended —

[Notwithstanding any other provision of this title, it shali not be an unlawful employment practice

controlling appreaticeship or other training or re-training (including on-the-job trainin S,

to give, use, or act upon the results of any professionally developed ability test, provided that (1}
such test, its administration, or action upon the results is not designed, intended, or used to
discriminate because of race, color, religion, sex, or national origin and (2) such test validly and

fairly predu,tc without regard to the race, color, rcllgmn seX, or nalmnal orlgm of such test takers,

does not meet the criteria specified in paragraphs (1) and (2% of lhe nrecedmg sentence, an

em 10 cr, labor organization, emplo L agency, or joint Iubo -management comimitlee

qualifications to perform the job. (Underlined text is new.)}

SEC. 116. PROHIBITION OF DISCRIMINATORY USE OF TEST SCORES.

Section 704 of the Civil Rights Act of 1964 (42 USC 2000e-3) is amended by adding at the end

the following:

(c) It shall be an unlawful employment practice for an employer, labor organization, employment
agency, or joint labor management committee controlling apprenticeship or other training or
retraining {including on-the-job training programs) in connection with the selection or referral
of applicants or candidates for employment or promotion to adjust test scores of, or use
different cutofl scores for, a written employment test on the basis, of the race, color, religion,
sex, or national origin of individual test takers.”

[S. 1208. Excerpts only, edited for presentation.]

EQUAL EMPLOYMENT OPPORTUNITY ACT OF 1991

(Sponsored by Sen. John C. Danforth and 8 other Republicans; filed June 4,1991)

SEC. 3. BURDEN OF PROOF IN DISPARATE IMPACT CASES.

iN GENERAL.—Section 703 of the Civif Rights Act of 1964 (42 U.5.C. 2000¢-2) is amended by

adding at the end the following new subsection:

(k) (D (A) An unlawiul employment practice based on disparate impact is established under this

titte only if—

(i) A complaining party demonstrates that a particular employment practice or group of
employment practices restlts in a disparate impact on the basis of race, color, religion,
sex, or national origin; and
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(i) () The respondent fails to demonstrate that the practice or group of practices is
required by business necessity; or
(11} The complaining party makes the demonstration described in subparagraph
(C) with respect to a different employment practice or group of employment
practices.

(B) (i) With respect to an unlawful employment practice based on disparate impact as

described in subsection (A}, the complaining party shall identify with particularity each
employment practice that is responsible in whote or in significant part for the disparate
impact, except that if the complaining party can demonstrate fo the court, after
discovery, that the elements of a respondent’s decision making process are not capable
of separation for analysis, the group of cmployment practices as a whole may be
analyzed as one employment practice.
(i1) If the elements of a decision making process are capable of separation for analysis,
the complaining party must identify each element with particularity, and the
respondent must demonstrate that the element or elements identified that are
responsible in whole or in significant part for the disparate impact are required by
business necessity. If the respondent demonstrates that a specific employment praclice
within a group of employment practices is not responsible in whole or in significant
part for the disparate impact, the respondent shall not be required to demonsirate that
such practice is required by business necessity,

(C) An employment practice or group of practices responsible in whole or in significant
part for a disparate impact that is demonstrated to be required by business necessity
shall be lawful unless the complaining party demonstrates that a different available
employment practice or group of employment practices, which would have less
disparate impact and make a difference in the disparate impact that is more than merely
negligible, would serve the respondent as well,

(2) In deciding whether a respondent has met the standards described in paragraph (1) for
business necessity, the court may receive evidence as permitted by the Federal Rules of
Evidence, and the court shall give such weight, if any, to the evidence as is appropriate.

(3) A demonstration that an employment practice or group of employment practices is
required by business necessity may be used as a defense only against a claim under this
subsection.

(#) Notwithstanding any other provision of this title, a rule barring the employment of an
individual who currently and knowingly uses or pessesses an illegal drug as defined in
Schedules F and IT of section 102(6) of the Controtled Substances Act (21 U.S.C. 802(6)),
other than the use or possession of a drug taken under the supervision of a licensed health
care professional, or any other use or possession authorized by the Controlled Substances
Act or any other provision of Federal law, shall be considered an unlawful employment
practice under this title only if such rule is adopted or applied with an intent Lo
discriminate because of race, color, reli gion, sex, or national origin.

(5) The mere existence of a statistical imbalance in the work force of an employer on account
of race, color, religion, sex, or national origin is not alone sufficient to estabtish a prima
facie case of disparate impact violation.

CONSTRUCTION. Nothing in the amendment made by subsection (a) shall be construed to
overrule any existing case concerning whether recovery is available under title VI of the Civil

Rights Act of 1964 (42 1.5.C. 2000e et seq.) under a comparable worth theory,

SEC. 4. PROHIBITION AGAINST THE DISCRIMINATORY USE OF TEST SCORES.
Section 703 of the Civil Rights Act of 1964 (42 U.S.C. 2000e-2) (as ammended hy section 3) is
further amended by adding at the end the following new subsection:
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[S. 1208. Excerpts only, edited for presentation.]

(1) (1) It shail be an untawful employment practice for a respondent, in connection with the
selection or referral of applicants or candidates for employment or promotion 10 adjust the
scores of, use different cutoff scores for, or otherwise alter the results of, employment-
related tests on the basis of the race, color, religion, sex, or national origin.

(2) Paragraph (1} shall not apply to a respondent seeking to comply with a court order aimed
at remedying past discrimination.

SEC. 5. DEFINITIONS.

IN GENERAL. Section 701 of the Civil Rights Act of 1964 (42 U.S.C. 2000¢) is amended by
adding at the end the following new subsections:

(o) The term “demonstrates™ means meets the burden of production and persuasion.

(n) The term “group of employment practices™ means a combination of particular employment
practices in which each practice is responsible in whole or in significant part for an employment
decision.

(0) The term “required by business necessity” means—

(1) In the case of employment practices involving selection, that the practice or group of
practices bears a manifest relationship to the requirements for effective job performance;
and

(2) In the case of other employment decisions not involving employment selection practices,
as described in paragraph (1), the practice or group of practices bears a manifesi
relationship to a legitimate business objective of the employer.

({p) The term “requirements for effective job performance” includes,——

(1) The ability to perform competently the actual work activities lawfully required by the
employer for an employment position; and

(2) Any other lawful requirement that is important to the performance of the job, including,
but not limited to, factors such as pupctuality, attendance, a willingness 10 avoid engaging
in misconduct or insubordination, not having a work history demonstrating unreasonable
job turnover, and not engaging in conduct or activity that improperly interferes with the
performance of work by others.

INTERPRETATION. It is the intent of Congress in enacting sections 701{o) and 703(k) of the
Civil Rights Act of 1964 (as added by subsection (a) of this section and subsection (a) of section
(3) respectively) that the sections codify the meaning of business necessity used in Griggs v.
Duke Power Co., 401 U.S. 424 (1971) and overrule the ireatment of business necessity as a
defense in Wards Cove Packing Co. Inc. v. Atonio 109 S.Ct. 2115 (1989), with respect to an
eroployment practice or group of employment practices.

Sec. 7. CONSTRUCTION.
IN GENERAL. Except as provided in subsection (b)
(1) Nothing in this Act or the amendments made by this Act shall be construed to limit an
employer in establishing job requirements that are otherwise lawful under title VII of the
Civil Rights Act of 1964 (42 U.5.C. 2000e et seq.); and
(2) Nothing in title VII of the Civil Righis Act of 1964 shall be construed—
{A) To require or encourage an employer to adopt hiring or promotion quotas; or
(B) To prevent an employer from hiring the most effective individual for a job.
REMEDIES, VOLUNTARY ACTIONS, AND AGREEMENTS.—Nothing in the amendments
made by this Act shall be construed to affect court-ordered remedies, voluntary employer actions
for work force diversity, or affirmative action or conciliation agreements, that are otherwise in
accordance with the law.

[APA Letier, edited for presentation.]

AMERICAN PSYCHOLOGICAL ASSOCIATION
1200 Seventeenth Street, N.W.
Washington, D.C. 20036

June 25, 1991
Jonathan Chambers
Legislative Director
Senator John C. Danforth
United States Senate
‘Washington, DC 20510

Dear Jonathan:

I enjoyed our discussion of the provisions within S. 1208 that refate o employment selection
procedures, and I am writing to follow-up that discussion. The definition of “business necessity,”
when combined with the definition of “requirements for effective job performance,” has been very
favorably received by psychologists with expertise in testing and employment selection.

Our remaining concerns are that effective performance no? be construed to prohibit employers
from hiring the most qualified applicant and that employment practices (Section 3.k,1,B) nor
require separate evidence for each subtest, item, or other component if these parts are not
interpreted separately. If these sections can not be changed in the current bill, we urge that very
specific report language be issued to clarify these points.

T realize that Senator Daoforth is now attempting to develop language that will be acceptable
to a broad constituency but would caution against relaxing the current language of business
necessity in such a way that selection procedures shown to have adverse impact against protected
classes can be defended without sound evidence that the practice has a mamifest relationship to the
job or job family in question. As we had mentioned, psychologists with expertise in these areas
have found language in 8. 1208 much more consistent with professional standards than that in
either HR. 1 or S. 611.

Employers’ concerns that selection procedures predictive of transferability and promotability
on the job not be banned must be balanced with concern that the use of procedures bearing little
relationship to the job in question are generally not supported in current professional standards or
practice. Such exceptions should not be allowed unless there is evidence to support comparable
requirements between a current and future job or probability that such changes in the job
(transfers, promotions, or modifications of the existing job) are eminent for applicants in the near
future. Finally, we hope the proposed wording on job and job family we forwarded assists in
clarifying that section of the bill.

Please feel free to contact Dianne Brown or myself with further questions.

Sincerely,

Wayne J. Camara, Ph.D.
Director of Scientific Affairs



[EEOC GATB Letier, edited for presentation.]
EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
WASHINGTON, DC 20507
Jupe 21, 1991
The Honorable Robert T. Jones
Assistant Secretary of Labor
U.S. Department of Labor
200 Constitution Ave, N.W., Room S-2307
Washington, D.C. 20210

Dear Mr. Jones:

This letter is in response to the DRAFT “Training and Employment Guidance Letter” (#6-980)
which is to be issued by the Employment and Training Administration. This directive, when
issued, would announce suspension of the General Aptitade Test Battery (GATB) until Turther
notice and a policy review of the GATB’s validity, fairness and relationship to the Uniform
Guidelines of Employee Selection Procedures.

We think that the proposed suspension is unwarranted for several reasons. First of all, the
issue is ot whether the GATB is a valid predictor of job performance. The cumulative knowledge
of the validity of the GATB is as extensive, thoroughly documented, and well-undesstood as any
employment test jn this country outside the military. In addition to validity studjes for over 500
jobs, as well as published meta analyses of the validity evidence across job families and
occupations, the National Research Council has independently reanalyzed this cumulative
knowledge and reaffirmed the generalizability of the GATB’s validity across virtually all jobs in
OUr ECONOMY.

Rather, the issue is the practice of “within-group scoring.” Since the predictive validity of the
GATB is rot improved by “within-group scoring,” the practice serves only Lo reduce the disparate
impact of the test. Within-group scoring should be abandoned, but the GATB should be retained,
because when it comes to miaking employment decisions, judging an individual on the basis of a
job-related employment standard, such as the GATB, without regard to race, color, religion, sex,
or national origin is the cornerstone of egual employment opportunity. ;

Ways in which the validity of the GATB might be improved and investigations of how well
the various applicant populations are served could be studied without suspending use. We think ;
such studies are a good idea. Giving employers no viable alternative but to turn to less valid,
subjective selection procedures contributes neither to the economic well being and
competitiveness of this nation nor to equal employment opportuaity. With regard to the issue of :
the relationship of the GATB to the Uniform Guidelines on Employee Selection Procedures, to]
which both DOL and EEOC are signatory agencies afong with Justice and OPM, I feel confiden
that all parties recognize the timeliness of undertaking a thorough review, and we are about 1o
initiate such a review. Such a review, however, would not prevent continued GATB use.

Finaily, the one additional issue which needs to be addressed in your study is the relationshi
of the GATB to the Armed Services Vocational Aptitude Battery and to national achievement;
tests that will soon be available nationwide under the lead of the Department of Education. If th
Administration were to walk away from the best understood employment test in this country, th
wrong signal would be sent that we are turning our back on job-related competency and merit. S
for all these reasons, we think the only appropriate path would be to abandon the practice ©
within-group scoring but retain the GATE for use by employers while at the same time studyin
these additional questions including Uniform Guidelines review.

Sincerely,

Evan I. Kemp, Jr,, Chairman

cc: The Honorable C. Boyden Gray, Counsel to the President
The Honorable Lynn Martin, Secretary of Labor.
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EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
WASHINGTON, DC 20507

June 24, 1991
The Honorable John H. Sunuau
Chief of the Staff to the President
First Floor, West Wing
The White House
‘Washington, DC 20500

Dear Governor:

As Chairman of the principal Federal agency charged with implementing civil rights laws as
they apply to employment discrimination, I am urging that the Administration sof accept the
“ggsliness necessity” language proposed by Senator Danforth in his letters to you of June 19 & 20,
1991.

The focus of the Danforth “business necessity” language will, if adopted, undermine the
Presidents America 2000: An Education Strategy by making it extremely difficult for employers
to show that use of educational credentials and objective measures of academic achievement are
legally defensible. The tragedy of the Dantforth proposal is that it would actually cause
disproportionate harm to minorities, while claiming the flag of civil rights.

In proposing his latest definition of “business necessity,” Senator Danforth quoted the
following language from the 1971 Supreme Court Griggs v. Duke Power Co. decision:

The Commission accordingly interprets “professionally developed ability test” to mean a
test which fairly measures the knowledge or skills required by the particular job or class of
jobs which the applicant seeks, or which fairly affords the employer a chance o measure
the applicanf’s ability to perform a particular job or class of jobs. (401 U.S. 433 n.9
emphasis in Senator Danforth’s letter). ,
. My concern is that the Commission and the courts have so broadly construed the meaning of
Griggs that all selection procedures, not just employment tests, must be shown to be a “business
necessity” if they adversely affect members of a class covered by Title VIL. The 1978 Uniform
Guidelines on Employee Selection Procedures, for example, detine the universe of affected
practices as follows:
Section 2B: Employment decisions. These guidelines apply to tests and other seleciion
procedures which are used as the basis for any employment decision. Employment
decisions include but are not limited to hiring, promotion, demotion, membership (for
example, in a labor organization), referral, retention, and licensing and certification, to the
extent that licensing and certification may be covered by Federal equal employment
opportunity law. Other selection decisions, such as selection for training or transfer, may
also be considered employment decisions if they lead to any of the decisions listed above
(emphasis added),
) _The most serious shortcoming of Senator Danforth's proposal is its focus on job performance
in the “business mecessity” definition, While seemingly reasonable at “first blush’, Senator
D@fonh’s focus on job performance will make it extremely difficult, if not impossible, for
em.;.)loyers to show that use of educational credentials and objective measures of academic
achievement are legally defensible.
. Tht‘: Danforth proposal may constrain an employer in unexpected ways. Imagine the virtual
tmpossibility of defending, for example, an employef’s use of a high school diploma or a liberal

: __aits_f.d'egree in English or history in terms of how that knowledge directly relates to job
Berformance for most entry-level positions. It simply can’t be done. Furthermore, are
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undergraduate education majors the only teaching candidates qualified to teach? The Danforth
proposal’s focus means a school district in many cases would not be able to prefer candidates with
advanced degrees because the undergraduate education degree is the only “correct” curriculum
directly related to job performance. The Administration’s bill, by contrast, would permit that
same school district to insist on candidates with advanced degrees and non-education majors with
degrees, for example, in English or history.

An additional unintended consequence of the Danforth’s bill’s focus on jeb performance is
that it will undermine the President’s America 2000:An Education Strategy. One of the strategic
national goals established by President Bush is that by the year 2000:

“(E)very school in America will ensure that all students learn to use thejr minds well, so
they may be prepared for responsible citizenship, further learning, and productive
employment in our modern economy.”

Yet as Chester Finn recently wrote in a New York Times op-ed piece (5/18/91) entitled
“Educational Reform vs. Civil Rights Agendas,” realizing the President’s educational strategy will
mean challenging the status quo:

How many personnel directors will be able to convince a Federal enforcer or judge that a
young person’s command of science and geography is germane to the work of a forklift
operator or receptionist? Yet so long as employers are inhibited from examining a
candidate’s test scores, “rational” students will see no payofl for buckling down to learn
such subjects. High marks won’t matter. '

Challenging the status quo means reexamining Griggs in light of an economy that is
significantly more complex and demanding than is suggested by the facts at issue in that power
plant. The fact situation in Griggs reveated that Duke Power waived their high school diploma
requirement for initial assignment to manual labor positions but required the diploma for those
wishing to ransfer to better paying indoor jobs. Duke Power used an alternative requirement that
instead of having a high school diploma, in order to qualify for positions requiring more than a
strong back, it was necessary to attain the average score for high school graduates nationwide on
two professionally developed ability tests. As I am sure by now you are aware, both the high
school diploma and test requirements adversely affected minorities, and the rest, as they say, is
history.

The Supreme Court has held that an employer has the burden to defend the “business
necessity” of any employment standard that adversely affects members of a class covered by Title
VII. Unreasonably narrow interpretations of “business necessity” by the EEQC, the Labor
Department, and some lower courts created terrible legal risks for firms that required educational
achievement of their applicants. As a consequence of Griggs, given the expense and uncertainty of
Title VH litigation, many employers simply abandoned reguiring high school diplomas and
-checking transcripts for any job. Furthermore, the Supreme Court in Griggs stated that:

“(Dt is vnnecessary to reach the question whether testing requirements that take into
account capability for the next succeeding position or related further promotion might be
utilized upen a showing that such long range requirements fulfill a genuine business need.”

We think that improving this nation’s competitiveness warrants addressing the promotability
issue of “capability for the next succeeding position™ and the Administration’s bik does so.

The unintended consequences of Griggs has been to eliminate employers’ ability to reward
learning. The resulting lack of signals to students from employers that academic achievement
courts has meant that for the past two decades since the 1971 Griggs decision, the most basic
incentive for many students to take school seriously has been missing. Now, more than a quarter
of a century after the Civil Rights Act of 1964 was passed and in an increasingly competitive
multi-national marketplace, we fund that our economy is less dependent on strong backs and is
more dependent on jobs requiring developed cognitive skills and abilities and the capability to
benefit from training for the next succeeding position.

According to the Hudson Institute’s 1988 report Opportunity 2000, more than half of all new
jobs created over the next 20 years will require some education beyond high school and almost a
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third will be filled by college graduates (compared with only 22% of all occupations today). Not-
withstanding employers” ever increasing dependence on individnal competence in order to remain
competitive, students, parents, and teachers will not be able to point to a reward for learning if
employers are for all practical purposes precluded from even inguiring about degree status, much
less rewarding academic achievement. As the Secretary of Labor’s Commission on Workforce
Quality and Labor Market Efficiency has recently urged:

The business community should...show through their hiring and promotion decisions that

academic achievernents will be rewarded.

The need to encourage academic achievement by encouraging employers to reward students
who achieve academically will be met by the Administration’s definition of “business necessity”
which is the same as the definition adopted by the Supreme Court. The Danforth bill’s definition
of “business necessity,” focusing on job performance, will in effect make use of edueational
credentials and objective measures of academic achievemenit indefensible unless quotas are also
employed.

For fifteen months, I've maintained that we would not have an acceptable civil rights bill until
we aired the philosophical differences between the Administration (back to merit hiring) and the
civil rights community (proportional representation in the workplace). Lawyers could not write a
satisfactory bill until these very real philosophical differences were openly confronted.

As you know, Governor, I was deeply involved in the eatly negotiations on the Americans
with Disabilities Act {ADA). The White House and disability community had few differences on
sections concerning employment, transportation, relay communications for the deaf, or coverage
of state and local governments. The area of contention was public accommodations. At that time, T
told you the disability community wanted total access: a “flat world” tomorrow. Because it was a
question of civil rights, the disability community did not believe there could be a cost defense.
You replied that it wasn’t fair to place a financial burden on small businesses that had no
government contracts or received no federal meney.

You stated that the disability community’s demand was not reasonable and clearly -against
Republican Party philosophy. Eventually both sides agreed to the *readily achievabie” standard
for existing public facilities to ensure mainstream opportunities for disabled people. The ADA
negotiations were exemplary in that both sides thoroughly discussed areas of philosophical
disagreement. Had we not done so, the ADA would never have become law.

Hopefully the informatjon I have provided will encourage additional candor about these
differing philosophies between the parties. Unless the latest Danforth definition of “business
necessity” is rejected, when employers realize that they will be upable to defend use of
educational credentials and objective measures of academic achievement under the Danforth bill,
they will have litile choice bul to revert to hiring by the numbers. For these reasons, I urge the
Administration not agree to the Danforth compromise “business necessity” language.

Best regards,

Evan J. Kemp, Jr.
Chairman
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Psychology Department Chair

Active department with excellent research facilities seeks an outstanding
colleague (qualified for appointment as Full Professor) in Human
Factors, Industrial/Organizational, Cognitive, or closely related area for
this position. Requirements include (1) Ph.D. in one of the above areas,
(2) substantial publication record, and (3) evidence of strong
commitment to both undergraduate and graduate education. The
department currently awards an M.S. degree in Human Factors,
Industrial/Organizational and Psychopharmacology, but is seeking to
start a Ph.D. program in Human Factors—Industrial/Organizational
Psychology and is particularly interested in an individual who would
assist in its implementation.

Rensselaer Polytechnic Institute is a first-rank technological
university. It is located in Troy, one of three cities constituting New
York’s Capital District. Troy is located on the banks of the historic
Hudson River, 8 miles from Albany and approximately 156 north of
New York City and 160 miles west of Boston. The area is rich in
cultural opportunities (e.g., Saratoga Performing Arts Center, summer
home of the New York City Ballet, Empire State Institute for the
Performing Arts) and adjoins some of the most attractive vacation areas
in the entire Northeast. The Adirondack, Berkshire and Catskill
Mountains are all within a one-hour drive.

Applications from qualified minority and women candidates are
especially invited. Please send vita and three letters of recommendation
to:

Chair Search Committee
Department of Psychology
305 Carnegie
Rensselaer Polytechnic Institute
Troy, NY 12180-3590.
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RECENT LEGISLATIVE INITIATIVES
AND REACTIONS BY THE PSYCHOLOGICAL COMMUNITY

David W. Arnold, Esq.
Reid Psychological Systems

In September 1990, the Oregon Interim Senate Committee on Labor
conducted a forum to address privacy issues in the employment context.' Such
issues, especially concerns expressed by organized labor and employee
groups, stemmed from perceived abuses in the use of clectronic monitoring,
credit reports, handwriting analysis and psychological testing to screen job
applicants and/or to evaluate the performance of current employees.

Subsequently, during the Oregon legislature’s 1991 regular session, the
Senate Committee on Labor considered bills which addressed each of these
means of evaluating applicants or employees. See SB 792,2 SB 834,° SB 862+
and SB 963°, Each of these bills, save one, was passed by the Senate. Only SB
834, which related to handwriting analysis, was rejected and sent back to
committee. All other bills were referred to the House Committes on Labor,
where they died when that committee failed to hold hearings before
Adjournment. Sioce the Oregon legislature only meets every two years, these
issues cannot be revisited until 1993.

Notwithstandiog the merits (or lack thereof) of the various forms of
instrumentation addressed by Oregon’s legislative initiatives, there was a
common denoninator presented—protection of privacy. Consistent with the
prior expressed opinions of this author,® such legislative initiatives should
create concern and mandate action on behalf of personnel psychologists.

Following such advice, various professional associations (American
Psychological Association, Association of Personnel Test Publishers and
Society for Industrial and Organizational Psychology) and individual
psychologists have been extensively involved in opposing SB 792, This
particular bill sought to place severe restrictions on the use and interpretation
of psychological employment tests. Although the bill nltimately passed the
Senate on June 3 by a vote of 18-11, the coordinated opposition by the
psychological community had an obvious impact on the ultimate language and
vote on the bill. Voting was along party-lines, except for one Democratic vote
in opposition to the bill.

Although SB 792 as passed was amended several times following
introduction, some particularly significant examples of professionally initiated
chianges in the bill’s language are as follows.

L. The eriginal language of SB 792 required employers to register a
psychoalogical employment test with the Commissicner of the Oregon
Bureau of Labor and Industries prior to use. The provision also required
that employers file and pay for the review of the validity information
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supporting each regulated test. In essence, the bill’s authors were
creating a veiled tax on employers’ use of psychological tests. Through
appropriate action taken by and on behalf of the profession of
psychology, the bill as passed by the Senate did not contain any
registration and/or review requirements.

2. A subsequent version of the bill would have precluded interpretation of a
psychological employment test by anyone not licensed under Oregon
law, thereby creating an encumbrance on, if not an impasse to, testing
professionals both within and outside the state of Oregon. Again, input
from the profession of psychology directly caused modification of this
standard. Ultimately any licensure requirement was dropped when the
full Senate considered the measure.

3. Another original provision of SB 792 precluded disclosure of
psychological employment test information to any third party. Such
third parties included, but were not limited to, personnel officers, hiring
managers, and interviewers. Here again, input from the psychological
community led to various changes, whereby the final Senate language
provided an exception to disclosure for “personnel responsible for
employee selection or promotion decisions.”

Notwithstanding the fact that SB 792 as passed by the Oregon Senate was
problematic and placed unreasonable restrictions -on the use of psychological
employment tests, the role played by personnel psychologists and their
affiliated associations had a very strong and positive effect on the bill’s
outcome. Moreover, psychologists played an instrumental role in mobilizing
various trade associations and business interests to express opposition. In
addition, members of the Association of Personnel Test Publishers met with
the Chairman of the House Labor Committee to urge that the measure was
unnecessary. Given the groundwork laid in the Senate, coupled with contact -
with key House members, SB 792 failed to gain the required support. _

In sum, given the recent judicial and legislative interest in privacy, as well.
as other public policy issues such as accuracy and discrimination, initiatives -
such as SB 792 are unlikely to be isolated incidents. In light of the historical -
perspective on this specific Oregon legislation, the importance of th
psychological profession’s involvement is obvious and imperative. This is
particularly true at the state level where legislative inifiatives may mov
quickly without gaining much attention or notoriety. Without such vigilanc:
and reasonable efforts to oppose inroads into the practice of personne
psychology, there is a strong potential for uninformed legislators to suppor
various restrictions and prohibitions in this area, particularly when antitestin
advocates selectively provide misinformation on the relevant issues. Withou
the diligent monitoring and educational attempts exhibited in Oregon, th
practice of psychology in employment settings will be more and more guide
by statutory mandate rather than professional judgment.
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Unless the psychological community remains ever-vigilant, enactment of
state laws restricting or prohibiting the use of professionally-developed tests
may also prejudice the eventual fate of federal legislation. It is very difficult
for Members of Congress to understand why they should oppose federal
Jegislation if the same or similar laws are already on the books back home. If
personnel psychologists expect to preserve and protect their rights to develop,
administer and interpret valid, reliable and fair instruments, they must make it
part of their professional commitment to educate and inform state legislators
and ensure that bad state laws are not passed that will haunt the profession
when the issue comes to a head in Washington, DC.
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The VO FAMILY TREE
Frank J. Landy
Center for Applied Behavioral Sciences
Penn State University

As part of the research for my presidential address, I was able to uncover a
good deal about the 1/O family tree. I began by asking a large group of visible
I/O psychologists for their genealogical trails. This became overwhelming in
10 time. As a result, I decided to restrict the tree to Division 14 presidents.
Since Division 14 was added to the APA, this was somewhat more
manageable. In addition, I assumed that most people could find their
cofinections through those presidents. !

What follows are the trunks of two trees (Wundt and James) and the
branches from those trees. As a convention, for the most part I identified the
person who actually signed the doctoral dissertations of the person in question.
In some cases, this may misrepresent influences but it was the most
parstimonious strategy.

Much of this information came from published sources (biographies,

. -hxsEo‘ries, etc.) but a significant amount came from colleagues and archivists at
S var.lo_us University libraries. Collecting the information was a very rewarding
.activity. ] learned to see the subdiscipline in a much more personal way.

If any of the TIP readers find errors, I would appreciate knowing of them

S0 T can make any necessary changes. I would like to acknowledge the skills
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of Joe Hinish in preparing the actual charts and of Laura Shankster and
Patricia Kelley in doing the necessary library digging fer much of the
information.

! Division 14 presidents are underlined in bold.
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PINTNER

ARPS

PATERSON

l J. J. JENKING

DUNNETTE

‘ MACKINNEY I HAKEL

J. CAMPBELL

WITMER

VITELES I

Upcoming SIOP Conferences

SIOP Conference—Montreal, The

Queen Elizabeth

SIOP Conference—San Francisco,

San Francisco Marriott
SIOP Conference—Nashville,

Opryland Hotel

SIOP Conference—Orlando,

Hilton at Walt Disney World

Village

SIOP Conference—San Diego

Sheraton Harbor Island Hotel

April 30 - May 3, 1992
April 30 - May 3, 1993
April 7-10, 1994

May 25-28, 1995

April 25-28, 1996

THE EVOLUTION OF DOCTORAL TRAINING IN I/O
PSYCHOLOGY AT TEACHERS COLLEGE,
COLUMBIA UNIVERSITY

Albert 8. Thompson, Professor Emeritus
Teachers College, Columbia University

Looking back over the history of trajning in psychology at TC, it became
apparent that the doctoral program now termed “Organizational Psychology”
seemed to reflect evolving stages in the application of psychological findings
and methods to the work setting,

In roughly chronological but cumulatively overlapping stages, psychology
since the early 1900’s became concerned with the folowing:

1. The measurement of individual characteristics and job requirements.

2. The development of worker skills and improvement in worker

productivity.

3. The measurement and facilitation of individual job satisfaction,

employee motivation, and group morale.

4. The study of managerial roles and approaches.

5. The study of and improvement in the functioning of the organization as a

social system.

Development of /O Psychology Training at TC

Teachers College, Columbia University began as a school of education but
over the years broadened into a graduate school dedicated to the systematic
advancement of the arts and sciences associated with the educating,
psychological, and health service professions. In the discipline of psychology,
TC became the center of training in the applied fields for Colombia University
as a2 whole.

One can describe the evolution of training in I/O psychology at TC in three
phases, as foliows:

1. Involvement of individual professors in the application of their
findings and methods to human behavior in the work setting,

In the early years, individual professors affiliated with various branches of
the university became involved in research and consulting in areas basic to the
later development of /O psychology. This was still the era in which individual
professors pursued their specialities, sometimes even creating them, an era in
which “programs” hardly existed.

For example, early in his career as Professor of Educational Psychology at
Teachers College, Edward L. Thorndike pioneered in the development of tests
aid techniques for measuring individual differences significant in school
learning. His broad interests, however, soon led him to study performance in

- other settings and we find him writing articles in the 1910’s on work curves,
- theories of work and fatigue, and work satisfaction.

With World War I, Thorndike was called on by the War Department (along
35



with other psychologists such as Robert Yerkes and Walter Bingham) to
develop methods for rating and classifying soldiers and aviators. In 19'19, he
published an articlé on Scientific Personnel Work in the Army in the journal
Science.

Other Columbia University professors who applied their psychological
knowledge and skills to human behavior in the military and other work
settings were R.S. Woodworth, J. McK. Cattell, A.T. Poffenberger, and H.I
Hollingworth, who provided leadership during and after WWIL

In 1919, Hollingworth published a volume entitled Vocational Psychology
and in 1919 Hollingworth and Poffenberger collaborated on a publication
entitled Applied Psychology. Poffenberger laier prepared a revision and
expansion entifled Principles of Applied Psychology, published by Appleton-
Century, 1942, .

During the 1940°s, a number of psychologists played significar%t roles in
psychological research and applications in World War II activities in the .A1r
Force, Army, and Navy. After the war, Laurance Shaffer, Robert Thorndike,
and Donald Super became professors ai Teachers College and developed
programs relevant to civilian work settings.

2. The second phase involved the development of courses and
programs which eventually led to doctoral training in I/0
psychology. .

The program most directly concerned was the Vocational Guidance major
developed by Professor Harry D. Kitson in the 1920°s. Kitson was an early
leader in the study of the world of work and in 1924 published the classic _The
Psychology of Vocational Adjustment and frem 1937 to 1950 edited
Occupations, the Vocational Guidance Magazine.

Kitson’s interest included industrial psychology as well as vocational
guidance and the program broadened to become Vocational Guidance and
Occupational Adjustment, particularly after Donald Super was adde(:l to the
staff in 1945. The program dealt not only with vocational counseling and
testing but also with entry into the labor force, job satisfaction, and nature of
the occupational world. Super soon became a national leader in the field with
the classic texts Appraising Vocational Fitness by Means of P?ychologzcal
Tests (Harper and Row, 1949) and The Psychology of Careers (Harper and
Row, 1957), and several related monographs.

In addition, professors in other branches of the university were st'udying,
publishing, and giving courses in related areas. For example, Eli Gmsberg.,
Professer of Economics in the School of Business, contributed significantly to
knowledge of career stages and factors of success in the work setting. His.

courses and counsel were valuable to many TC students in their graduate
study. Professor Richard Christie of the Graduate Faculty of Arts and Sciences
provided helpful courses and research supervision in the social psychology of
work.
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3. Formation of a Major in I/O Psychology at TC.

In the early 1950’s, with the addition of Albert S. Thompson, who had
taken his doctoral degree in industrial psychology under Morris S. Viteles at
the University of Pennsylvania, and Kenneth Herrold, whose doctoral study at
TC had been with Goodwin Watson in group dynamics, the “occupational
adjustment” portion of the program expanded to warrant changing the title of
Vocational Guidance and Personnel Psychology with a designated major in
personnel.

In addition to the course in vocational testing, dynamics of vocational
adjustment, group development, and career development common to both
vocational guidance and personnel work, special courses such as Personnel
Work in Business and Industry, Psychology of Staff Relations, and Psychology
of Personnel Development and Utilization were added, as well as field work
and internships in business and agency settings. Use was also made of
university-wide resources, particularly faculty and courses in the Graduate
Faculty of Arts and Sciences, Graduate School of Business, and the School of
Engineering.

By the early 1970’s, the doctoral major in personnel psychology,
supplemented by a masters degree program for those desiring training at that
level, provided a strong program, particularly in the areas of individual
appraisal, training, job and career satisfaction, and career development in a
variety of work settings.

With the retirement in the mid 70°s of Professors Thompson, Super, and
Herrold, and with the increasing emphasis in the field of management
development and the functioning of organizations as social systems, there
occurred a shift from close coordination with Counseling Psychology (as
Vocational Guidance was by then called) to a closer interaction with the Social
Psychology program.

In 1982, a departmental reorganization led to the setting up of a section
entitled “Social and Organizational Psychology” with Morton Deutsch as
Program Coordinator and Warner Burke, who had recently been added to the
staff, as Principal Advisor in Organizational Psychology. Other professors
contributing to the combined programs were Harvey Hornstein, Gary Bridge,
and John Michela. Professors Roger Myers and Peter Cairo from Counseling

Psychology and Adjunct Professors Joseph L. Moses from ATT and Myron

Wish from Bell Labs taught courses and contributed regularly in doctoral level
seminars.

In its current form, the Organizational Psychology program is designed for
both full-time and part-time gradvate students who desire basic scientific

training in organizational psychology and who are concerned with the

application of psychology to industrial, social agency, and government
organizations. The program begins with an emphasis on fundamental
concepts, social psychology theory, and research methods, proceeds to more
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specialized procedures in organizational psychology, and concludes with a
major inquiry resulting in a doctoral dissertation. Depending on the student’s
‘background, an initernship in an organization may be required.

During their study, students are expected to participate in introductory and
advanced seminars in basic psychology, social psychology, organizational
psychology, anthropology, and statistics. From the very beginning, students
are assigned to a research group with one or more of the faculty members. In
addition, according to individual interests, students may take courses in related
programs, departments, and schools of Columbia University.

One revealing way of identifying trends in doctoral training is to examine
the sequence of topics of doctoral dissertations.

Following are samples from the past four decades:
1950°s: Job satisfaction as related to need satisfaction in work. (R. Schaffer,

1952);

Empathy, projection, and job performance of plant supervisors. (M.

Johnson, 1958);

Company policies and supervisor attitudes toward supervision. (E. Stanton,

1958).

1960’s: An analysis of vocational interest at two levels of supervision.

(H. Bedrosian, 1963);

Manager performance as related to goal setting, intelligence, and sclected

personality traits. (R. Kopff, 1966);

Expectations and drop-outs in Schools of Nursing. (M. Katzell, 1968).
1970’s: Effects of test conditions on negro-white differences in test scores;

(P. Dyer, 1970);

An empirical smdy of attitudes toward invasion of privacy as it relates to

personnel selection. (B. Rosenbaum, 1971);

An evalnation of the efficacy of a trait-oriented job analysis technique.

(F.E. Lopez, 1977).

1980":s The effects of selected person and organizational factors on a
manager’s motivation to behave collaboratively with subordinates. (D._..
VanEynde, 1984);

The relationship between manager’s power orientation and evaluation of

managerial effectiveness by subordinates. (B. Maruff, 1936); .

Perceptions of program manager influence: The effects of role behaviors

and position status. (C. Coruzzi, 1987).

1990’s: Effects of educational variables and job process factors on
performance and advancement in the early careers of professionals. (
Morley, 1990);

The influence of cognitive schemes on perceptions of organizational

climate. (M. Eiter, 1990); _

The role of individual perceptions of organizational culture in Predi_ctm

perceptions of work unit climate and individual and organization

performance. (M. Fox, 1990).
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From the above titles, it is apparent that the research concerns
gradually shifted from study of specific job performance to job
satisfaction, from measurement of individual characteristics to the total
work setting, and from performance of the individval to that of the
organization as a whole,

Contributions to the Field of Industrial/Organizational Psychology

It can be argued that the best evidence of contribution to a field of
applied psychology by a doctoral training program is what the graduates
do with their training,

A review of the career histories of TC graduates in this program
revealed the following patterns:

1. The most frequent pattern was to work in personnel research or
management for relatively large corporations, such as ATT, IBM,
Chase Manhattan, Port Authority of NY, J.C. Penney, American
Express, Union Carbide, The Psychological Corporation ef al. and
then shift into consulting, either independently, such as Mahler
Associates or Lopez Associates, or as members of a management
consulting firm, such as RHR or Drake, Beam, and Moerin.

2. Another frequent pattern was to become involved in teaching,
usually as part-time adjunct professors with increasing teaching,
involvement over time or to become full-time educators in related
training programs.

3. Some graduvates, of course, have remained with their industrial or
business firms, particularly when the firms provided long-term
career opportunities.

The faculty of a doctoral program also make contributions in a
number of ways: research, publishing, consulting and association
activities.

As previously mentioned, Professors Thorndike and Super published
early “classics” in areas related to I/O psychology. In 1970, Super, in
collaboration with M.J. Bohn, Jr, as co-author, published Occupational
Psychology. During the 1980’s since retirement from T'C, Super has been
increasingly involved, as initiator and coordinator, with the International
Work Importance Study, which is investigating the salience of the role of
work in selected countries throughout the world.

In the 1970’s and 1980’s, Professor Roger Myers and Peter Cairo,
based in the Counseling Psychology program, participated actively in the
I/O doctoral training through doctoral research supervision, courses on
career development in industry, and publications such as:

Myers, R.A., P.C., Turner, J.A., and Ginzberg, M.A. (1980) Cost-
benefit analysis of the Officer Career Information and Planning
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System. Arlington, VA.: U.S. Army Research Institute.

Cairo, P.C. (1983) Counseling in industry: A selected review of the
literature. Personnel Psychology, 36, 1-18.

Cairo, P.C. (1985) Career planning and development in organizations. In
Leibowitz and Lea, Adult Carecer Development: Concepts, issue and
practices. Falls Church, VA. National Vocational Guidance Association.

The current staff and the Program Coordinator, Warner Burke, have
coniributed extensively to the field in a variety of roles: teachers, researchers,
consultants, journal and book editors, and anthors.

In 1990 Burke received the Distinguished Contribution to Human Resource
Development Award from the American Society for Training and
Development. Among his many publications are the following:

W.W. Burke and H.A. Hornstein (Ed.) The Social Technology of
Organization Development. LaJolla, CA.: NTL Learning Resouices
Corporation, 1972,

W.W. Burke (Ed.) Current Issues and Strategies in Organization
Development. N.Y. : Human Science Press, 1977.

W.W. Burke Organization Development: Principles and Practices.
Glenview, IL.: Scott Foresman, 1982.

W.W. Burke Organization Development: A Normative View. Reading,
MA.; Addison-Wesley, 1987. :

W.W. Burke, *“Practicing organization development,” in D.W. Bray (Ed.)
Working with Organizations and Their People: A Guide to Human
Resources Practices. N.Y .: Guilford Press, 1991.

Looking to the Future

The current program in I/O Psychology at TC appears to be in line with the -

trends and directions in which I/O psychology as a field is headed into the:
next decade. These historic trends are:

1. From Production to People to Systems, i.e., from raising individua
worker efficiency to developing better employees in improving th
functioning of the organization as a whole.

2. From Blue Collar to White Collar to Gray Suit, i.e, from attention to th
factory to the office to the board room.

3. From hiring and training for specific job openings to selection an
development of employees for long-term membership and identificatio
with the organization.

4. From a static matching of individual characteristics with jo
requirements to a more dynamic use of human resources through bo
employee development and modification of the work situation.

5. From top-down management 1o greater lower-level involvement throug
participative management, group decision making, and quality of Jif
approaches. :

This is not meant to imply that the early emphases have been discarded but
rather that they have become integrated and absorbed into a larger and more
dynamic model. The important principle is that doctoral training should not
only build upon the best of the past but should also anticipate and lead the
field toward the developing needs of the future.
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The Division of Applied Psychology at
Carnegie Institute of Technology

Erich P. Prien
Performance Management Associates

In the Beginning. . .Arthur Arton Hamerschlag approached Walter Van
Dyke Bingham at the 23rd Annual Meeting of the American Psychological
Association held at the University of Pennsylvania in December, 1914.
Hamerschlag spoke abruptly, “the Carnegie Institute of Technology is in
Pittsburgh. T don’t suppose you have ever heard of it, but we have a
ﬂourishing young institution. What are you planning to do this weekend?
Won’t you come and look us over, and tell us what, in your opinions,
psychology could do for such a technical institution.” Bingham visited
Carnegie Institute of Technology and subsequently Hamerschlag offered him
an appointment which he accepted. The appointment was to establish the
Division of Applied Psychology at Carnegie Institute of Technology, which

‘was no small undertaking and certainly not a decision made casually by

Bingham. At that time, academicians scorned practitioners as those who sold

- their soul for gold and, thus were looked upon as traitors. As evidence of this,
* William James hid his laboratory where he conducted practical work under a
. -s_taircase and Walter Dill Scott initially rejected an overture saying that one did
& g?t enhance his academic reputation by dabbling in the affairs of business.
i Bjmgham, however, had already started to cross that line following his interest
. n testing, albeit with students growing out of his work at Columbia (1908 -

-.___1910:) and continning at Dartmouth College where he was assigned as a
‘member of the Committee on Admission and Instruction.

Carnegie Institute of Technology was quite unlike the academic institutions

with which Bingham had experience up until this time. The charter and

ission of Carnegie Tech was clearly represented by the four schools: The
t_:ho_oI of Applied Design, the School of Applied Industry, the School of
pplied Science, and the Margaret Morrison Carnegie School for Women. In
ch of these four schools, students were educated and trained to carry on the
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responsibilities in positions in business and industry. Clearly, this was a
setting in which Bingham could create and nurture a Division of Applied
Psychology. In his report to Hamerschlag, Bingham noted that students at
Carnegie Institute of Technology were looking toward careers in industrial
management, social work, teaching, dramatic art, or some other field in which
success would depend on their ability to understand and influence people.
Hamerschlag obviously continued to be impressed by Bingham and
provided the support needed to establish the Division of Applied Psychology.
Bingham formalized his association with Camegie Institute of Technology on
September 16, 1915. He began the development of the Division with L. L.
Thurstone and James Burt Miner as the first two faculty members. In January,
1916, Walter Dill Scott was appointed the first professor of Applied
Psychology and Director of the Bureau of Salesmanship Research. Scott’s
history in Applied Psychology dated back to December 20, 1901 when he
spoke on advertising at the Agate Club in Chicago. In this way, he inaugurated
the science of industrial and business psycholegy, although his initial reaction
to the offer of Thomas L. Balmer was to reject the overture, as had others
before him: Munsterberg of Harvard, Thorndike of Columbia, and Coe, his
mentor, at Northwestern. It was in this context that Scott expressed the
conviction that one did not enhance his academic reputation by dabbling in the
affairs of business. However, after a two hour argument by Balmer, Scott
acquiesced, delivered the address, and then continned to write articles on
problems of business. By 1915, Scott had written 67 articles on problems of
business which had clearly removed him from the fold of respectable and.
dignified academician psychologists. However, he had also written 34 articles:
on subjects which were academically important.
The auspicious start of the Division of Applied Psychology was supported
by four prominent and wealthy Pittsburgh businessmen: Edgar J. Kaufmann
H. 1. Heinz, Edward A. Woods, and Norval A. Hawkins. These businessmen
were Lo continue their support leading to the inauguration of various Bureaus:
within the Division which would focus on specific topic areas in both applied
research and practice. :
Upon his arrival at the Carnegie Institute of Technology, Bingha
immediately began his search for faculty. The first was Loais Leonard
Thurstone recruited from the University of Chicago. The second was James.
Burt Miner of the University of Minnesota. In addition to Thurstone and
Miner, Bingham had also recruited and hired Margaret Louise Free, Catherin
Murdoch, Edwin I. Smith, and Jonathan Leo Zerbe. Bingham also establishe
an Advisory Committee consisting of Raymond Dodge of Wesleya
Unjversity, Frederick Lyman Wells of the McLean Hospital in Waverl
Massachusetts, and Guy Montrose Whipple of the University of Illinojs. Wi
this faculty and advisery committee, Bingham set out to develop curricula f
each of the four schools which made up Carnegie Institute of Technology.
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In organizing the Division of Applied Psychology, Bingham was
responsive to his sponsors, if for no other reason than their interest was the
foundation for Applied Psychology. In this way, the Bureau of Salesmanship
Research was established in 1916 with Walter Dill Scott as its first Director.
The first seven students were Edward S. Robinson, Charles Brundage, Curt H.
Friedlander, Russell L. Gould, Charles Booth Tuddle, Mary L.a Dame, and
Dwight L. Hoopingarner. These jndividuals went on to some prominence,
although not as Applied Psychologists. At the organization meeting, Edward
A. Woods, acting as temporary chairman, presented a statement regarding the
plans for the proposed Bureau describing it as a kind of human laboratory in
which the cooperating members could have tested for them methods of
finding, choosing, and training salesman, and methods in other coordinate
branches of salesmanship. The Burean would serve as a clearinghouse for
information whereby the experience of leading concerns in the country would
be available to each other. Additional sponsorship was obtained from other
organizations in addition to that provided by Woods, representing the
insurance iedustry. Support came from the Ford Motor Company, Pittsburgh
Stecl Company, and Westinghouse Electric and Manufacturing Company.
President Hamerschlag placed his imprimatur on the venture which was
eventually to have 30 supporting members representing a broad spectrum of
industry. During the initial year of this Bureau, Scott gave two courses of
instruction and developed a 36-page volume: Aids in the Selection of
Salesman. This included a model application blank; a standardized letter to
former employers; a set of interviewers guides and record blanks; and a series
of tests designed to measure an applicant’s intelligence, alertness, carefulness,
imagination, resourcefulness, and verbal facility. Edward A. Woods, it should
be noted also, was instrumental in organizing the Association of Life Agency
Officers with complex ties to the Bureau of Salesmanship Research.

In 1918, the Bureau for Retail Training was inaugurated under the
leadership of James Burt Miner. In the second year, Miner was replaced by W,
W. Charters who advanced the Bureau’s guiding principles concerning the
aftitude of the executive toward employees and the importance of employee
attitudes in respect to training or research in the organization. It was in this
Bureau that the early work on employee attitudes was discussed with students
and lead to the book by Whiting Williams titled, What's on the Worker's
Mind.

The Bureau of Personnel Research focused attention on discovering ways
in which, for the purpose of vocational guidance, the interest of an individual
could be taken into account. James Burt Miner and Clarence Yoakum, along
with EK. Strong, provided leadership to such stadents as Bruce V. Moore,
Merrill Ream, and Max Freyd. Of these, Bruce V. Moore would be the first to
receive the Ph.D. from Carnegie Institute of Technology in 1921, Strong, of
course, would go on to produce the Strong Vocational Interest Blank, based on
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the ideas developed with that group and which he took to Stanford University.
The initial work, however, was done at Carnegie Institute of Technology along
with Richard Uhrbock. It was later that Strong and Uhrbock published the first
book on Job Analysis and the Curriculum in 1924.

In the relatively short period of time from the start of the Division in
December, 1915, Bingham had created a functioning organization which was
already producing valuable applications of psycholegy. In April, 1917 while
Bingham was visiting Harvard to attend the 14th Annual Meeting of
Experimental Psychologists, President Woodrow Wilson signed an Act of
Congress declaring a state of war. At that meeting, Captain W. 3. Bowen, an
instructor at Harvard University, discussed the possible role of psychology in
the war effort. To this end, a committee was appointed consisting of Robert
M. Yerkes, Raymond Dodge, and Walter Van Dyke Bingham. Bingham,
however, could not attend the initial meeting and was replaced by Robert M.
Ogden.

Nonetheless, Bingham continued his participation leading to the formauon
of a varjety of functioning committees. The one of most importance was the
Committee on the Psychological Examining of Recruits chaired by Robert M.
Yerkes on which Bingham served along with Henry Goddard, Thomas H.:
Haines, Lewis M. Terman, Frederick Lymon Wells, and Guy Montrose
Wipple. Wells and Wipple were on the Advisory Committee to the Division of
Applied Psychology.

The involvement of Scott and Bingham in the war effort gave emphasis tg
the activities in the Division of Applied Psychology. There was no doubt that:
Hamerschlag’s vision was correct and that Bingham was carrying out the
Institute’s charter and mission in his organization and management of the
Division of Applied Psychology. Then, in 1919, Walter Dill Scott left to for '
the Scott Company which was the first consulting organization with some 40,
clients. During this period, however, Scott returned to lecture on advertisi
psychology, along with the Gilbreths lecturing on time and motion study
seminars in the Division of Applied Psychology.

The End . . . came in October, 1924. Hamerschlag had provided Walt
Van Dyke Bingham with virtually unlimited support, as evidenced by ¢
physical space, the sponsorship of patrons, and by the collection of the finest
brass instruments for research in psychology that were available (this selecti
is now in the Smithsonian Institute). Throughout Bingham’s sojourn, he h
an open door to Hamerschlag’s office, a privilege denied to other Institu
Directors who had to go through Hamerschlag’s Executive Assistant, a M
Smith, who unfortunately had the anthority to deny access. Bingham, on t
other hand, would walk right by Smith directly into Hamerschlag’s offi
where he had virtually a blank check. Upon Hamerschlag’s untimely déat
Smith became Acting President of Carnegie Institute of Technology. One
his first acts was to call Walter Van Dyke Bingham to his office ar
announce:
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“Dr. Bingham, you and your associates are no longer associated with
Carnegie Institute of Technology.”

The exception to the October massacre was Glen Cleeton who had come to
Carnegie lnstitute of Technology from Seashore’s Laboratory at the
University of Iowa in 1923. Cleeton was to remain on as the only survivor,
teaching courses in psychology to students in the four schools which made up
Carnegie Institute of Technology.

Industrial Psychology remained dormant at Carnegie Institute of
Technology until 1945 when the graduate program was reviewed under the
direction of B. von Haller Gilmer. At that time, the archives of the University
still contained the Journal of Personnel Research in which appeared many of
the seminal articles written during that period on selection, training, rating
scales, criterion development, and other topics which make up the core of
contemporary Industrial Psychology. Also, in a large walk-in closet, which
was reached by going through small outer offices, was the magnificent
collection of brass instruments all neatly arranged on shelves all the way up to
the 12 foot ceilings in the room. The Bureaus were gone, but the impact of this
beginning remains to this day in organizations which found their start at
Carnegie Institute of Technology.
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GROWTH TRENDS IN /O PSYCHOLOGY'

P. Richard Jeanneret
Jeanneret & Associates, Inc.

In preparation for my invited address during the 1991 Convention of SIOP
as recipient of the Distinguished Professional Contributions Award, I decided
to analyze the growth trends that characterize our field. What 1 found was
surprising (perhaps even alarming to some) and has very important
implications for the future of our profession.

1 selected as the initial year for my trend analysis, 1960, for two reasons: It
was the year that I declared Psychology as my undergraduate major; and 1
happen to have a copy of the 1961 Directory of the American Psychological
Association. The other years that I selected for comparative purposes were
1980, 1985, and 1990. I selected these years because of the interval from 1960
(20, 25, and 30 years) as well as their near correspondence to the time of
Society membership studies (1981, 1985, 1990). Recognizing that APA
Directories reflect member information for the prior year (or perhaps the last
time the member updated his/her member listing), and that SIOP surveys also
characterize the membership at a point in time prior to the publication of
results, there is admittedly some “slippage™ in the comparability of data across
sources (and even in the exact amount of lapsed time within a source) that

have been used for compiling the results that follow. Nevertheless, I believe

the data are sufficiently representative to reveal a set of trends that are
meaningful, and I will use the time periods 1960, 1980, 1985, and 1990 to
describe all results even though these are not precise.

Before describing the results, a few other points about the data and its
compilation are noteworthy. The 1961 APA Directory data was analyzed by
using the Division 14 membership roster published at the end of the Directory
(pp. %78-980) to identify fellows (N = 253) and members (N=503) of the
Division of Industrial and Business Psychology. Each individual’s
biographical listing was content analyzed? as to a primary job category
{academic, private organization, consulting, other) and specialty area(s). The
data are representative of fellows, members, and associates, not affiliates or
other categories of membership.

Overall growth trends for I/O relative to psychology as a whole (as
represented by the entire APA membership for the 30 year time span) are
shown in Table 1. Growth in all of psychology (270 percent) is much greater
than that occurring in I/O (177 percent). More disturbing, however, are the

"Taken in part from The PAQ's of 110 Psychology, lovited Address, SIOP Annual

Convention, 1991.

2Many thanks to Sharon Stratton for completing this analysis.
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growth rates for the last 10 years: 33 percent for all of psychology; less than 5

TABLE 2

PRIMARY EMPLOYMENT TRENDS
(Percent of Division 14/SIOP Members)

percent for IfO. Because the 1980, 1985, and 1990 SIOP membership numbers
reflect only Society members (see Howard, 1986; Howard, 1990), I estimated
that there may be another 400 I/O psychologists who are active in our field,

some of whom may belong to APA but not SIOP (e.g., members of Divisions YEAR PRACTICE! ACADEMIC
5,13, 19, 21, 42, etc.). Given my estimate, the ten year growth for I/0 would 1960 2 76 24
improve to about 24 percent, but still lag behind all of psychology. From a 1980 3 67 33
practical perspective it appears that while there may be increasing 19854 64 36
opportunities (demand) for I/O psychologists in organizations and 1990 5 62 ag

comimunities, there will not be sufficient numbers of us to be responsive.
[ Practice = Non-Academic

TABLE 1 2 Source: Jeanneret—Analysis of 1961 APA Directory Data — Division 14
GROWTH TRENDS IN THE PROFESSION 3 Source: Howard (1982)—Analysis of 1981 APA Directory Diata --- Division 14
i e e
Year Membership Membership % of APA
19601 . 18,948 756 3.99
19802 52,440 2.009 3.83 for most professions (e.g.,r law, engineering, accounting, chemistry)
(9852 60,106 2,496 415 consequential growth has occuired from the practice side. Practically, there is
1990 70,0003 2,005 599 a saturation point for academic jobs that will be reached much sooner than for
practice opportunities. Thus, while the domain of psychology continues to
1 Source: Jeanneret—Analysis of 1961 APA Directory grow (as does its practitioner influence), the recent trends would indicate that
2 Source: 1981 and 1985 APA Directories, and Howard—Characteristics of Society s;ignificant growth in the practice side of the HQ field is not occurring, and
Members, TIP, 1986 miay be stymied.
iEstimated—— 1989 APA Directory indicated 68,321 A more definitive analysis of the 30 year trend is presented in Figure 1
Source: Howard—SI10P Membership Survey, 1990 which delineates the practice category into four principle areas of

Figure 1

. : PRIMARY EMPL :
With respect to the position of I/ psychologists relative to the entire APA MPLOYEMENT TRENDS OF 1/O's

membership, the peak was apparently reached around 1985. Given diverging °
allegiances among SIOP, APA, and APS for professional organization
membership, it appears that I/O’s representation and influence in APA will -
continue to decline. '

Information on the primary job trends occurring within our field is
presented in Table 2. All job information was initially treated as either practice *
(i.e., non-academic) or academic. Over the 30 year time span there has been a

40—

20

10+

— | E—

. . . . - I3 0
clear shift to a lower proportion of practitioners and a higher proportion of taeo 1950
. . . - . : e 21635
academics. ‘On an absolute basis, if the percentages in Table 2 are applied to "
4 Health Cars —*- Public Organization £ Academlc

the values in Table 1, there may be 300 fewer IO practitioners than there were
about 5 years ago. However, again assuming that there are about 400 [/O’s
who are not members of SIOP, and further assuming that the majority of these..
are practitioners, then we still must conclude that at best the practice side ©
our profession is stagnant. Further, if one views SIOP as an organization of
influence, it will be influencing an increasingly greater proportion of
academics relative to practitioners. Finally, the most disturbing thought is that

‘B Private Organizafion—— Consulting

employment: Health care; public organizations; private organizations; and
- consulting. These categories are contrasted with academic employment. The
-, trends indicate that, proportionaily, employment in health care and public
.Organizations has remained constant, but that on a percentage basis
_employment in consulting and private sector companies is decreasing. These
data raise an interesting speculation. Is the growth in academic employment a
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TABLE 3
PRIMARY JOBS—PRACTITIONERS
Fuli-Time Employed
Number of Div. 14/SIOP Members

1980 1985 1990
Business! 506 383 365
Consulting/ Rescarch Org? 193 435 504
Public Sector 101 105 121

1 Defined as Administrator/Personnel Manager/Department Head/Supervisor/ Professional
Staff/General and Support Staff in Business and Industry.

2 Defined as Administrator/Director/Owner/ Professional Staff/Privaie Consultant
Practice/Other Consultant Practice/ Paraprofessional/Support Staff for Professional
Services and Research Organizations.

Source: Howard — APA Directory Analysis (1981, 1985) and 1990 SIOP

Membership Survey

matter of interest on the part of individuals entering 1O, or job availability?
Certainly the tendency for business schools to hire 1/0’s has accounted fo
many academic job openings. But are practitioner jobs declining in private
organizations where we see the largest percentage decrease? [Altematively
many private company I/O’s may not be participating in psychology-based
organizations, and we are unable to track them or benefit from thei
knowledge and experience.] A further analysis of APA Directory-based data
for the last 10 years was completed to attempt to shed some light on this
question. :

If we compare information on full-time primary jobs as reported by Ann
Howard (1982, 1986, 1990), the results are rather alarming, especially for I/O::s
working in private sector positions. The data presented in Table 3 indicate the
numbers of individuals employed full time in gach of three work settin
There has been a decline in business sector employment from 1980 to present,
while public sector employment has remained constant, and the number o
consultants and individuals working for research organizations has grow!
These trends are especially evident between 1980 and 1985, and the 1985
1990 data are less dramatic in the amount of change taking place. While on
can speculate that economic conditions in the private business sector have |
to some reduction in I/O jobs, it would appear that some other factor(s), :
not just business conditions, are accounting for the loss of 141 jobs during
last decade among SIOP members; alternatively, incumbents of busine
sector jobs are dropping their SIOP memberships at a rather significant pace
these business sector positions are being filled by individuals who ha
education and experience in fields other than I/O.

While the changes that have occurred in primary jobs may be surpris
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TABLE 4
TRENDS IN SPECIALTIES OF Y/O’s
SPECIALTY 1
19602 19903

Employee Selection/ Testing/Performance 75 72

Appraisal/Legal Issues/Personnel Research

Training 16 16
Management/Leadership/Organizational 30 62
Development/Career Development

Organizational Behavior/Attitudes/ 8 29
Rewards/Work Motivation

1 Percentage of respondents claiming the speciaity

? Estimated from 1961 APA Directory

3 Estimated from 1990 SIOP Membership Survey

TABLE 5
LICENSING TRENDS
Percent of Percent of Percent In
Totgl In Total Who “Practice” Who

Year “Practice”! Are Licensed Are Licensed
19802 67 48 72
19853 64 44 69
19007 62 38 61

1Practice= Non-Academic

;-Source: Howard—Analysis of 1981 APA Directory Data - Division 14
Source: Howard—Analysis of 1985 APA Directory Data - Division 14

4Source: Howard—1990 SIOP Member Survey
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the trends in the specialty areas of 1/O’s are consistent with the changes that
have. occurred in our field. The information in Table 4 compares the
---spema.lties claimed by I/0’s over the 30 year time span. It should be
re?O'gnlzed that some liberties occurred in the content coding of the 1961 APA
Dlre(.:tory listings (in fact, training may be the only category that was
- Consistent) and that several categories had to be combined to develop
comparability between the two data sets. Given this caveat, considerable
growth has taken place in “O” type specialties, but apparently not at the
e‘_xpen.se of “I” type activities. Note also that we seem to be claiming more
Specialties” than previously. Perhaps we are seeing our field as more
niegrated, or perhaps we are broadening our training and experience.




One final trend that is perhaps tangential with respect to growth in our
field, but nevertheless is important to the future of practitioners (and may limit
growth opportunities), is the matter of licensing. Presented in Table 5 are the

percentages of I/O’s in practice as well as the percentages of those
practitioners who are licensed compared to the percentages of all [/O’s who
are licensed at three points in time. Most disconicerting to me is the fact that
there has been an absolute decline over the decade in the percentages of

praciitioners who are licensed. Further the rate of decline in practitioner :
licensing is twice that of the percentage decline in the proportion of I/O’s in ;
practice.? As those in practice do not seek (or are restricted from) licensure, we '
can only expect that other types of psychologists and perhaps othe :
professionals (lawyers, physicians, engineers) will be rendering services to
organizations and communities that rightfully belong to the practice domain o
[/O psychologists.

In conclusion, it is clear that I/O, as represented by SIOP and/or APA".
members, is not growing at a rate that is consistent with that of psychology a
a whole. Further, I believe that I/O is not growing at a pace that will allow u
to provide the knowledge, resources, and services required by the
organizations and communities of tomorrow. Finally, while the principa
growth in many disciplines occurs from the practice side, practitioner growth

in [JO is at best stagnant and likely on the decline; and I see little curren
interest within the Society to change this trend.

If my conclusions are correct and there is a desire to reverse the trends
then positive actions must be taken now. While I will not try fo describe whal
actions are necessary in this article, T will make an attempt to set forth

visionary course. Drawing once again on a portion of my invited SIOP
address, The PAQ's of /0, 1 believe our future is highly dependent on active
supportive relationships between IfO’s practice and academic domains. Th
quid pro quo for practitioners and academics must be based on th
dissemination of knowledge (from both sides) and a realization that scientifi
practice is not an oxymoron. Our roots are first and foremost in psychology.
and as Stanley Schneider (1990) argues, the new science of psychology wil
link intervention with research, so that boundaries and distinctions between
science and practice will be minimized.
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31t is noted that the trend among State Psychology Boards has been to semove excmpliorf

previously granted to 1/O and this may account for some of the decline, as many 1/O’s hav
difficulty meeting education or experienice requirements.
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On Prescriptions Derived from Oversimplifications

Craig J. Russell
Krannert Graduate School of Management
Purdue University

Recently, Dalton and Daily took issue with the “McDaniel Principles,” i.e,
that a) past behavior is the best predictor of future behavior (Principle A) and
b) intelligent people, on average, perform better on jobs than less intelligent
people (Principle B). Principle A is most commonly reflected in the use of life
history questionnaires, while Principle B is most commonly reflected in the
use of cognitive skills tests. Their concerns centered around McDaniel’s
suggestion that Principle A is more appropriate than Principle B. While
McDaniel’s suggestion was based on his experience, this is obviously not a
question to be settled via anecdotal evidence, I find McDaniel’s assentation
interesting and an appropriate point of discussion in TIP, however, [ have no
data to offer and am not so enamored with my own experiences to share them
here.

I do have a concern with Dalton and Daily’s concerns. Specifically, while
they note that McDaniel’s principles were made somewhat tongue-in-cheek,
Dalton and Daily extend each principle to find favit with McDaniel’s
assentation that A is better than B. Dalton and Daily’s concern with Principle
A is that using past behavior to predict future behavior is much like using the
mean as the best estimator of an individual observation in some distribution.
Unfortunately, this comparison perpetuates some easily made, but incorrect
inferences about the nature of the relationship between past behavior and
future behavior. Over 20 years ago, Wernimont and Campbell (1968) used the
labels “signs” and “sample” in a discussion of this very issue. “Sample”
implies some population. A fallacy in Dalton and Daily’s interpretation of
Principle A is that the past population of behaviors is the same as the future
population of behaviors. As noted by Mumford and Owens (1987),
biographical information questionnaires are based on the assumption that
samples of earlier, different, populations of behaviors can be systemafically
scored to predict future populations of behavior. Recent biographjcal
information items reported by Russell, Matson, Devlin, and Atwater (1990) to
predict performance of midshipmen at the U.S. Naval Academy are examples
of past behaviors that are not representative of prior, “average,” performance
. s a midshipman. Hence, the use of the “sampling” metaphor from statistics
has nothing to do with indices of central tendency in earlier occurrences of the
" ‘population of performance criteria.

Recent results reported by Ackerman (1987) and Hulin, Henry, and Noon
(1990) suggest that Dalton and Daily’s inferences about more intelligent
people always being better than less intelligent people may also be an

123 Front Street West, Suite 700, Toronto, Ontario, Canada M5J 2M2,
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oversimplification. Specifically, Hulin, Henry, and Noon (1990) report a meta-
analysis of longitiudinal criterion-related validity efforts suggesting that the
predictive validity of cognitive skills tests decréase over time. Hence, initial
differences in “intélligence” may wash out over time as the less intelligent
people slowly catch-up through experience and/or on-the-job training,
resulting in enhanced job-specific cognitive skills that counterbalance the
lower general level of cognitive skills. Ackerman (1987) reported evidence
suggesting that the “controlled” vs. “automatic” cognitive skill requirements
of the job may moderate the predictive validities of cognitive skill tests over
time. His reanalysis of earlier data collected by Fleishman suggests that Hulin
et al.’s findings would be typically found in “automatic™ jobs, while consistent
predictive validities would be found over time for “controlled” jobs. Hence, it
is not cbvious that choosinig the most intelligent person will always be the
preferred option, especially when they cost more to begin with and will soon
be performing no better than their less intelligent and less expensive co-
workers. (Note—I do not feel this argument is deserving of an award in
McDaniel’s “In what jobs do less intelligent people perform better than more
intelligent people?” contest, though it does dilute the strength of McDaniel’s

Principle B). S
ummary

I too have no quarrel with the McDaniel principles when they are viewed as:
one sentence summaries of rich and diverse research literatures. [ too have

used them many times in discussions with practitioners. However, as with any

simplification, they serve best as short-hand ways of communicating complex
findings to a naive audience. The danger lies in drawing inferences from these:

oversimplifications without attending to the underlying research.
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I/0 Psychology Master’s—Level Training:
Reality and Legitimacy in Search of
Recognition

Laura L. Koppes
University of Wisconsin Oshkosh

More than 200 departments with approximately 520 terminal master’s
programs identified in Graduate Study in Psychology and Associated Fields
(American Psychological Association, 1990) award about 8000 master’s
degrees in various subdisciplines of psychology per year. This is almost twice
the number of doctorates awarded annually. To date, it is estimated that over
60 programs are I/O Psychology master’s degree programs. The number of [/O
Psychology master’s graduates is unknown; but we do know the students are
completing their degrees and gaining employment. They are being employed,
not by competing with Ph.D.’s, because a demand exists for their skills and
expertise. Even so, until very recently, recognition of master’s degree
programs, their faculty, and graduates in /O psychology has been virtually
ponexistent.

Unlike other disciplines, a master’s degree in psychology has been given
little credence within organized psychology; however, over 84,000 master’s
degrees were awarded between 1973 and 1983. Master’s level training is not a
new issue; it has been debated for over 40 years. Discussions began as early as
1947 when the American Psychological Association adopted the policy that
the entry level for the independent practice of psychology was the doctorate.
Despite several attempts since 1947, little progress has been made on the
master’s issue (Alferink, 1991). Only recently has the situation begun to
change. Master’s level training in psychology is finally gaining recognition.

With encouragement and support from the Council of Graduate
Departments of Psychology (COGDOP), a group of department chairs from
the Southeastern Psychological Association (SEPA) met periodically to
discuss master’s issues. These discussions gave birth to the Council of
Applied Master’s Programs in Psychology (CAMPP), the first national
organization devoted to master’s programs in psychology. CAMPP was
established in 1986 and has expanded from the SEPA region to include
master’s programs across the nation, representing 43 departments in 25 states,
two provinces, and in District of Columbia (Alferink, 1991).

The Executive Committee of CAMPP formed a planning committee which
organized the first National Conference on Applied Master’s Training in
Psychology in June, 1990, at the University of Oklahoma. Support for this
conference was provided by the American Psychological Society, COGDOP,
the National Institute of Mental Health and 10 CAMPP member institutions.
Sixty representatives of programs from across the nation attended the meeting
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students per faculty member; however, this program enrolls a large number of
Pm_si:ne students.

What is taught in these I/ Psychology master’s programs? Most programs
provide a balance between personnel and organizational psychology. In seme
programs, students take coursework in both areas:; in others, students
specialize in either I or O. The CAMPP survey by Nelson et al. (1990)
revealed that the most commonly required courses are those with I/O content,
statistics, and research design. Beyond that, the curriculum varies. Other
required courses include ethics, assessment, program evaluation, personality,
and learning. Programs offer a variety of psychology electives including
social, personality, other I/O courses, physiological, and learning.

Based on information collected by Koppes (1990), programs vary in how
much they emphasize training in the “core” of general psychology; individual
differences, biological, cognitive-affective, and social bases of behavior. Some
programs require courses in these areas, while others offer electives. On the
other hand, some programs don’t offer any of these courses, but instead
emphasize technical training in.I/O (Lowe, 1991). Almost all programs require
or encourage applied experiences through either practicums or internships. In
addition, about half the programs require comprehensive exams. Finally,
afmost all programs have a thesis option or requirement.

How many students? Programs in psychology departments typically admit
16 new students per year and enroll an average of 15 full-time and 23 part-
time students. Applicants to their programs have minimum or average GRE
scores of 500-515 for verbal, 500-540 for quantitative, and 1030 for total.
Typical grade point averages are just over 3.00, with some as high as 3.50.
About one-third of these students work full-time and another third work part-
time while enrolled. It takes the average student about 2.4 years to complete a
master’s program of approXimately 42 semester hours. Approximately 80% of
the students complete the program (Lowe, 1991).

Graduate Training (1989) reports that during 1987-88, 343 new
psychology students were enrolled in terminal master’s programs, while 239
new students were enrolled in doctoral programs; thus, 59% of new
psychology students were enrolled in master’s programs. Furthermore,
Master’s degree programs awarded 251 degrees during the 1986-87 academic
year, while doctoral programs awarded 122 degrees; thus, 67% of the degrees
awarded were master’s degrees. (These numbers do not include master’s
degrees awarded by doctoral programs, unless the programs are defined as
terminal master’s. Business school programs also are not included.)

More specifically, approximately 11 students per year graduate from a
typical master’s program in psychology. What are these graduates doing? It
has been very difficult to obtain information about the graduates of these
programs. Most programs do not know where their graduates are, what they
are doing and why they were hired. Recently, faculty in a few programs have

to discuss issues related to applied master’s education and training from the
perspective of those who provide the training. Issues addressed at the
conference included the need for standards of training, the outcomes of the
training, and regulation and licensure of master’s graduates. As a result of the
conference, standards of training for applied master’s programs in psychology:
were established. In addition, program outcomes or competencies of applied
master’s training were identified. :

Eight representatives of I/O programs were present. After numerous
discussions, it became clear to us that our colleagues were unaware of the
magnitade of the issue. Therefore, we identified the first step: inform members
of the Society of Industrial and Organizational Psychology (SIOP) of 1/0
Psychology, master’s degree programs. Nine individuals participated in a
symposium at the 1991 SIOP Convention to accomplish this first step. Thig
article shares the enlightening information presented with those members whoE
did not attend the symposium.

Lowe ( 1991) presented interesting, and to some, surprising, data on the
number, characteristics, students, and faculty of I/O terminal master’s degree
programs. She gathered her data from four sources: (1) SIOP’s booklet entitled
Graduate Training Programs in Industrial/Organizational Psychology and
Organizational Behavior (SIOP, 1989);(2) a survey conducted by Slane and
Nelson (Nelson, Slane & Siegfried, 1990) to obtain data on program curncula_
and employment of graduates in four subdisciplines of psychology, includin
/O, for the CAMPP National Conference;(3) curriculum information collecte
and compiled by Koppes (1990) for program design; and (4) a paper by Rivers
(1988) that summarized the characteristics of eight terminal master’s If
programs in the Midwest based on survey responses. As one can see, th
sources are few and limited; however, useful information was compiled b
Lowe.

How many I/O terminal master’s degree programs exist? The actu
number of programs of terminal master’s programs was difficult to determin
Programs listed in one source were not listed in other sources, and we believ
that some programs are not listed in any source. Lowe (1991) derived 5
terminal I/O psychology mastér’s programs from her four sources. Alerin
(1991) identified 75 terminal programs in the Graduate Study in Psycholog
and Associated Fields. Regardless, the number of programs is much greaté
than most individuals realize. :

What are the characteristics of these programs? Most of the master”
programs in psychology departments were started in the 1970’s and 1980°
four programs were started prior to the 1970’s (Lowe, 1991). These master’
programs typically are located in a psychology department of approximatel
20 members. There are usually five to seven full-time faculty and two to thre
part-time/adjunct faculty that teach in the I/O program. Most of the progrant
have about three to five students per I/O faculty member. One program has 2
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attempted to compile information regarding graduates. For example, Ekeberg,
Switzer and Siegfried (1991} gathered limited but valuable information.
Switzer, along with his graduate student, distributed a job analysis inventory
to 193 I/O master’s degree holders; 71 returned the inventory for a response
rate of 36.8%. These graduates were categorized in the following way: 40.8%
(29) were employed in private industry, 26.8% (19) were employed in
government, 18.3% (13) were employed in consulting, 4.2% (3) were
employed in academe, and 8.5% (6) were categorized as “other.” Lowe (1991)
also found that the majority of the graduates were employed in the private
sector, a few were employed in the public sector, and some entered doctoral
programs.

Switzer and his colleagnes .preformed a cluster analysis on the job analysis
inventeries returned. They found that the sample could be divided info eight
types of jobs: Industrial, Organizational Development, Training, Human
Factors, Data Analysis, Personnel Management, Compensation,
Organizational Development/Survey. In addition, the respondents rated the
importance of various “IfO psychology™ categories. As one would expect, the
importance of various categories differed for the different types of jobs.
Examples of categories rated “important” or “very important” for successfully
completing the job include: job analysis, psychological assessment;,
training/education, motivation, professional development, professional
involvement, human factors, compensation research, human resource
management, and attitude research. _

Ekeberg et al. ( 1991) also gathered data about these graduates’ jobs and
their employers. They solicited information from faculty and/or administrators
of I/O master’s level programs. Twenty-two of sixty-eight programs
responded. Only 10 programs provided enough information for meaningfulf
interpretation; dala were provided for 144 individuals. Thus, the results are.
preliminary. Ekeberg found that these graduates work in private industry
(62.5%), consulting (14.5%), and government (23.0%). The companies vary il
size, and they are located all over the country. Companies that hire master’s.
level 1/O psychology graduates include: Dow Chemical, Walmart, Honeywell,
Hay Group, Modern Management, Inc., State of Wisconsin, City of New
Orleans, and the Central Intelligence Agency.

Various job fitles emerged and tended to be personnel-related. Examples
are human resources specialist, psychometrlc:lan, personnel trainee, assistang
personnel director, compensation analyst, manager of recruiting, trainer, JOb
analyst, manager, organization development specialist, research coordinator,
and test and research analyst. Similar to Switzer’s findings (Ekeberg et a
1991), examples of [/O responsibilities are attitude surveys, job analysis;
training, training needs assessment, test development and validation, consumer
research, research design, and statistical analysis. Job titles and responsibiliti
reveal that these survey respondents function in areas that require their I
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technical expertise. Thus, Ekeberg concluded from his preliminary findings
that a niche does exist for master’s level graduates.

Ekeberg also examined why individuals pursue master’s degree in I/O
psychology. Based on descriptive information, the master’s degree serves a
variety of purposes. One purpose of the degree is to enhance skills and
knowledge for positions and career paths that students have already entered.
Another is to gain initial entry into the work world. A third purpose is to
change careers. It appears from the limited data available that a very small
percentage of the graduates use the master’s degree to prepare for doctoral
work. We can surmise from both Switzer’s and Ekeberg’s work that “The
master’s degree in I/O psychology is a valid and viable degree which leads to
meaningful employment in our society” (Fkeberg et al., 1991).

‘What are the implications of this information for STOP and its members? It
is obvious that numerous programs exist and a large number of students are
being awarded master’s degrees in I/O Psychology. In addition, many
employers are hiring these graduates; a demand for their knowledge, skills,
and abilities does exist. We know that these numbers are growing; I/O
psychology terminal master’s degree programs can no longer be ignored. In
my opinion, SIOP must take the responsibility to “officially” recognize these
programs. In doing so, SIOP will be concerned not only with what is, but also
‘what might be the future of master’s level training in I/0 Psychology.

The next step for recognizing master’s degree programs is to gather
additional information. It is obvious that a paucity of information about
master’s programs and their graduates exists. We are confident that we don’t
have information on all programs. For example, as graduate coordinator of the

I/O master’s program, I frequently leamn of new programs when a prospective

applicant inquires about our program. SIOP has begun this step. The Education
and Training Committee will distribute a survey this fall with a special section
for master’s programs. I strongly encourage all programs to respond.

In addition to gathering more information, several issues must be addressed.
As stated earlier, a result of the first National Conference on Applied Master’s
Training in Psychology was the recommendation of program outcomes for
applied master’s programs in psychology. These were stated as competencies

which should be expected of graduates in any subdiscipline of psychology.

Participants at the conference elected to not specify outcomes for
subdisciplines. The statement of outcomes from the conference is:

A. Applied master’s programs in psychology operate from a psychology-
specific theory and knowledge base, which is reflected in their
curriculum and specified outcomes.

B. The core content of applied master’s programs in psychology will
require demonstration of the following competencies, although the
degree of emphasis may vary according to the stated mission of the
program:
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1. Knowledge of principles of psychology and how they are applied.

2. Knowledge of diversity of theoretical perspectives.

3. Knowiedge of sources of scholarly and professional information in one’s
field, and the ability to find and use such sources.

4. Knowledge of statistical techniques and their interpretation at a level
sufficient to understand the professional literature in one’s subdiscipline.

3. Knowledge of research design sufficient to understand published reports
in one’s subdiscipline.

6. Knowledge of ethical issues, principles, and practices of concern to

psychologists, especially those relevant to the application of psychology

in one’s subdiscipline.
7. Ability to conduct oneself in a professional and ethical manner.
8. Knowledge of the law as it affects professional practice in psychology.
9. Ability to conceptualize and solve problems in one’s subdiscipline.

10. Skill in performing statistical analyses appropriate to the  application °

of psychology in one’s subdiscipline. (Lowe, 1990, pp. 2-3)
Are these outcomes applicable to and sufficient for I/O Psychology

master’s programs? In fact, a recommendation from the conference is that
groups like SIOP facilitate the development of outcomes specific to the °

subdiscipline (Lowe, 1990},

After identifying the program ouicomes, standards for education and *
training for applied master’s programs in psycholegy were recommended at -
the national conference. These standards are necessary for consistency in °

program design. Again, these were stated for any subdiscipline in psychology;

standards for specific subdisciplines were not established. The statement of

standards from the conference is:

I. The program should be identifiable as a psychology program. This
is to be defined primarily in terms of the disciplinary affiliations of
those who teach in and administer the program.

IL. The program and its curriculum should have a coherent organization
and structure that reflects its mission statement.

III. The program should be the equivalent of two academic years of full-
time study. This would normally include 40-45 semester hours, or the
equivalent, of program requirements.

IV. The program must include evidence of competence in the following
areas:

A. A base of general/theoretical psychology to include:

1. Biological bases of behavior (to the degree that it is appropriate for
the subdiscipline)

2. Acquired or learned bases of behavior

3. Social/cultural bases of behavior

4. Individual or unique bases of beliavior

B. Understanding of the methods of acquiring knowledge in the

o4

discipline. This could include study in research design, statistical
procedures, hypothesis generation and testing, and critical
thinking. At a minimum, there should be one course in statistics
and/or research design.

C. Applied Psychology

L. Course work in the theory and applications of psychological
principles and theories appropriate to the discipline

2. Significant supervised experience appropriate to the subdiscipline
and the mission of the program

3. Ethical and professional standards

4. Sensitivity to social and cultural diversity, resulting in appropriate
assessment and intervention sirategies and other professional
behaviors,

D. Entrance requirements for the applied master’s program in
psychology should reflect the responsibility that the program has
to the public. Efforts should be made to ensure that admitted
students have the intellectual and personal capabilities of
becoming competent professionals in the subdiscipline.

E. Students will demonstrate competence and professional behavior
consistent with each program’s mission statement and goals prior
to the completion of the program.

E. The program will have a sufficient number of appropriately trained
faculty to accommodate the labor-intensive nature of teaching the
skills of applied psychology. (Lowe, 1990, pp. 4-5)

Are these standards applicable to and sufficient for I/O Psychology
programs, or should more specific standards be established with the assistance
of SIOP? A related issue is the similarity of these standards to those of Ph.D.
programs described in the Guidelines for Education and Training at the
Doctoral Leve{ in !0 Psychology (SIOP, 1985). Although doctoral programs
are twice as lohg as master’s programs, what is or should be the difference in
their standards?

Another issue related to both the standards and outcomes is curriculum. We
have ascertained that over 60 programs have varied and inconsistent curricula.
We are unsure what graduates from I/Q psychology master’s degree programs
have been taught. As stated earlier, these programs tend to emphasize either
specific technical training in I/O psychology, or general education in basic
ps;;clz)ology. What is most appropriate? What is feasible for two years of
study?

We must also evaluate the faculty in these programs. We know that a large
number of faculty are teaching in over 60 programs. Who are they? What is
their training and preparation? Should we be concerned that possibly in many
programs faculty who are not trained or prepared in 1/O psychology are
providing the instruction?
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Furthermore, we need to consider the identities and m:mbf;:ﬁ;p; iifl
professional organizations of the graduates of thc;eﬂfﬂfrgn;ii.an SL‘;ChOIOgical
i i ber of the Ame
aster’s degree who is an Associate Mem . : e
;g;ociation g;11"1d,"0r a member of the American P;ychoi(;‘tgig;lci;ﬁ‘l; 310:2
i i iate members ©
igible for Associate Status in SIOP. Associa .
zlrlgliold office but do receive the same benefits of membership and pay the
dues as full members (Lowe, 1991). . N
Sm{'}cheulisults of a recent SIOP membership survey (H_owzllrdl, 1939rOt)h:1v:h !
that 9.7% of the respondents had master’s degre(eis: W?;;; 1isn Z“]; y—
. i 12.8% reported in /
13.9% reported in 1981 and the S B mastes
this number decreased, while the n :
e e tee et i i ional nizations are these
i ? Which professional orga ‘ .
degree graduates has increased? rofe Zatic Lo
gff;uatfs joining? It appears that they are joining othesl’r or_ge:mz?‘tﬁifi Illllln\; :[cld
i ing the American Society
they can be full members, including t o
Dzzelopment (ASTD) and Society of Human Re_so]arce -I\/Iana.gementd(iilz-il limz
(Lowe, 1991). Consequently, they may lose their 1der}t{ty with ourd < Sparld
of I/O’psycho}ogy Is that acceptable? Should we solicit thf:s.i:l gre; eliaShou]d
- i individuals with a master’s degree’
full SIOP membership to individua st A
:)15;2 be an [/O psychology organization for only m:il:ktle_zr 3 degriezc:3 2(;:;;;010gy
identity within organ log
Not only may these graduates lack an i nized | ,
because thz,y don’t have a professional 1/O psychc;logy 'c;‘lfar:z;nﬁr; t\zi_liczlr;
hat to call themselves. Lher
but they also do not know w . ‘ T eholosy.
i i i 1 ter’s degree in psy .
cognized title which denotes their mas : oo ey
giscfssions with students and graduates reveal that @ey d(:hwm:,: ] ;tee; tha
indicates their association with 1/O psychol:ogy. 'Smce ! ey? p
discipline, what can we do to help establish an.ld":nt_;ty f.ort_ em? The same.
Finally, a controversial issue within our discipline Is ‘hcensure.l e same
issue applies to master’s degree holders. Shoyld restrlc,tlons b}etrp '?:;n ; }I)-he:
those who want to practice I/O psychology with .mastﬁ:r sjlflve vz; thi .issué.
complexity of this issue is beyond the scope of this article; however, :
be addressed. , o
mu;‘to ionclude, those of us involved with master's degf‘ee tralmn.gt;t:; }1/&05
sychology are encouraged; most recently SIOPs Executive ?ommxo ‘ SIOP;
Eegun 1o consider I/O Psychology master’s programs. Key I’J‘alyeejzl trai_ning_
attending the SIOP 1991 Convention sympos;l;llm on méster H:i-nee o Cros
i i Range Planning Com \ :
included Jim Farr, member of the Long ar : : et
Dobbins, Chair of the Education and Training Comr‘m.ttee. Jim Fa;rr(,1 v;h:; pon:
iven th:a task of exploring /O master’s-level training, presence repor
cgluring a meeting of the Executive Committee following thgth o]r;;ecutive
According to Farr (personal communication, 1991), members ob :3, : master,g
Committee reacted with surprise to his findings about tht-i r.xumhe of master
rograms and graduates. The issue of master’s-l.evei training : as | come e
Egenda itern for the Long-Range Planning Committee. Those of us i .
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Advancement into Practice Symposium Conducte:

these programs are excited that our colleagues are considering issues
associated with master’s-level training in 1/O Psychology! If you have
questions or comments regarding 1/0 psychology master’s degree programs,
please write or call Laura Koppes at the Department of Psychology,

University
of Wisconsin Oshkosh, Oshkosh, WI 54901, 414-424-2071.
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NEW AND FORTHCOMING TITLES

A Responsive Society
COLLECTED ESSAYS ON GUIDING

Manfred F. R. Kets de Vries and Associates

Organizations on the Couch

CLINICAYL PERSPECTIVES ON ORGANIZATIONAL
BEHAVIOR AND CHANGE

Leading experts in psychoanalysis and organizaticnal behav-
ior demonstrate how to zpply the psychoanalytic perspective
to change unhealthy but deeply-rooted organizational be-
haviors. In-depth case examples help managers and consul-
tants understand orgariizational culture and decision making,
leader/follower dynamics, organizational stress, and other
factors that affect efforts to create change.

| November $33.95 (tentative}

Amitai Etzioni

DELIBERATE SOCIAL CHANGE eA®

Brings together in one volume essays on the dynamics of social RBSDQIISIVG
change published over the course of Amitai Etzioni’s long, Socie

distinguished career. Applying sociclogical methods to seern-
ingly disparate disciplines, from ethics to economics, politics to
genetics, Etzioni uncoversimportantinterrelationships between
these fields and presents a unique, integrated perspective on
social, economic, and political forces.

November 1991  $37.95 (tentative)

COLLECTED E!
N GUI

A Two-Cassette Audio Program
Geoffrey M. Bellman

Making Consulting Valuable

HOW CLIENTS AND CONSULTANTS CAN GAIN
THE MOST FROM THEIR WORK TOGETHER

In candid conversations with three well-known consultants—Dana Gaines Robinson,
Chip Bell, and Peter Block—as well as with large corporate clients, Geoflrey Bellman
offers an insider’s lookat how to make consulring a worthwhile, enriching process for
everyoneinvolved. Using real-life experiences, Bellman and his consulting colleagues
explore how such qualities as risk taking, authenticity, and leadership contribute 1o
the successes and faflures of consulting work. August $21.95

NOW IN
PAPERBACK!

Ralph H. Kilmann
Managing Beyond
the Quick Fix
October $14.95

Robert E. Quinn
Beyond Rational
Management
October $14.95

JOSSEY-BASS PUBLISHERS

350 Sansome St. * San Francisco, CA 94104 » (415) 433-1767
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Comprehensive Job Analysis:
Multipurpose Or Any Purpose? 1

Terry W. Mitchell
MPORT Management Solutions

We m'ust address a very important problem. Attempting to address this
problem is certain to be controversial within our profession. Regrettably, some
meml.)ers of the Society may be upset by the questions raised, However: these
questions are too important to ignore. It is our responsibility to address this
basic problem.

Tl?e basic problem concerns the disparity between the science versus the
practice of our profession.

'On.e_ aspect of the problem is a failure of practitioners to implement
SCIEI’lt.lfIC advances. However, there is another aspect to the problem. Are the
techmca_l fmd scientific advances of our profession practical and applicable to
the rf:ah_tles of practice? In truth, the basic disparity between science and
practice is probably due to both of these factors.

.I will focus more on the second aspect of the problem, than on the first.
This focus concerns the practicability of: (1) both express and implied theories
of personnel psychology, and (2) the often times claborate techniques based
upon those theories,

Let’.s examinf: this problem within the context of job analysis. As you
know, :|0!) analysis is the first and most basic technology of our profession. Job
analysis is generally considered an essential first-step in developing personnel
and human resource management programs of all kinds.

The failure 'o.f the applicability of job analysis may come in two forms.
One, the practitioner may fail to collect the specific job information that is
fleeded..Conversely, the job analysis may fail to provide the needed
information. The second aspect of this problem is increasing as the resnlt of
recent developments in our profession.

. Over th_e past few years, we have seen a rapid proliferation of off-the-shelf
10b anal;f/s.ls products. Although these products may have some provision for
“customizing” the job analysis to suit the customer, the basic selling point
seems'to I?c that one size fits ail. Clearly, these products can and will provide
[s)ome J(;b]mformanon. However, the question is, will this information prove to
¢ useful across the variety of purposes for which job i

a

o J nalytic data are
There are differe.nt methods and approaches for doing job analysis. The
various methods might involve using interviews, questionnaires, diaries.

zObseryatn‘)n, or reviewing arrival data to collect Jjob information. Any one or a
;.;Zombmanon. of t}-lese methods may be used within a basic approach. The basic
-@pproach might involve job-oriented or worker-oriented analyses. The job-
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oriented approaches analyze tasks, work activities, job outcomes, or other job
characteristics. The worker-oriented approaches analyze worker behaviors or
other worker characteristics such as abilities, skills, experiénce, or traits, In
addition, hybrid approaches such as the critical incidents technique may
collect a combination of job- and worker-oriented data.

In practice, nearly every job analysis attempts to collect at least some
combination of job- and worker-oriented data. Nevertheless, there are
substantial differences, across a large number of available job analytic -
techniques, in regard to the methods used to collect job information, and in
terms of the specificity of the information collected. :

Two fundamental principles of job analysis are nearly universally accepted:
(1) Different job analysis techniques lead to the collection of qualitatively -
different kinds of job information; and (2) Each kind of job information may
be more or less suited to different personnel and human resource management -
purposes. Together, these two principles may be the foundation for any frue
science of job analysis.

Unfortunately, some of the other prevalent thinking on job analysis is more
wishful than scientific. For example, one such conception might be dubbed the
Pseudoscientific Theorem of Job Analysis. According to this theorem, is it
possible, through the use of a single approach in one massive effort, to coflect
the necessary job information about any given job, to sufficiently describe that
Jjob in every meaningful detail. Once having conducted such a massive effort,
then that job will have been analyzed. A major corollary to this theorem is that
the resuliing information will be useful for any subsequent human resource
management need or purpose.

Over time, most practitioners have seen the folly of this misconception.
Anyone who has tried to develop a human resource management program of
any kind will understand that developing different kinds of human resource
programs requires different kinds of job information. The “scientific” response
to this realization has, in turn, led to what might be dubbed, the Mulri-
Pseudoscientific Theorem of Job Analysis. This theorem calls for the
simultaneous collection of every possible type of job data, from every possible
source and through every possible methed and approach. Then surely after
having conducted this multi-massive effort, the job information needed for any
subsequent need or purpose will be available. Unfortunately, however, even
for very simple jobs, such a multi-massive effort may not be feasible.

To help illustrate this point, let us briefly examine some examples of the
different types of information needed to develop different types of personnel
and human resource management programs.

As a basic rule, purposes that involve comparisons across jobs will require
general information that provides comparability. On the other hand, purposes
that involve assessing, matching, or training individuals regarding specific:
characteristics, that occur within the demands of a given job, will require job=
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specific information. Most personnel and human resource management
purposes will tend to be job specific.

Job Descriptions:

Job descriptions generally include the job title, job activities, materials and
equipment used, supervision, working conditions, interactions required with
other workers, and the conditions of employment. In addition, job descriptions
may include job specifications, such as the personal characteristics required
including education, knowledge, skills, and abilities.

Unless the information required to describe and specify the job is explicitly
included and collected, this information may not be available as a result of a
job analysis. For example, some worker-oriented approaches have been
criticized for not providing adequate job descriptions.

Recruitment:
- Recru.itment may involve selling the job as well as giving realistic job
information to candidates. In order to sell the Job, the recruiter needs to know
what personal outcomes and rewards result from doing the job. In order to
have a realistic preview, the candidate also needs to know what sort of
frustrations and disappointments to expect. Although this kind of information

might be inferred from task or worker-oriented Job analyses, it is not generally
available, .

Selection:

‘Personnel sclection requires an understanding of the knowledges, skills
abilities, traits, or other characteristics needed to perform the job. For selection,
pmpose.s, it is important to know which worker requirements are compensable,
and which are noncompensable, in order to choose the appropriate selection
model. Also, in the interest of EEQ and fairness, it has become increasingly
1r.nportant to know which of the required capabilities must exist at the time of
hlre,‘versus merely requiring the applicant to have an aptitude to develop the
requgred capability through later training or instruction on the job.

Linking knowledges, skills, abilities, traits, and other characteristics to Jjobs
has always been a problem for Job analysis. Generally, there is no single
person who has both the necessary job expertise and the necessary
understanding of these requirements as psychological constructs. Recently
specially devised procedures involving joint committees of job experts an(i
psychologists have been used to provide these linkages. However,
conventional job analysis, in the absence of these special procedures, is likely
to result in highly tenuous linkages of this kind, often demanding very
substantial leaps of inference.

Furthermore, most job analyses do not distinguish either between
compensable versus non-compensable worker characteristics, or between
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those required at the time of hire versus those that can be learned later. This
information must be expressly collected. Otherwise, it is likely to be left to
presumption or inference.

Centent Validation:

Recent legal and professional developments have called for the
establishment of both logical as well as empirical justifications for individual
test items. (Soroka v. Dayton-Hudson, case pending in Calif.). Conventional
job analysis simply does not provide this level of information. For example,
there have been instances where it was not possible to directly link even a
single test item to a task analysis involving several hundred task statements.
Alternatively, some organizations have applied specially devised techniques to
directly establish the content validity of individual test items (e.g., Lawshe’s
CVR). Again, however, these linkages will not result from a job analysis
unless this item-to job linkage is defined in advance as an explicit objective of
the job analysis.

Criterion-Referencing:

Either for purposes of criterion-referenced testing, or for purposes of
establishing cutoff scores following criterion-related or content validation, a
practitioner may need to establish minimally acceptable levels of performance
on one or more job criteria. Again, if it is to be obtained via job analysis, this
information must be specifically sought, and collected.

Criterion Development:

Human resource management programs should be designed to promote -

criteria that are valued by the organization. Focusing on tasks or worker
behaviors may tell much about the process involved in doing the work, but
may not identify the outcomes that are most important to the organization.
This distinction becomes more important in instances where the process level
criteria are negatively correlated with the outcome criteria. For example, in a
sales job, the number of sales interviews may be negatively correlated with the
number of sales closings over a set time period. Clearly, a sales management
program designed to increase the number of sales interviews would not be of
value to the organization. The job analysis should identify the outcomes that
are valued by the organization, so that programs to promote those outcomes
may be developed. However, the job analysis will not necessarily result in this
type of information unless it is specifically designed to do so.
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Training:

In order to train someone how to do a job activity, you need to know the
sequence of steps involved in doing that activity. Job analyses may list task
statements or behavioral elements in groupings by categories of activities, but
they do not generally provide the information in the sequence required to
perform an activity. Also, a conventional job analysis is unlikely reveal all of
the steps, or even the major steps needed to perform any given activity.

Performance Measurement:

Performance data are collected for different purposes, and each of these
purposes will tend to require different types of job information.

For purposes of employee development, it is helpful to identify distinct
areas or dimensions of job performance, in order to assess the employee’s
relative strengths, versus those areas where improvement is needed most.

For most administrative purposes such as job reassignments or disciplinary
actions, critical incidents or outcomes must be identified in order to provide
specific justifications for any administrative action.

For merit pay awards, general performance dimensions are needed to
provide a common metric on which to compare employees across a variety of
jobs.

Finally, to assess promotability, we must estimate the employee’s
capabilities on the performance dimensions that are required by the higher
level, rather than by the current level job.

Although techniques have been devised for collecting and organizing the
job information needed for each of these various purposes of performance
fneasurement, any given job analysis will not necessarily provide the needed
information, unless collecting the specific information is defined in advance as
an objective of the job analysis.

Compensation:

For compensation (i.e., job evaluation) purposes, jobs must be compared on
compensable dimensions and these comparisons must be tied, in turn, to
salary. Job analyses, particularly those using a job-oriented approach, are not
likely to reveal the compensable dimensions required for these purposes.
Nevertheless, it is possible to identify the relevant compensable dimensions
through job analysis, if this purpose is anticipated and planned in advance.

Conclusions:
‘Plainly, job analyses should never be conducted merely for the sake of
doing job analysis. Any given job analysis, conducted without clearly defined

purposes, is unlikely to provide sufficient information for any given future
need or purpose.

Unfortunately, more often than not, job analyses are routinely conducted
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either periodically across an organization, or at the front end of some human
resource development project, without clearly defined objectives in regard to
the nature of the data to be collected. What are some of the reasons why this
occurs? There would seem to be at least four reasons.

1. Pseudoscientific:

Job analyses are often based upon faulty assumptions. These assumptions
may seem scientific. However, we should remember that jobs are not natural
phenomena, to be described and classified into taxonomies. Rather, jobs are
both arbitrary and capricious constructions, changing unpredictably over time
and circumstances.

2. Legal:
Both the Uniform Guidelines (1978) and Albermarle v. Moody (1975)
strongly encourage job analyses for personnel management programs -
involving selection, transfer, promotion, demotion, etc. Many in our :
profession may feel a legal obligation to do a “job analysis.” Unfortunately,
this practice may actually backfire, if the job analysis collects the wrong kind '
of informatjon, or if the information is collected but is not used by the -
organization.

3. Commercial: .
Clearly, there is a larger potential market for cne-size-fits-all shel
products, than there is for purpose-specific products. Vendors of job analysis -
products have very clear financial motives for marketing generic job analytic
tools. However, potential buyers of such preducts should fake care to -
anticipate what information will be required for their immediate purposes, and

make sure that the commercial product will meet those needs.

4. Logistical:

Personnel researchers often start the job analysis before the goals of the
project have been clearly defined. This is a direct result of one of the major’
myths of job analysis. The thinking often may be, “we can get started with the .
project by doing a job analysis while we figure out what kind of program to
develop.” However, this is pure folly. The job analysis will not get you where:
you have not planned to go.

Closing:

This is an issue of increasing importance for our profession. It is not in our
best interest, either individually or collectively, to squander the time and
resources of organizations by doing job analyses that lack practical value, or
that fail to accomplish their intended purposes. Clear definition of the
purposes of job analysis should be always be at the forefront of ou
recommendations.
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WITHOUT FOLLOWTHROUGH,
EVEN THE MOST
ENLIGHTENING SURVEY
CAN LEAVE YOU IN THE DARK.

OO

6

A good employee survey is only as effective asits followthrough.
At Management Decision Systems, we don’t leave you in the
dark once the responses are in.

A well-designed questionnaire will identify the issues. What to
do with the resulis is the challenge. That's why we updated and
expanded FOLLOWTHROUGH?® - a video-based feedback
training program for managers which models how to involve
employees in interpreting survey results, problem-solving and
action planning,.
The new FOLLOWTHROUGH? has four parts:

* Analyzing the Survey Results

* Holding a Feedback Meeting

* Dealing with Meeting Roadblocks

* Taking Action

The first three modules build skills to bring to light what your
employees are thinking but may not be saying. The fourth
module teaches how to turn issues into opportunities.

Featuring a diverse workforce, the one hour video is designed for
any organizational setting. Leaders’ guides and participants’
materials for a complete workshop are also available.

For a free preview, please call us at (203) 655-4414. You'll see the
benefits of employee surveys in a new light!

Management Decision Systems, Inc.
397 Boston Post Road, Darien, CT 06820, (203) 655-4414

e ——— e
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Tom Janz of Human Performance Systems ANNOUNCES:

The Behavior Description Series:
Technology Licenses

Ten years of academic research, four years of client field work
and over a milion dollars of investment produced a practical and
effective software toolkit. Now we seek to share this technology with a

few good 10 firms.

Behavior Description Effectiveness

Recent meta-anaiytic research
reveals the incredible power of BD
methods fo predict job performance.
With an .80s corrected population
validity, BD enjoys the highest hiring
accuracy known to science.

Meta-analysis of screening methods
finds a 30 point increase for BD
written examples over resume ratings.

Field trials of BD recruitment ads and
BD appraisal applications also find
increases in practical effectiveness.

BD Software Technology

Job Research-- PC-PRO cuts time
and facilitates client turnaround in
data collection.

Job  Analysis- TopicBank and
QuestionBank Word Perfect
templates help form performance
topics and BD questions quickly.
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Guide Templates--PageMaker
templates for Job Preview, BD
Interview, New Hire Coaching, and
Performance Review quides make
producing professional clisnt
instruments easy and efficient,

Guide Generator I,/ Programs for
quickly generating professional BD
Interview Guides foilowing a topic
selection routine.

Keyboard Interviewer- A program
that asks BD questions and collects
the answers via a PC. The answers
canbe client or professignaily scored.

The BU Training Disk-- Computer-
assisted instruction modules that
integrate PRE and POST with the
HPS designed skills waorkshop.

Call 1 800 661-1564

For a FREE Review Kit or fo
arrange for a software
demonstration during APA in San
Francisco.

> Licenses limited geographically.
> Startup costs minimized.
> Safisfaction guaranteed.

IOTAS

Steve W, J. Koziowski
Michigan State University

This issue marks my three quarter point as editor of TIP. (Actually,
because we lost one issue in the shift to the new SIOP schedule it marks the
82% point, but who’s counting!) Over the past couple of years we have
developed a number of new and innovative columns for the newsletter, as well
as some themes for features that we try to print regularly. The columns are
designed to keep Society members informed and to share information—one of
the more important things that TIP does so well. The feature themes are
designed to get us think about our past (the history of 1/O psychology), present
(primarily legal developments), and future (licensure issues, science/practice
issues, etc.}. I have received much positive feedback on those initiatives—
thank you—but these columns and features are well received because I have a
hard working Board, other regular contributors, and many fine submissions
from TIP readers.

Kurt Kraiger initiated Vantage 2000 as a forum for those interested in
issues related to the changing nature of the workforce, issues of diversity, and
the implications for science and practice. Vantage 2000 was started in the July
1990 issue, and, in many ways, has served as the model for the other
information sharing columns we have developed. It’s informative, engaging,
and amusing (Kurt, for example, is the only one I know to have revealed the
link between Bart Simpson and I/O psychology or to have discerned the
resemblance between Neal Schmitt and Dick Cheney [May 1991 TIP]. Kurt,
however, cannot appreciate why a group of people in Orlando keep calling
him Ted B.). If you have information to share, contact Kurt.

To help keep the membership informed on the latest developments,
concerns, and interests in the arena of practice, Tom Baker coordinates
Practice Network. 1t’s just entering its second year and judging by the
diversity of contributions, has become one of the more popular items in TIP.
Tom has done a fine job of taking this column from the concept stage to a
viable and entertaining mainstay. If you would like to contribute, give Tom a
call.

One of the more important concerns for Society members centers on legal
developments and their implications for I/O psychologists. Jim Sharf
continues to send me timely information and to put me in touch with other
contributors. Indeed, this issue of TIP contains information from several
contributors regarding the (new) Civil Rights Act (Lance Seberhagen) and
(unsuccessful) attempts to restrict testing in Oregon (David Arnold), as well
as other legal updates.
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With this issue of TIP, we are initiating a new column that is designed to
exchange information on research funding opportunities (see elsewhere in this
issue). Ed Salas will be coordinating this forum. Ed is now soliciting
contributors who have information, contacts, or ideas for the forum. As with
all our new efforts, the success of this column depends on your participation,
If you have information or ideas for the column, contact Ed.

To help keep the membership informed about the activities of the marny
standing committees within SIOP, Peggy Wagner composes the semi-regular
Committee Update. The extent of activities that is accomplished by the
volunteers of SIOP committees is truly amazing. Peggy tries to capture just
some of this voluntary zeal.

As we approach the APA centennial, TIP has been publishing interviews
with some of our senior colleagues who were formative in the development of
our field, including Morris Viteles, by Craig Russell, and Harold Burt, by
Frank Landy. Stay tuned for Craig’s interviews with C.H. Lawshe in the
next issue of TIP. In -addition, the SIOP Task Force on I/Q History and
Centennial, chaired by Ray Katzell and Doug Bray, has commissioned a
series of histories of IO programs. The histories, coordinated by Ed Levine,
will be printed in TIP through the centennial (see elsewhere in this issue of
TIP).

Many other people make contributions that help make TIP happen. Ilene
Gast, of the External Affairs Committee, has been compiling the list of
meetings that is printed in every issue of TIP. My thanks to Ilene as she now
passes that role to Julie Rheinstein. I would also like to acknowledge Mike
Lindell for taking care of the business end of things and Vicki Alexander, my
secretary at Michigan State, for assistance of all kinds. TIP works so well
because so many people work so hard.

I guess it’s a sign of the economic times but I did not receive much
personnel news for IOTAS. One notable exception is John M.
Rauschenberger, who was recently promoted to Supervisor of Program
Design, Development and Evaluation at Ford Motor Company’s North
American Automotive Operations (NAAQ) Human Resources Development
Center (HRDC). HRDC trains over 20,000 Ford employees and 3,000 supplier
personnel annually in some 98 technical and 25 management programs. John's
activity is responsible for the design, development, and evaluation of these
programs, and for providing consulting services to Ford components and
suppliers.
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Vantage 2000: Reasons Not to Manage Diversity;
Resources for Managing Diversity

Kurt Kraiger
University of Colorado at Denver

The more I think about the phrase “managing diversity,” the odder it
seems. One meaning of manage is “to exert control over,” suggesting
that without management, workforce diversity would spiral out of
control. But wouldn’t more diversity be preferable to less? A second
meaning is “to administer or supervise,” but, in an ideal—and color
blind—world, the co-existence of mulliple cultures would oceur without
supervision,. 1 can’t suggest a better term, but I have to believe one
exists! Therefore, [ will continue to use the phrase until a better one
comes along.

Reasons Not to Manage Diversity

In the November, 1990 issue of TIP, I reported on research in
progress by Susan Jackson on perceptions of diversity issues by P/HR
managers in the New York metropolitan area. Mary Pat McEnrue (213-
343-2900) of California State University, Los Angeles, sent me a copy
of a paper detailing similar research with organizations in the Los
Angeles area. The paper was presented at the HR 2000 Conference: HR
Strategies for Managing the Multi-Cultural Workforce, held in
February, 1991 in L.A.

Mary Pat interviewed managers from companies in a wide range of
industries including retailing, food services, high technology, health
care, and manufacturing. Respondents indicated the extent to which
they valued diversity, devoted resources to managing diversity, and
used specific interventions to manage diversity.

If managing diversity is seen as an intervention (e.g., through
training), then it requires a prior needs assessment to determine the
scope and content of the intervention. In most presentations of diversity
training I’ve seen, the impetus is a change in organizational values, or
the position of a single empowered advocate. There has been little
recognition of the importance of a priori needs assessment. Thus, one
interesting outcome of Mary Pat’s work was a list of sources or methods
(provided by respondents) for identifying needs for diversity
interventions. Among those identified were task forces; internal, special
interest networks (e.g., an Asian caucus); ad hoc group sessions or
interviews with employees; survey feedback sessions; customer

79



complaints or lost contracts; analysis of safety records, selection ratios,
promotional patterns, and turnover; and exit interviews. Mary Pat also
presented a list of methods used to manage diversity. The list is very complete,
although not too many methods will seem new to practitioners who have
followed this trend. I will admit though that I was stumped by the method:
“changing technology by modifying tools such as single-edged razor blades.”

To me, the most interesting aspect of Mary Pat’s paper was the reasons
managers gave for not valuing or supporting (via resources) diversity
management, or reasons they gave for why diversity interventions failed. We
hear so much about how managing diversity “is good business,” that it’s
surprising to hear managers report otherwise. Managers who see little need to
establish efforts to manage diversity gave reasons such as:

* Operating in a mature industry where consolidation is more important
than recruitment and retention;

* Maintaining a highly technical workforce where people must share a
common perspective and communicate easily;

* Contracting out lower-level business in order to transfer diversity
concerns elsewhere;

* Believing that a high contract ratification rate signifies no
dissatisfaction with current management practices.

Managers who value diversity but work in an organization which will not
comimit resources to such projects, or managers who have seen interventions
fail cite these additional obstacles:

* Lack of top management support;

* Managerial attitudes which emphasize replacing people with
technology to combat the problem of changing demographics;
Declining margins and market share, or general financial troubles;
Lack of long-term commitment to projects, especially when no
immediate payoffs are seen;

* Obtaining commitment from middle managers who see heterogeneous
populations as a threat to efficient practice;

* “Incredible” competition for qualified job candidates; and

* The difficulty of “changing human behavior.”

TIP readers wishing more detail on Mary Pat’s findings are encouraged to
contact her directly,

Resources for Managing Diversity
Even while some L..A. companies choose not to pursue diversity concerns,

the focus on diversity has blossomed nationally, and has made its way into the

popular media. The July 8, 1991 issue of Business Week made “race in the

workplace” its cover story. The articles present a fairly well-balanced

discussion of the pros and cons of current strategies to integrate the workplace

It also presents several case studies of successes, including one at Monsanto,
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in which adjustment problems cited by minority workers during focus groups
and exit interviews led to “Consulting Pairs” program. The program trains
employees to work as in-house consultants (in race- or sex-matched pairs) on
race and gender issues. Also of interest are the results of a Harris Poll of 404
senior executives who offered their opinions regarding the need for additional
affirmative action laws (thumbs down), reasons to increase their hiring of
women and minorities (a changing labor supply), the need to improve their
companies’ treatment of women (good enough as is), and their companies’
overall track record on diversity issues (‘pretty good” in all areas but
promotion of women and minorities to top management),

Call to Arms

In the next issue, I plan to review several new books on managing
diversity, as well as report on the First National Diversity Conference, held
this past May in Danville, CA. Please send any additional sources or reports or
work in progress to me at: The Department of Psychology, Box 173, The
University of Colorado at Denver, Denver, CO 80217. I am especially
interested in hearing from organizations or individuals sponsoring “diversity
training programs,” as I would like to devote an upcoming column solely to
this topic.

Research Support
(or Foliow The Money. . .)

Eduardo Salas
Naval Training Systems Center

No, this is not about BCCI, Las Vegas, the lottery, or the national debt. It’s
about creating, documenting, and publicizing funded research opportunities
for /0 psychologists. What TIP hopes to do in a series of articles (maybe a
regular column—if there is enough interest) is to create a vehicle with which
we can exchange information of where are opportunities for funding 1/O
related research.

We envision a “bulletin board” of sorts that contains information on
agencies or organizations that seek proposals, concept papers, or letters of
interest on topics of interest to I/O psychologists. We would like to cover not
only the traditional sources in the Department of Defense (e.g., ONR, ARI),
but also industry, private foundations and agencies, NASA, FAA, the
Departments of Energy and Transportation, and even international sources
{e.z., World Bank). So far, so good. It sounds great, right??? However, we all
fieed to participate. This column will only work if we all provide input, keep
our eyes and ears open, and are willing to share the information with our
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colleagues. Several efforts have been started. An initial example is provided '
below. It is from the Department of Defense, because it is easier for me to
encounter them since I work for a Naval R&D agency—the Naval Training -

Systems Center in Orlando, Florida.

Ben Schneider’s article in the Psychological Science Agenda Newsletter of
APA clearly poiats out why we need more basic research in I/O and how it
can pay off. He argues that we need “open windows” for researcher-initiated :
grants in /O psychology. Hopefully this column can pinpoint where the :
“windows” are. This is not the solution (as Ben articulates), but it is a -
beginning. Hopefully, that would generate more “champions” in organizations
and government agencies who would generate programs of research and who
would provide the opportunities. APA also has a directory of who has dollars ¢
for funding psychological related research. Our efforts here are to be more

focused, as Ben suggests in his article.

So here is how to start. First, we need a creative heading for this column, so :
send your suggestions to me. In the next few months a group of qualified -
judges from the TIP Editorial Board will make a selection. Second, begin t¢ °
send me information, notes, fliers, etc. on where funding opportunities might

be. Please send me information outside of the Department of Defense. I hav

good sources within Department of Defense. T will try to put them in a useful ¢
format {(any suggestions?). Remember that these opportunities could also be

for graduate students (i.e., thesis and dissertation support); maybe support fo
travel to conferences and internships (no job announcements, however).

Please send your comments, suggestions, and announcements {please don’t.

forget details, details, details) to Eduardo Salas, 4010 Gallagher Loop
Casselberry, FL 32707 or call at (407) 380-4651.

A. Department of Defense
1. Naval Training Systern Center—Broad Agency Announcement (BAA) 91-1
A. OBIECTIVES/RESEARCH INTERESTS

The NAVTRASYSCEN has comprehensive simulation and training
systems responsibilities ranging from research and technology base
development through system acquisition and life cycle support. Th
Research and Engineering Department is the NAVTRASYSCEN’s arm
of the laboratory system. It’s mission is to plan and perform a full range
of directed research and development in support of Naval training
systems. The work covers a broad spectrum of training simulation
technology as applied across mission areas and all stages of training. I
is intended that programs under the BAA include basic and applied
research related to this mission as well as technology demonstrations.
Collaborative arrangements between universities and industria
companies are encouraged. Projects shonld take maximum advantage o
existing university and industry research and engineering programs and
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ft?ci]ities. Capabilities are needed to promote and conduct multi-
disciplinary (e.g., engineer, psychelogist, instructional specialists)
research in training and simulation technology; enhance the
de.ve]opment of training devices; foster productive working relationships
Wlth‘ NAVTRASYSCEN scientists and be a source of innovation for the
application of instructional principles in training systems. The general
req_u%rement for R&D conducted under this BAA is to explore unique
training techniques incorporating innovative behavioral and engineering
tec‘hnologies which are needed for more effective and/or less expensive
training systems. Technology products are to include émpirical research,
software and computer models, and technology demonstrations. Projects

should provide insight to NAVTRASYSCEN personnel to optimize the
use of training systems.

- Points-of-Control. For copy of BAA write to:

Naval Training Systems Center
Code 641

Attn: Lisa Mackin

12350 Research Parkway
Orlando, Florida 32826-3224

. Research topics of interest to I/O Psychologists:

* Individual and team performance measurement
* Team training

* Alrcrew coordination training

* Tactical decision-making under stress

Submit All TIP Manuscripts and News ltems To:

Dr. Steve W. J. Kozlowskj
Editor, TIP

Department of Psychology

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

Phone: 5171353-8924
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People,

The
" Right

Right
Jobs

The

» Personnel selection design/validation
ase call Dr. Michael A.

& Recruiting programs
s Performance appraisal development
s Organizational analysis

= Executive assessment/evaluation
« Employee relations

s Staffing requirements '

* [nterview design/training

» Compensation/benefit design

* Survey research

» Position classification

¢ Training and development

« Drug program design/evaluation
For more information on our

Our HRM services include:
MecDaniel, Associate, at (301) 951-2200

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

HRM services, ple

.

ay, were
A World Leader in Technology and Management Consulting

BOOZ -ALLEN & HAMILTON INC.

The bottom-line challenge of linking
people with jobs has never been tougher.
But organizational effectwensess
depends upon personnel solutions .
enabling the right people to do the right
jobs every day. '

Booz-Allen was founded on just this
helping decision makers in government
and industry solve problems encom-
passing every aspect of the HRM
function—from personnel selection to
training. And our staff of industrial/
organizational psychologists and HRM
specialists brings a depth and breadth
of expertise to client probiems that no
competitor can match.

premise 75 years ago. Tod

The SIOP-APS Connection

Lee Herring
American Psychological Society

New Journal. APS’s second journal, to ap

pear in February, 1992, now has
a name (Curr

ent Directories in Psychological Science) and chief editors,
Sandra Scarr (University of Virginia) and Charles Gallistel (UCLA). Asg
mentioned previously in TIP, each issue of this bi-
consist of 10 commissioned 3-page articles to cap
on the entire range of areas within scientific psychology. The journal will be
published by Cambridge University Press, the world’s oldest continuously
operating press and publisher of APS’s first Journal, Psychological Science.
Legislative Activity. Among other recent legislative activities, the most
noteworthy is APS’s push to get behavioral and social science research
appropriately represented within the top administrative and policy-making
levels of the National Science Foundation (NSF). This effort has received yet
another boost. On behalf of APS, Senator John F. Kerry (D-MA) introduced a
bill (S. 1031) in early May that would mandate the creation of a Directorate
within NSF devoted to the behavioral and social sciences, disciplines which
are now housed within the biological sciences directorate. This bill coincides
with the report of an NSF-appointed task force which is also recomnmending
the creation of such a directorate to allow the behavioral and social sciences to
have a voice at the administrative levels of NSF compurable to the other major
disciplines. APS has argued that such an administrative entity would allow
behavioral and social sciences to be recognized on their own merit. The bjl]
could go a long way toward moving this whole effort forward. A similar bill
was introduced in the House during the last session of Congress, and the
Senate’s bill will help in soliciting congressional support to reintroduce a
similar House bill,
Annual Summit. SIOP’s own Milt Hakel (Bowling Green State
University) has been selected as the chair of APS’s fourth annual Behavioral
Science Summit to be held in 1992, Hakel served on the steering committee of
last year’s summit held in Houston, Texas, which attracted some 100

representatives of 65 scientific psychology-related organizations.
purpese is to discuss and address }

psychology. ‘
St. Louis Annual SIOP Meeting. APS was represented at SIOP’s
meeting in St. Louis in April by APS’s own Executive Director, Alan K
program on APS/SIOP relations was presented and fe
Paul Thayer, Milton Hakel, and Kraut.

Membership. The number of members in APS has reached 12,200 as of
mid-May 1991. This represents a 24% annual growth rate. APS’s membership

monthly journal wilt
tare the essence of activity

The sumimit
portant issues facing scientific

anneal
raut. A
atured Frank Landy,

oo
E
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includes a strong and healthy base of student affiliates who routinely c(clmv;rt
to “regular” Membership upon attainment of the doctoral degree an Wf 0
bond with the Society, helping to guarantee a long and productive future for
AP}S&.dditional Information. For further information about APS, in-clud;nsg
membership application forms, contact: APS, 1511 K St., NW., S;(l)lzte ;583:
Washington, DC 20005-1401, Telephone: (202) 783-2077, Fax: (202)
2083, Email: APS2@UMUC.BITNET.

ADVERTISE IN TIP

ou have written a book, offer a product or ser-
vic!cfa,)lor have a position opening in_ your organiza-

i tion, advertise in TIP. TIP is the official nelwsl_ette1
of the Society for Industrial and Qrganlzatlonf
Psychology. TIP is distributed four times a_ye?rdo
more than 2,500 Society members, w_h_o include
academicians and professiqnall-practltloners_ in
the field. In addition, TIP is dlstrlbut?d to forelg_n
affiliates, graduate students;, !c_eaders in the An_"lerl-
can Psychological Assomghqnl and Arl]erlq?n
Psychological Society, and individual and institu- I

tional subscribers. _
For more information contact the TIP Business

Michael K. Lindell
Department of Psycholoqy _
129 Psychology Research Building

Manager: ' ;

Michigan State University
East Lansing, M1 48824-1117
Phone: 517-353-8855
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Practice Network

Tom Baker
Micro Motion, Inc.

The Human Side of Business

with EEO issues and now have many opportunities to lead and initjate change
in organizations. “We will gain more from tooting the positive benefits of /o~
to our business leaders, he says, emphasizing that we are increasingly able
to...get the people issues out of the legal department context and onio the
business agenda.”

He sited three key areas of importance in our field:

1. Diversity. According to Wayne Cascio e management challenge of
the 1990’s will be learning how to manage a multi-ethnic, pluralistic
work force. “You only have to look at the millions in free publicity the
Denver Broncos have received with a deaf football player” to see the
value of promoting a broad ranging work force in your organizatjon,
Social psychologists have known for years that you stimulate creativity
through a diversity of viewpoints. One way to assure this is to have a
pluralistic work force.

2. Selection. The traditional role for selection—fitting one person to one
Job is changing. Based on demographics of the future, an increasingly
painful education crisis, and the need for a multi-functional work force,
Wayne feels we are being called on to assess more basic, broad ranging
skills such as basic literacy, logical reasonin g skills, and the willingness
and ability to adapt to change. Find employees with these basic skills,
and the organization will be better positioned to adapt to competitive
pressures and grow into the future,

3. Promoting The Human Aspects of Business. Granted, issues such as
mergers, acquisitions, and downsizing are steps initiated by financial
considerations. However, there are all too many success stories which
show it is the human side of these business actions which make them

direction.



Many people the Practice Network have spoken to lately have emphasized
the need for I/O psychologists to read a variety of journals. Wayne suggests
you try the Society for Human Resource Management’s HRMagazine (703-
548-3440, $49/year for non-members) or the American Society for Training
and Development's Training & Development Journal (703-683-8100, $75 for
non-members). “Lisien to the practitioners,” he stresses, “listen to the people
who face competitive realties every day.” Success stories are coming out in
the literature every day. It is our responsibility, indeed our opportunity, to
promote the human side of doing business and to initiate change in our
organizations. Business leaders are becoming increasingly open to our
innovations and contributions.

Assessment Ceriters

Practice Network talked assessment centers with “guru,” George
Thornton. George is excited about the use of a/c’s for non-supervisory
positions, seeing this as a “real growth industry.” Practice Network also
discussed with George the trends he foresaw in assessment center use and
administration. George outlined two practical issues facing the use of
assessment centers in organizations: (1) the pressure to streamline the afc
method, and (2) the demand to change afc’s from selection to
diagnostic/developmental instrumernts. “Organizations are struggling with
these two trends because they are, in some ways, in contlict,” he says. I/O
practitioners are pulled in a couple of directions because developmental afc’s
are typically more resource intensive than selection afc’s. “The pressure to
streamline is counter productive for the purpose of diagnostic assessment,” he
says, pointing to the need for more feedback time, more detailed and better
differentiated dimensions, and a clear diagnosis of strengths and weaknesses
as important end-products from diagnostic centers. These factors make the

assessors work hard! George feels we can “provide assessors with better

support materials,” but stops short of endorsing fully automated assessment
systems where assessors complete checklists of behaviors which are precoded
to dimensions and computer analyzed for overall scores. “I am an agnostic on
this.” George Thornton thinks that fully antomated systems may be more
acceptable for selection a/c’s, but do not provide the extensive information
needed as a product from developmental afc’s. Techniques which George
suggests to aid the assessor work load focus primarily on ways to focus and
expedite the consensus discussion, including providing assessors with a
behavioral checklist for each dimension to prompt their thinking and using
*“mock,” outlined reporis so that all aspects of each dimension are reviewed.
Several greenfield manufacturing plants have used a/c technology as the
prime vehicle for selecting employees. Increasingly, existing plants are
installing work simulations into their selection process. The real twist in these
settings for an I/O practitioner is the fact that traditional empirical job analyses
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are not what is needed! You can’t interview incumbents in the jobs, because
there are no incumbents or the ‘new’ jobs do not yet exist (TB: the latter here
is an especially neat trick). George said that these ‘new’ job analyses are “kind
of like Ben Schneider’s idea of strategic job analysis,” in which you identify
dimensions which are important for the job in the future [Schneider, B. &
Konz, A.M. (1989). Strategic job analysis. Human Resource Management, 28
(1), 51-63]. ’
George believes aje’s for non supervisory positions are also unique in that
the)'z assess “generic skills not related to just one single job.” These dim-
easions seem to fall into three areas: Cognitive behaviors such as reasoning;
Motivational behaviors such as the willingness to seek improvement; anc;

Interpersonal behaviors such as listening and oral communication needed for
work in teams.

Change Foreseen in the Public Sector

Practice Network contacted Dennis Joiner to discuss a provocative testing
ism‘le. Dennis feels . . . the burden of implementing social policy (TB: such as
aﬁ"z.rman've action) has been lifted from the test developer and put into the
policy malker’s hand.” In the public sector, test developers have struggled for
}5 years to rid empioyment tests of discriminatory impact. Dennis sees a shift
in the burden of promoting worthy social policy from the test developer, who
is c_aug-ht between the rock of reducing adverse impact and the hard place of
maintaining test validity, to the makers of public policy. This shift is based in
part on accepting the fact that racial groups often differ on standardized
emplloy-rnent test performance. A fruitless search for differential validity and
sacrificing test utility for scoring fairness also add momentum to this shift in
rc?sponsibility. Dennis says that employment tests “. . .reveal group
dlf.ferences, but do not cause these differences.” In most public jurisdictions
affirmative action is an important social goal, but it is being separated from the
development of tests. |

This situation has two distinct implications for I/O psychologists: (1} it
empl.lasizes the importance of developing the most valid testing instruments
possible, and (2} it stresses the need to identify ways for the organization to
enl.la.nce the attainment of affirmative action goals. What is needed, Dennis
.llome-r feels, are mechanisms to achieve maximum test utility without
imposing discriminatory impact. Dennis sees three mechanisms at use in the
public sector. Open Lists—Nullifies test utility by identifying only passing
SCofers. Uses random selection to select from these persons; Score Banding—
Yanatmn on the ‘top down, within group’ method. May not effectively
implement social policy if minority candidates don’t rank in upper bands; and
Top Down Within Group—Maximizes test utility and social policy at the
same time. Dennis identified two actions many testing professionals have
pursued to avoid adverse impact. The first is an item by item examination of
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adverse impact. You discard the jtems which indicate discrimination. This
action often results in Iower test validity. The second action is the replacement
of written tests with oral interviews. This step also usunally leads to lower
validity coefficients.

The issue of test use (versus test development) is now in the public policy
area. It’s most obvious test case is the GATB. The role of I/O psychologists is
to deliver the most valid product to market, and advise and counsel it’s wise
and anti-discriminatory use.

Dime a Dozen
Robert Silzer sees a need for a “self educating” practitioner in the field of

OD. He feels you should be on a “career long learning path” to be an effective |

consultant. Rob has seen more than his share of consultants with strong
facilitative skills who lack a content-based, theoretical framework from which
to guide an organization through redevelopment. While there needs to be more
field research to guide us during our work as internal or external consultants,
Rob believes that we can perform effectively if we have broad background in

organizational psychology, social psychology, and learning theory. Rob Silzer

cautions us from falling into the trap of two important ethical issues: (1)
building or forcing a dependency of the organization on our skills and advice
(Le., “over suggesting our involvement”) and (2) not being able to admit to
what we don’t know and hesitating to refer out to more experienced
colleagues. Rob and Dick Jeanneret have talked for years about the need to
develop a set of well communicated values or standards for practitioners.
Licensure is a part of these standards. “We need to clean up our act a bit,” he
says, and can take a step forward by having a solid framework on which to
build an organizational change process and following up with solid, criterion-
based, success information. If you feel Rob is speaking to you, he has this

advice to offer—read the major journals in our field (Personnel Psychology,’

JAP, TIP and the Annual Review), attend SIOP conferences, take time to
review relevant literature before your next project, and start reading about
group social psychology and learning theory. “What you learn in graduate

school will carry you for a few vears,” he says. “Don’t get frozen into the

literature you knew at the time, get on a professional learning path.”

Clinical With a Small “c”

Rodney Lowman sees a resurgence of personality theory as it applies to”
working adults. He actively researches and practices in the Inter-Domain:
(Interest-Ability-Persopality) model of career and work assessment. Rod also!
finds many parallels between assessment of individuals and organization-wide
interventions. “Every I/O practitioner doesn’t need to be a clinician, but using:
clinical models to think about problems experienced by an organization can be:

extremely valuable.” Rod has concerns that many graduate programs are 1o
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narrowly focused, . . .clegant in a very narrow band. . . As a field, he feels
}xfe seem to be making progressively more complex quantitative stat;ments ].l';
mcregsmgly narrow areas, good for research, perhaps, but not necessarily for
practice.

Rodney Lowman told Pracrice Network that to train effective I/0
const'lltants we need better taxonomies of problems which occur in
organizational systems, the capacity to identify these problems in practice, and
to matcl.l problems with relevant interventions, Basing organizati’onal
@tewent.lons on strategies and actions instead of understanding root causes is
like putting the proverbial cart before the horse. Organization change should
he atte.mpted only after a thorough understanding of the experience and
dynamics of the total system, he says.

Improving clinical skills is not an €asy process for most I/O practitioners
especially if they were never learned in the first place. Rodney Lowma;
sug.gesfs ¥ocai case conferences with relevant peers who can assist one another
by intensive case analysis, whether of individuals or organizations; workshops
can aIS(') help. Our graduate programs, however, have the most to do in
mmproving the consultation skills of their model product, psychology

practitioners, Most I/O graduate students end up learning too much on the Jjob
and too often, not well. ’

Integrity Testing Update

.Dav.id :Arnold called to update Practice Network about Oregon’s
%egxslanve Initiative on personnel testing. He characterized the bills considered
in OR, NY, and elsewhere ag ©. -best viewed as attacks on the general field of
p_ersonge] testing—not exclusively integrity testing.” The Oregon and New
YoFk bills have died in committee. Prior to the demise of the Oregon bill
leg{slators considered restrictions requiring employers to file and pay for the:
review of test validity information, precluded interpretation of test information
by anyone 1ot licensed by the state of OR (out of state consultants beware)
and restricted the distribution of test information to any third party (including,
hl.rmg authorities). Each of these restrictions was modified before the OR bill
died, ].:vut thfey $erve as grim signposts for the future. The common
denominator is protection of privacy. (Bd: See the feature by David Armnold
elsewhere in this issue of TIP).

David Arnold says that legislative attempts do not focus on integrity tests
but-on the whole field of employment testing. In Oregon, tests were ultﬁnatelj;
defined as any “written or computerized test used to measure behavioral,

m;)tlv'atlona], emot.ional or personality characteristics for employment
selection or pI"OIl’lOthl’l purposes to predict an employee’s or prospective
employee’s actions or behavior patterns.” He writes that:

w . oo c
In sum, given the recent Judicial and legislative interest in privacy,
as well as public policy issues such as accuracy and discrimination,
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initiatives such as SB 792 (TB: the defeated OR bill) are unlikely to
be isolated incidents. . . This is particularly true at the state level
where legislative initiatives may move quickly without gaining much
attention or notoriety.... Without diligent monitoring and educational
attempts...the practice of psychology in employment setting will be
guided more by statutory mandate than by professional judgement.”

Wanted Dead or Alive

You are reading TIP late at night after a long day at work. You are thinking.
about an exciting project you have going at work, but no one else seems to
care. Fido, your trusted canine, just can’t give you the type of support you
need right now. Sometimes, you are not sure if you or your work is dead or
alive! Call Practice Network! Share your ideas and work in progress! I am
always available to speak with you at (303) 530-8143, FAX (303) 530-8422..
Thomas G. Baker, Micro Motion, Inc., Boulder, Colorado.

PROFESSIONAL LIABILITY INSURANCE AND
THE 1/O PRACTITIONER

John R. Murray, IIX
Past Chair, American Psychological Association Insurance Trust

The APA Science Directorate and the APA Insurance Trust (APAIT) are’
pleased to announce the availability of a new Professional Liability Policy
designed to meet the needs of APA members engaged in the practice o
Industrial/Organizational Psychology.

Over my nine year tenure on the APA Insurance Trust, providing low cos
but comprehensive coverage for I/O Psychologists has been a continuing -
interest. Last year, a policy was created for coverage of the professional
practice of individuals engaged in Research and Academic Practice. As part o
the development for that policy, I was able to ensure that almost every aspec
of the regular practices of Industrial/Organizational Psychologists wa
covered, Specifically, the policy covers:

* the design, development and evaluation of psychological tests

instruments and products

* publication and reporting of research

* teaching and academic advising

* non-clinical supervision of students, interns and/or employees

* services as an expert witness

* professional and non-clinical consulting

* services as a member of a tenure, accreditation or ethics committee.

The only aspect of 1/Q Practice not included, is providing direct service i
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testing and evaluating individuals e. g., screening of police officers. Since this
aspect of practice can result in a significant number of charges involving
wrongful evaluation, it is more appropriately covered by the currently
available APAIT’s Psychologists Professional Liability Policy that is geared
toward clinical practice.

Most Division 14 members will find this new program covers their total
risjk ‘exposure at a very competitive price, with premium rates at $103 for $1
million per claim/$1 miilion aggregate coverage per vear for an individual
member. Higher and lower Liability limits are available at commensurate rates.
In addition to this comprehensive coverage, members who purchase the policy
_havc? access to the full range of risk management and member insurance
services provided by the APA Insurance Trust,

If. you would like more information on the Research/Academic Professional
Liability Insurance Program or an application, contact the APAIT office at 888

Seventeenth Street, N.'W., Suite 1675, Washington, DC 20006 ¢
955-7780. o or eall (202

When it's time to do your

Employees Survey,
Call us Iast!

You will find that Information Retrieval Methods, Inc. (IRM]} i i
£ : v is the last word in

Plgl}-*vulume sSurvey processing. After hearing that it is not possible to design and

implement surveys your way, a call to us will assure that you finally can. IRM

specmglfe:x ?e rci:flt:em;nn;i emtglfzjlree surveys to your exact specifications, Twenty

years e ur commitment to system ibili

the final choice of many leading corporations, Pystom flextbility have made us

* COMPLETE FORMS DESIGN

* HIBH SPEED OPTICAL SCAMNING DATA WNPUT

* MAINFRAME/MINI COMPUTER PROCESSING

= LASER-PRINTED , EXECUTIVE GUALITY REPORTS (WITH GRAPHS
. LDNGIT_UD!NAL DATABASE DESIGN % MAINTENANCE )
*+ CUSTOM PROGRAMMING TO FIT YGUR SPECIAL PROJECT

.To obtain additic’anai information, please call toll-free

Information Retrieval Methods, Inc.
1525 N. Stemmons ¢ Carrollton, TX 75006

_ 1-8_0_0-_533-_2_312 and ask for Pat Hensel
il .|I|

or P.O. Box 1167 s Iowa City, TA 52244
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Wayne State University

Professor of Industrial
Relations/Human Resources

Wayne State University’s College of Urban, Labf)r, and Mem?—
politan Affairs (CULMA} seeks a nationally recognized scl_lolar in
the field of industrial relations/human resources _for an appointment
at the senior rank. Candidates should have a dlSll-nngth rc.cord of
research and scholarship and an interest ir} participating with col-
leagues in interdisciplinary or multidisciplinary analyses of work-
pla;;igi?yesf-rom all disciplines and fields of study are encox.lrgged to
apply. Anticipated areas of expertise include but are not limited to
collective bargaining, human resource management, hMr m-arket
analysis, cmployment law, dispute resolution, com‘paratl?'e and inter-
national industrial relations, labor law and public pol}cy, and the
| social, political, and organizational behavior of the union-manage-

ionship. _
megzlr:rlzt:f)il;? th:) competitive and commensurate with qualifications.
The position is now open and will be filled no Ia_ter than September,
1992, Formal review of applications shall begin on November I,
I 1991 and continue until filled. Applicants should send a leiter of
interest, vita, and names and addresses of three references to:

Search Committee
c/o Professor Joseph B. Stulberg
Director, MAIR Program
CULMA )
1262 Faculty Administration Building
Wayne State University
Detroit, MI 48202

Wayne State University is an affirmative action, equal opportunity employer.

Meetings

Upcoming Conferences and Meetings
This list was prepared by Ilene Gast for SIOP’s External Affairs
Committee. As of this issue of TIP, Julie Rheinstein will be taking over the
preparation of this listing. If you would like to submit additional entries please
write Julie Rheinstein at Room 6462, OPRD, U.S. Office of Personnel

Management, 1900 E. Street, NW, Washington, DC 20415, or call (202) 606-
0388, or FAX entries to (202) 606-1399,

1991
October 6-10 International Personnel Management Association.
International Training Conference and Exposition.
Philadelphia, PA Contact: IPMA, (703) 549-7100.
November 29-Dec.1  Association of Outplacement Consulting Firms:
Globalization of the Workforce. .. and its Impact on
the Qutplacement Industry. Zurich, Switzerland,
Contact: Jeanne O’Donnel, AOCF, 364 Parsippany
Road, Parsippany, NJ 07054.
May 17-19 Research/Study Team on Nonviolent Change.
George Williams College, near Chicago, IL. Contact:
Jeanne Gourguechon (312) 893-1600, ext. 7409, or
FAX (312) 893-1648.
May 19-22 22nd Information Exchange: What is New in OD and
Human Resource Development. George Williams
College, near Chicago, IL. Contact: Jeanne
Gourguechon (312) 893-1600, ext. 7409, or
FAX (312) 893-1648.
1992
May 19-22 The 20th Internationa] Congress on the Assessment
Center Method, Williamsburg Conference Center and
Lodge, Colonial Williamsburg, Virginia, For
registration and additional information, contact:
Cathy Nelson, Development Dimensions
International, 1225 Washington Pike, Bridgeville, PA
15017; (412) 257-0600.
July 19-25 XXV International Congress of Psychology.
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Brussels, Belgium. Contact: Brussels International
Conference Centre, Parc des Expositions, Place de
Belgigue, B-1020 Brussels, Belgium. Tel: 32-2-478.-
48-60; FAX: 32-3-478-80-23;
E-mail: gery@bleukull.earn.

1994

July 17-22 23rd International Congress of Applied Psychology.

- Madrid, Spain. Contact: Secretariat, Colegio Oficial
de Psicologos, 23 IAAP Congress, Nunez de Balboa,
58, 5, 29001 Madrid, Spain.

SIOP, APS and APAGS: Student Memberships

Wayne Camara, APA Science Directorate

Graduate and undergraduate students, in psycl_wlogy anc.i all foth(;,; driatlrt;ﬁ
programs are eligible for student affiliate status in the S.o_cmty 01'1 [ndust is_
and Organizational Psychology (SIOP). A student affiliate ;pp i wion 1
printed in TIP twice each year. Students ShO}lld comPlet‘e the gptp i
form, obtain the signature of their faculty advisor (which is usﬁe; 10(()) (;:madjé
student status at a college or university}, and encl(.)s.e a check for ff made
payable to SIOP. The $10.00 dues for :stl;cll::nt affiliates is used to offse

i with receiving four issues of TIP. .
assgixllz:;::t affiliate statﬁs entitles individuals to TIP‘, .dlscounts to t};'ls'igl:
Conference, workshops, and publications. In addition, studenlt a t:] ;ems
receive many regular mailings to all SIOP. members. FQr exalglp e, 8 _
may purchase the new SIOP Membership Directory at a chscount . ot for the

Each fall student affiliates will receive an annual dues sta ‘?m 1;) forthe
next calendar year. At that time, students are .asked to age;mﬁc;o :;tudem

signature of their facnity advisor. Today, the S<?C1ety has. near jé o et
affiliates, a membership category that is growing steadily in . €

return completed applications to:

SIOP Administrative Office
657 East Golf Road, Sujte 309
Arlington Heights, IL 60005

Unlike SIOP member or associate member categorieskiISOI;‘_Istu::;t :
i i mbers of either APA or . However, :
affiliates are not required to be mem ' or ‘
each national psychological organization has student affiliate xl?err}bersz‘tgﬁ
categories. Following is some information on membership in e

organization.
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American Psychological Association of Graduate Students (information
provided by Roger Moore, §. ecretary-elect of APAGS):

The American Psychological Association of Graduate Students (APAGS) is
seeking to increase the level of active involvement of its constituency from the
Industrial/Organizational community. The Executive Board of APAGS ig
acutely aware of the importance of attracting students reflecting a diversity of
areas of psychology among its members and board members. APAGS hag
begun an active recruitment effort to try to increase the diversity of
representation in APAGS activities.

APAGS is the officially recognized and sanctioned organization
representing the interests over 18,000 student members of APA. Members are
eligible for student travel awards and dissertation research awards
administered by the Science Directorate annually to 100 students each. If
APAGS 15 to appropriately represent the diverse needs of students, the make
up of boards and committees must accurately reflect this diversity. The
executive board would like to encourage Industrial/Organizational co-peers to

- Apt H-3, Auburn, AL 36830, Annual APAGS dues are $25.00 and
include a subscription to the APA Monitor and American Psychology. For an
application or more information contact:

American Psychological Association
Graduate Student Membership Office
1400 North Uhle St.

Arlington, VA 22201

American Psychological Society Student Affiliates (information provided by
Lee Herring, APS Director of Communications).

The American Psychological Society has over 4,200 student affiliate
members who receive all the benefits of full members of APS, including
subscriptions to the APS Observer and Psychological Science. Student
affiliates receive discounts on the convention registration, discounts on other
APS Publications and al] regular mailings of the Society. The student
membership of APS has a dynamic and growing influence within the Society
and is represented by an eight-member student caucus executive council. The
Observer contains a regular feature, “Student Notebook,” that addresses
current issues and initiatives of the APSSC. APS also has developed a low-
rate professional liability insurance policy for students,

APS also offers numerous student travel awards for students presenting
research at the annual convention, and initiated its first dissertation research
awards this past spring. The annual convention program includes many special
sessions devoted to issues of concemn to graduate and vndergraduate students
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in psychology. Industrial-Organizational students are encouraged to become
active within APSSC,

APS student affiliate membership dues are $10.00. Membership

information or applications can be obtained by writing to:

American Psychological Society
Membership Office

1511 K Street

Suite 345

Washington, DC 20005

JOB
OPENINGS?

Contact the Business
Manager to advertise in TIP.
Michael K. Lindell, Depart-
ment of Psychology, ,1-29
Psychology Research Bl..llld-
ing, Michigan State Univer-
sity, East Lansing, MI
48824-1117. (5617-353-8855).
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APPLICATION FOR STUDENT MEMBERSHIP
SOCIETY FOR INDUSTRIAL & ORGANIZATIONAL
PSYCHOLOGY, INC,

DIVISION 14 OF THE AMERICAN PSYCHOLOGICAL ASSOCIATION
(Please Type or Print)

Name

Date
-—
Mailing Address

_—
—_—

EDUCATIONAL BACKGROUND:
Name of Institgtion

.
\

Address of Institution .
-_—

Check the degree you are pursuing:

Doctorate

Masters level

Department

Bachelors Jevel
Other, specify:

Year you expect degree

Check the area of specification:

i/0 Psychology General Psychology
Organizational Behavior Business
Psychometrics Other, specify:
Social Psychology

Advisor: Advisor’s signature:
—
* Student Affiliate Annuaj Dues are

the [ndum'iaLOrganizationa! P
matlings

$10.00 and include a subscription to
sychologist (TIP) and all other SI1I0P

* Please enciose a check or
SIOP

money order payable in 1.8, currency to:
* Mail to: SIOP Administrative

Office, 657 East Geolf Road, Suite 309,
Arlington Heights, 11, 60005




Committees

Meet the Challenge of Managing
Employee Performance with... ‘

ADE

An Invitation for You to Rule!

Allen I Kraut

ADEPT is a video-based training program used to
train thousands of managers in day-to-day performance

management.

The core of this Performance Management/ Appraisal
System is an eight module video presentation of
managers and employees in real-world situations.

ADEPT allows managers and employees to work
together to:

M Clarify the employee’s role by letting each
employee know what is expected in job
performance...

B Promote on-going coaching and feedback...

M Diagnose and solve performance problems...

B Observe and document employee performance...
B Conduct effective performance review sessions...

And ADEPT has the unique flexibility that permits
it to either serve as a new system or to mesh with your
existing performance appraisal process.

Successful small, medium, and Fortune 1000
companies have used these videos to train their own
managers and supervisors (over 50,000 to date) in how
to do quality performance management and appraisals.

We have prepared a Preview Video tape which you
may review, at no cost, in the privacy of your office. Just
call Stan Silverman or Ken Wexley at 216-836-4001 for
the tape, a descriptive brochure or additional information,

e

HUMAN RESOURCE DECISIONS INC.
508 Haskell Drive, AKron, Ohio 44313
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All' S
e I;‘i)n:l;tn_lembers are encouraged to take part in the Society's Affairs b
asmally stac H‘lt }?ne or a];lother committee. Appointments to committee)s/
Wilh & member expressing | i ;
nomination! P 1§ interest in serving, through a self-
The Commi . .
mcmbemh;nn:ttt}t; on Commutees. 18 now accepting self-nominations for
P on 1992-1993 committees of the Society for Industrial and

encouraged to volunteer for comm; i
: mmitiee service, The Soci i
hk; 1o foster such service by women and minorities Fiewy mould especially
lis i i i .
oy [h; tof SIop standmfg commuittees is provided on the Self-Nominatio
appears following this notice. Appointments to standing Societ;1

C . -
» ):)r;m:‘mee t;smgnments are on April-April basis, and will be made in the
carly sp Jng of 1992, Thus, the Seif-Nomination form of 1992-1903 is
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Self-Nomination Form
Standing Committees, 1992-1993
Society for
Industrial and Organizational Psychology
Deadline: January 15, 1992

; . oty f
If you are interested in serving on a standing commilitee of the ?jor(;lzitlyit?é
the 19)(92-1993 period, please complete this form (or a copy of it) an

Prior Society Service:

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

—_——— T

Prior APA Service:
If you have previously served on one or more American Psychological

Association Boards or Commitiees, please list their names and the years you

- ; iety for Industrial and
Aller L Kraut, Chair, Committce on Committees, Society served on cach.

Preston
Organizational Psychology, Department of Management, CUNY.. 6
Street, Rye, NY 10580.

Name: - Middle
Last S
Mailing Address: Special Interests and/or Qualifications:
If you have any special interests or qualifications that the Committee on
Committees should consider in making decisions about commiftee assign-
ments, please note them hege,
Phone Number: Area Code ) \
Job Title:
Educational Data:
ed: :
Highest earned degree: Year grant References .
Educational Institution: Please provide the names and addresses of two Members or Fellows of the
ucal Society whom the Commitiee on Committees may contact to obtain additional
Society Status: information about yOu.
[ 1Associate [ 1Member [ ]rellow

i Preference: ' o
CO?;mltt:wee references concerning placement on commniittees, pleasoef 111(;1;I
o I?tin the number 1, 2, and 3, respectively, by the names of o
P bz wnid glird most preferred committee assignments. If 3;(;;1]1{ wt; !
o S?Cgﬂe;ltalto a committee 6n which you presently s_erve, pleast;k v
Zﬁfnoilt?ec as 1. Note, however, that you need not provide these ra

e bout committee placement ~ Please mail the completed form (or a copy of it) by January 15, 1992, 1o:
are indifferent aboun :

Awands WMemberSm;I; Affad Allen I Kraut
— . Profession ars Committee on Committees

i ttees — .
_Commlt-tee .y COIIII}(I}I:II a:c;i __ Program (APA meeting) : Society for Tndustrial and Organizational Psychology
_Connnuli:hg Educal Program (SIOP Conference). Department of Management

Workshop T Qeiantifi i C.UN.Y.

. - Scientific Affairs JNY.
___Education anq Training " State Affairs 6 Preston Street
__ Extemnal Affairs T FIP Newsletter Rye, NY 10580

___ Feltowship (Fellows only)
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Long Range Planning Committee Report

decisions about how we can

Susan E. Jackson, Chair asked to conduct an evaluation of both wh

The Long Range Planning Committee (LRP) is composed of the elected
Members-at-Large (Jim Farr, Mike Campion, and Susan Jackson), and
Past-President (Frank Landy) and the President-Elect (Wayne Cascio). In
general, it has responsibility for reviewing issues related to SIOP activities and
making policy recommendations. This year, LRP is working on severa]
different tasks. These are briefly described below. For each task, the name of
the Member-at-Large who is coordinating our committee’s discussion is
indicated.

In miking our recommendations, LRP seeks to represent the views of al]
SIOP members. Therefore, we encourage you to contact us if you have any
comments or concerns related to the tasks we are currently working on. Also,
if you feel there are additional issues that deserve our attention, please call me
(212-998-7942) to discuss these.

Policy for Fee Waivers for Invited Guests at the SIOP Conference
(Jackson)

Program committees and members preparing program proposals often wish
to invite speakers to make presentations at our conferences. APA has its own
policy governing this issue for the APA convention. Currently there is no clear
policy for the SIOP Conference, however. Therefore, LRP was asked to
formulate a policy to direct the Program Chair for the SIOP Conference, We
expect to have resolved this issue by the time this issue of TIP is published.

Masters degree programs/students (Farr)

Jim Farr has been working on the issue of SEOP’s involvement with
masters level programs and degree holders. Currently, we are considering the
pro’s and con’s of conducting a special survey to collect systematic data from
masters level I/O psychologists. :

Sunset Reviews :

The activities of every SIOP committee are evaluated by LRP on a regular :
schedule. This year, three committees are being reviewed. Our reviews :
address two questions. We consider whether or not the activities of a
committee justify its continued existence and we consider whether changes are
needed in either the mission or procedures used by the committee. The
commitiees we are reviewing this year are the Frontiers Serics Committee *
(Farr), the Professional Practice Series Committee (Farr), and the SIOP -
Conference Committee (Campion). :

Administrative Office Evaluation (Campion)

It has been approximately two years since the Administrative Office for -
SIOP was moved from its previous location at the University of Maryland to
its current location. Now that we have a base of experience to use for making

d, a growing number of SIOP members have

| LRP ; .
ways to establish a more formai relationship between APS and SIOlIi rplering

As you can see, LRP is havin
. TE g a busy year. If i
offering your views, please write or call ::: g you would like to help us by

PRINCIPLES FOR THE

VAL ! '
PERSONNEL SELECTION EDURES. D USE OF

PROCEDURES: THIRD EDITION
1987
Available Now From;

SIOP Administrative Office
657 East Golf Road, Suite 309
Arlington Heights, 11, 60065

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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The International Test Commission

Barbara B. Ellis
External Affairs, International Affairs Subcommittee

One of the goals of the International Affairs Subcommittee is to inform
SIOP’s membership about international issues, events, and organizations.
With more and more research and business being carried out across national
boundaries, you may want to note that there is an organization devoted
entirely to the topic of international testing.

The International Test Commission (ITC) is a body of national
psychological societies, test commissions, test publishers, and others involved
in testing. The inspiration for the ITC came from the Swiss professor, Dr.
Cardinet, in the late 1960’s. With representation from 15 countries, the [TC
was formally established in 1974 in Montreal. The ITC’s constitution is based
on a document entitled, “Recommendations Concerning the Construction,
Distribution, and Use of Psychological Tests,” and the primary objective of
the ITC is to assist in the exchange of testing information among members and
affiliate organizations.

Unlike many other professional societies in which membership is conferred
on an individual basis, ITC’s members act as representatives at larger
organizations. There are two membership categories: full and affiliate. A full
member is a representative of a national commission, a national psychological
society, or other national body, which is recognized by the psychological
associdtion(s) ifr a country and is working toward the goals of advancing and
maintaining standards of psychological tests and the protection of the public

against unethical or unscientific testing practices. The ITC currently consists i

of 13 full members.

An affiliate member is a representative of other organizations with testing
interests such as test publishers, government agencies, university departments
involved in psychometric work, hospitals, etc. At present, there are 14 affiliate
members of the ITC.

The ITC has undertaken a number of projects over the years. These include

(1) cross-national adaptation and use of tests; (2) abuse of test copyrights; (3) -

a survey of test legislation; and (4) a collection of ethical and technical:

standards developed by various professional societies. In addition, the ITC
routinely organizes symposia on issues related to testing at international
psychology meetings. For example, last summer at the International Congress G
of Applied Psychology in Kyoto, the ITC presented a symposium entitled, o :
“Test Translations for Cross-Cultural Studies.” Six speakers from Japan, the - |
United States, the Netherlands, and Canada addressed technical and
methodological issues related to cross-cultural test adaptations, such the use of g
item response theory in evaluating translated tests, specific problems related to
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the preparation of personality tests

and inte i i
how culture-free testg shouid be Test inventories, and the question of

. va i :
settings. nces in psychometrics and testing in applied

If yOH are l[ltEI’eSte [+ L8] (= t Einle] I
d m flll'ﬂ’l .I' LllfOI’l‘natl 1t I'Cgal‘dmg th III ernaty ﬂal TeS

3 Ip, S SCI‘.lptl 11 the Bulle 17 T SION
CO]IH[HSS]()“ ]Ilel]lhe] S]l l.ll) on to ! , O tile Su!)]llls 4] Oj

maﬂuSCrlptS to th Bul!@ [4 -
5 pl it
(<] i £ase coj taCt the fOIIO Wlﬂg ll’ldl Vlduals

abo :
contact: ut the ITC, current Projects, membership, etc

Professor Ronald K. H i

University of Massachljgel?tiemn, Fresidentof the 1rC
152 Hills South

Ambherst, MA 01003

USA

For information about membe

coniact: £ship or subscription to the ITC Bulletin

Mr. John Toplis

ITC Secretary-Treasurer

c/o The Post Office Headquarters
Freeling House

23 Glasshill Street

London SE1 OBQ
ENGLAND

or submission of manuscripts to the ITC Bulletin conta t
CL:

Professor Dougl
. . glas Jackson OR D
University of Western Ontario r. J. Schlegel

55
Department of Psychology 6701?)1151 de ;a Robertsay
London, Ontario, N6A 5C72 FRAN n
CANADA CE

107



Committee Update

Margaret Wagner

The purpose of this article is to provide TIP readers with an overview of
committee activities. Unfortunately, the most popular activity at the time this
edition of TIP went to press last August was summer vacation. My apologies
to the committee members and chairs T was unable to reach. A review of some
of the SIOP committees follows.

A few of the activities of the Long Range Planning Committee, chaired by
Susan Jackson, include reviewing the function of several committees, as part
of the sunset provision of our bylaws; exploring ways for SIOP to establish a
formal linkage with APS; and considering a policy for fee waivers for invited
guests at the SIOP conference. A complete committee report appears in
another section of this issue of TIP.

The Membership Committee, chaired by Marcia Andberg, continues to
review applications for membership; update SIOP membership status in APA
and/or APS; and has drafted recommendations for joint membership in SIOP
and CPA's (Canadian Psychological Association) 1/0 Section.

Angelo DeNisi, chair of the Fellowship Committee, is currently reviewing
nominations for Fellow status along with committee members Wally Borman,
Virginia Schein, and John Wanous. Please contact Angelo or one of the
committee members with your nominations.

Val Markos, chair of State Affairs, is conducting a survey of state boards to
update information on licensing requirements and changes in laws, roles, and
regulations surrounding licensure. A full report is included elsewhere in this
issue of TIP.

Paul Sackett, Scientific Affairs chair, reports that this commiitee devoted
the first part of the year to reviewing its mission and as a result, has expanded
its role from being reactive to more proactive. Part of this shift includes
responding to the needs of active STOP researchers.

Doug Bray, editor of the Practice Series, reports that the first volume,
“Working with Organizations and Their People,” has been out since April; the
second volume, “Working through Diversity,” edited by Susan Jackson, was
sent to the publisher in August. The third volume is to be edited by Abe

Korman, and will focus on employee problems.
Georgia Chao reports that the Continuing Education and Training

committee, which she co-chairs with Craig Willianis, has identified 12 7

workshops for the SIOP mid-year conference in Montreal.

With regard to upcoming conferences, Lynn Offerman, APA Program g
chair, reports that instructions for submissions and information about APA can 2
be found in this issue of TIP. Lynn encourages everyone to attend the 1992 e

centennial conference!
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STATE AFFAIRS

Val Markos, Chair

State legisiators i
k 4 continue their attempts to
Earlier this year the Oregon | P conirol aspects of our profession.

i egislat ; .
psychologist to interpret an g attire debated a bill requiring @ licensed

motivational, emotional or per
senate but has reportedly di
impetus was concern over in

y em_ployment test measuring “behavioral
sox?ahty characteristics.” The bill passed in [‘;1,
ed in the house. Although the bill’s prima .
teg.nty testing, it’s description of employme::)tl
harrow category. Jay Thomas and David Arnold

the ;;;int‘poglsible during the legislative process
, In New -
ban intestiy oo ng)rll;; [tltx: State Attorney General mntroduced legislation to
prior 16 AP g o state. Tl}e Att'orrwy General’s position was taken
though the et find‘e Teport on integrity testing but it does not appear ag
Attomnsy G ive fin ings c?f the task _force will have much influence on th;:
on ey ene sﬁrrounlzifg\;ili ;vroi'rtl;mtg to. educate legislators in New York
sues estings., are
f}?;};?-fiifp Xl iltlfaw York [ would urge yougto bIechr?li ?rfo?vzg n;‘zned
Aithngh o Z : .v'ery helpful contact on such matters, l e
sied o o fbly 185 n;l:ﬁ ."1 ‘hotbed of I/0 psychology and New York’s bill is
o Eroning bty sm: dSpE‘:Ct of our profession, these are both indications
of 2 in the states to regulate our practice. Often there ar;e
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CPP PROUDLY ANNOUNCES
(D
Second Edition

Handbook of Industrial and
Organizational Psychology

Marvin D. Dunnetie, Ph.D.
Leaetta M. Hough, Ph.D.
Editors

Volume 1 of this four-volume series .includes conTn‘buﬁons
from the following distinguished authors:

Hoyd G. Hurnphreys
Ruth Kanfer
James R. Larson, Jr.
Margan W. McCall, Jr.
James C. Naylor
Laura Peracchio

Paul R. Sacketf

Mary Kay Stevenson
Howard M. Weiss

Phillip L. Ackerman
Philip Bobko
Jerome R. Buserneyer
Donald T. Campbell
John P, Campbelf
Thomas Cook

Fritz Drasgow

Marvin D. Dunnette
Charles L. Hufin

i rm.
CALL our toli-free number or retumn this coupon for a Handbook order fol

r_D YES! Send me an /0 Handbook brochure & order form.

Consulting oo }
:z:sh?;?ms Organization |
3803 é Bayshore Rd. l Address . |
Pdlo Alto, CA 94303 City State Zip. 3
(800) 624-1765 :_;pzzne_t I —

CALL FOR PAPERS

Applied HR.M. Research

Applied HR.M. Research is a new human resource journal founded 1t 1990
that is designed to bridge the gap between academicians and practitioners. The
Jjournal is published semi-annually and is interested in receiving manuscripts
that are:

D) Based on either ap empiricai study or a meta analysis,

2) applied in nature, and

3) written in a style suitable for both academic and practitioner audiences.

Manuscripts should generaily follow A.P.A. style and be sent in triplicate,
The annual subscription rate for individuals is $40.00. Manuscripts, requests
for information, and subscription requests should be sent to the editor: Dr.
Michael G, Aamodt, Department of Psychology, Radford University,
Radford, VA 24142, (703) 831-5513,

Call for Papers in Entrepreneurship and Public Policy
$1,000 PRIZES

The National Federation of Independent Businesses js supporting the
Association of Private Enterprise Education’s competition for papers
expanding our understanding of entreprenetrship with an emphasis on its
implications for public policy. A $1,000 prize will be awarded to the two
papers which the editorial board of the Journal of Private Enterprise judges
best address this issue. The papers will be presented at APEE’s annual
meeting April 12-14, 1992 iy Hartford, Connecticut and published in Volume
8 of the Journal of Private Enterprise.

The competition seeks to encourage scholarship regarding the broader
issues of entrepreneurship as distinguished from case studies or detailed
quantitative investigations. Submissions should not exceed 6,000 words.
Awards will be announced in January, 1992, November 15, 1991 is the
deadline for entries. Entries should be addressed to: Gerald Gunderson,
Skelby Cullom Davis Professor, Editor, Journal of Private Enterprise,

Trinity College, 300 Summit Street, Hartford, CT 06106, (203) 297-2395,
297-2562.
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Call for Nominations for the Editor of
Journal of Experimental Psychology
Human Perception and Performance
The Publications and Communications (P & C) Board of the American

Psychological Association has opened nominations for the editorship of the
Journal of Experimental Psychology Human Perception and Performance.
Candidates must be members of APA and should be available to start
receiving manuscripts early in 1993 to prepare for issues published in 1994,
Please note that the P & C Board encourages more participation by members
of underrepresented groups in the publication process and would particularly
welcome such nominees. To nominate candidates, prepare a statement of one
page or less in support of each candidate. Please send your nominations to the
chair of the search committee: Howard Xgeth, Department of Psychology,
Johns Hopkins University, Baltimore, MD 21218.
First review of nominations will begin January 15, 1992.
The other search committee members are: Dr. Lynn A. Cooper, Dr. Robert G.
Crowder, and Dr. David E. Meyer.

Call for Nominations for the Editor of
Pgychology, Public Policy, and Law

The Publications and Communications (P & C) Board of the American
Psychological Association has opened nominations for the editorship of the
Psychology, Public Policy, and Law, a new journal in development by APA.
The journal will include articles that integrate and crifically evaluate existing
areas of research and original large-scale empirical research with significant
public policy and legal implications.

Candidates must be members of APA and should be available to start
receiving manuscripts in the late spring of 1992. Please note that the P & C
Board encourages more participation by members of underrepresented groups
in the publication process and would particularly welcome such nominees. To
nominate candidates, prepare a statement of one page or less in support of
each candidate. Please send your nominations to the chair of the search
committee: Howard Egeth, Department of Psychology, Johns Hopkins
University, Baltimore, MD 21218.

First review of nominations will begin December 15, 1991.
The other search committee members are: Dr. Shari S. Diamond, Dr. T.
Thomas Grisso, and Dr. Felice I. Levine. '

112

SIOP Program at APA Convention A Big Success

Katherine J. Klein
University of Maryland, College Park

SIOIT'S program at the APA Convention in San Francisco this past August

tv}vlas :P Iigént. Contrary to rumors regarding the demise of SIOP's program at
e onvention, SFOP's San Francisco program was of high i

extremely well-attended. B dually and

For example, audiences were laree (i i
. ) ge (indeed, standing room onl
enthusiastic for the symposia on: ¢ only) and very

New Perspectives en Personality and Job Performance

(Walther Tomow, Harrison Gough, Douglas McKenna, Leaetta Hough
Ronald Page, Lyle Spencer, Robert Sharron, and Richard Arvey): ,
Women's Management Careers: Issues in Effectiveness, Ac,[vance-
ment, and Derailment - '

(Cynthia Marsh, Susan Gebelein, Joy Hazucha, Katherine Holt Jeffrey
McHenry, Timothy Oleno, Hannah Olsen, and Donna Thompson,)

Other very well-received sessions include symposia on:

Selecting for Customer Service

(Leaet;a Hough, Paul Dyer, David Cohen, and Larry Fogli);

Recent Advances in Organization-Based Selection ,

(Vi(ftor Appel, Gerald Ledford, Barry Nathan, Thomas Cummings
Pa:lnck Hauenstein, Paul Grubb, David Weckler, and Jennifer Chatmanl)',
an ,
Organizations 2000: Organizational Issues for the Future

(Christina s, Charles O'Reilly, Karlene Roberts, J. na
’ ’ s tho z
and Robert Cole). onathon Leonard,

So, the good news is that it still is rewarding to attend and speak at the
APA Convention. The APA Convention offers a great opportunity for I/0
psychologists to reach non-I/O psychologists (many, many of whom aitended
SIOP's sessions at the Convention) and for J/O psychologists to learn about
phychological research outside of mainstream 1/0. And there is a strong crowd
of I/0 psychologists who attend APA each year.

If the. Convention in San Francisco was this good, next year's APA
Conven‘t.lon (in Washington, D.C.) should be even better for 1992 is APA's
Qentennral Year and the general theme for the whole Convention (not just our
division) is “Psychology and Work.” '
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JOIN THE FIRM
THAT PIONEERED
CORPORATE
PSYCHOLOGY

For almost half a century, RHR
International has been the leader in
censulting with senior management of
the world’s foremost companies.
Formerly Rohrer, Hibler & Replogle, we
will be expanding in both domestic and
international markets.

We are seeking psychologists for full-
time, career posidons with our firm.
Candidates must be able to establish
rapport with senior executives and apply
psychological principles to the
development of people and
organizations.

A.doctorate in psychology is required.
Administrative, management or
business experience is desirable.
Candidates for our European offices
must be multilingual and have had
extended experience in Europe.

RHR consultants come from diverse
backgrounds including - but not limited
to — clinical, counseling, organizational,
educational and social psychology. Our
firm Is employee owned. We are
managed by psychologists and
commitied to the professional training
and growth of our staff.

Send a cover letter and vita to:

RHR

INTERNATIONAL COMPANY
Recruitment Information Center

220 Gerry Drive, Suite A

Wood Dale, I1. 60191

OJUOJO] - OTSIOUDIH UDS - PIYA|SPDIU + YIOA MEN - $o[oBUY $OT*- UOPUOT
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Two Pounds of Cure are Worth More Than an
Ounce of Prevention:
A Reply to Hughes and Vinchur (1991)*

Jose M. Cortina
Michigan State University

Past research (e.g., Vinchur, 1984; Hughes and Vinchur, 1991) has shown
that a veritable cornucopia of empirical studies go unpublished because of that
troublesome pest known as “attenuated N.” This research has shown that
attenvated N can lead to spuriously non-significant results and that, based on
several variables, this attenuated N should be corrected. While Hughes and
Vinchur (1991) make an excellent point, and while the formulae presented
represent a good beginning, there are two ways is which this research can be
improved.

First and lastmost, the formulae presented in Hughes and Vinchur (1991)
are puerile in their simplicity. Also, they contain shamefully few Greek
symbols, making their statistics far too easy to calculate. The present paper
improves upon Hughes and Vinchur (1991) by using hopelessly complex
equations full of archaic symbols that make them more like ink blots than, say,
something useful,

Second and foremost, attenuated N is only the cause of the actual problem,
which is, essentially, non-significant p-vatues. The present paper improves
upon Hughes and Vinchur (1991) by striking at the very core of the problem:;
in this case, by actually cotrecting the malady of p > .05, When this approach
is taken, there is no need to generate formulae for different situations. The
statistic presented below, Cortina’s Remedy for Attenuated P-values (CRAP),
can be applied to any and all research environments. Thus, parsimony is

achieved.
The formula for Cortina’s P (CRAP) is as follows:
(P/X*E)+(** 1)

(1/8)-¢B)/p

where ¥ = o * p; E = the date of your last shower; 1 = flight time from JFK
to the 14th street bridge; & = phone number for take-out pizza, ¢ = Rob Deer’s

batting average, B = the number of months before I get my thesis done, and £
=0.

Cortina’s p* = * £+ .02

! The author would Jike to thank no one for their help on and support of this study. Comments regarding

this study will be langhed at and used as Kleenex. Requests for reprints will be burned, Neal Schmite is, in
fact, Dick Cheney.

* The derivations for the formula do not exist, and even if they did, I wouldn’t give them to you,
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The most serious limitation of the present study is .th.at it .is completle
gibberish. It is absolutely and totally useless. If one is willing to accept this
fact and live with it, then my point is still moot.

REFERENCES actor for atemmated Ne An

' i i ttenua :

, G.L. and Vinchur, A. J, (1991). The Vinchur correction factor for L :
H“il;insion to field methodology. The Industrial-Organizational Psychologist, 28 (4), 75-77.

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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Positions Available

Michael K. Lindeil

CONSULTANT OR SENIOR CONSULTANT.VHRStrategies (previously
Personnel Designs, Incorporated) is a full-range human resources consulting
firm with offices in the Detroit, Hartford, Houston, Los Angeles, and New
York City areas. Across the offices, HRStrategies has one of the largest
complements of Industrial-Organizational Psychologists in the nation. Our
business spans a range of industry groups, including the manufacturing,
electronics, retail, transportation, pharmacentical, petroleum, health care and
entertainment industries. We work in both the public and private sectors. We
are sceking Ph.D. or Master’s level 1-O psychologists who have strong
writing, presentation, psychometric and statistical skills. Initia] job duties
would depend upon previous experience, and would include participation in a
range of activities associated with the construction and implementation of
selection systems (e.g., test development, test validation, interview
construction and training, assessment center design), performance appraisal
systems, career developmental programs, compensation programs, and attitude
surveys. Advancement potential within the firm Is commensurate with
performance and ongoing development of skills. Salary competitive. Send
resume to: Dr. John D. Arnold, Vice President, HRStrategies, P.O. Box
36778, Grosse Pointe, MT 48236¢. - .

CONSULTANT/PROJECT MANAGER. Organizational Effectiveness
Consultants {OEC) is a broad-based resources consulting firm located in
downtewn Chicago. We consult to a variety of companies, ranging from mid-
sized to the Fortune 500, in the areas of personnel selection, opinion surveys,
alternative compensation, management/employee development and Strategic
human resources planning. To meet the demands of our rapidly growing client
base, we are seeking a consultant to assume total project responsibilities in the
above disciplines. The ideal candidate will have a Ph.D. in /O Psychelogy or
a related field, have worked at least two years in a private, corporate
environment, and have experience managing professional staff. OEC prides
itself in maintaining a staff with corporate experience as well as advanced
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HUMAN RESOURCES MANAGEMENT/ORGANIZATIONAL
BEHAVIOR. Applications are invited for a tenure-track position at the rank
of associate professor beginming in September, 1992. Candidates must have
strong research and teaching interests in BOTH human resources management
and organizational behavior. Teaching capabilities are required in both of
these areas at the master’s, Ph.D., and undergraduate levels. The position
requires a doctorate with a major in HRM and/or OB, or in I/O Psychology, or
closely related field. Appointment at the associate level requires evidence of
significant success in publication in better journals in the above areas. Salary
competitive. Applications will be accepted until the position is filled. Send
letter of application and resume to: Dr. Jay Weinroth, Chairperson,
Department of Administrative Sciences, College of Business
Administration, Kent State University, Kent, Ohio 44242. For more
information call (216} 672-2750, extension 201.
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