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An Assessment Hierarchy for Total Quality
from Glark Wilson Publishing

Plus L
¢ TEAMING — for Self Management
Our Team for teams to learn and monitor self-management skills and outcomes
My Team-Mates for building individual teaming skills
* VALUES IN PRACTICE—to assess TQM Programs
Total quality assessment; more than just employes attitudes
+ SALES RELATIONS
Feedback from customers/ prospects to build representation skills

Plus eo———————————

* Our pool of over 150 competency-based dimensions — assessing the quality of work and
the quality of life.

* Our new computerized on-line and disk-based capabilities and our foreign tanguage
editions.

* Sec our chapter, Task Cycle Theory: The Processes of Influence in Measures of
Leadership by Kenneth and Miriam Clark of the Center for Creative Leadership.
» Free pilot studies available for selected situations; ask us.

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

CLARK WILSON PUBLISHING COMPANY
1320 Fenwick Lane, Suite 412 # Silver Spring, MD 20910
Telepaanc: ~ $0K-537-7249/301-587-2591 » FAX: 3014955842




- " Train the Trainer

An Interviewer Training Kit for those conducting training sessions for
employment interviews.

Covers such areas as:

* Overview of Laws

* Court Cases in Interviewing

* Fair and Valid Interviewing

* Special Groups

* Improving Interviewer Performance
e Appropriate Interview Questions

* Role Playing

Our package includes:

* Effective Employment Interviewing
- a 315-page manual.
¢ Training Outline .
- a detailed 5-page outline for an 8-hour session.
¢ Trainer's Manual

- materials for the trainer to use in conducting the session.

¢ Overheads e T e
- display topics to facilitate presentation.
* Participant Kits
.inaterial for participants in the session.

We can design a package to meet your specific needs.

For more information contact:

RAMJAY CORPORATION

Boyce Station Offices
1050 Boyce Road
Pittsburgh, PA 15241-3907
(412) 2570732
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Still Searching

Skills Asscssment
pacéa,'e7

S.F. CHECKOSKY & ASSOCIATES INC.

is.the time-proven expert in
computer-based job skills assessment,

We work in cooperation with you to develop customized computer-

based selection and training procedures for your specific needs, or

we can convert existing procedures to be administered and scored

by a computer. In addition, we provide professional services such as
job analysis and validation studies.

With SFC&A there's no need to go in-house for your specialized
software. We can save you time and frustration. Through coopera-
tive efforts, we put our seven years of software developtent and

experience with over 1,000 clients to work for you.

Our flexible, easy to use software format can be-adapted for
coanitive ability tests, biodata, tests involving text and data entry, as
well as specializedtesting using voice boards and graphics. And, our

software js compatible with many major networks.

For iricreased productivity in the 90s,
" you need SFC&A today!

Call us at 1-800-521-6833 for a personal demonstration of
our test programs.

8. F. CHECKOSKY & ASSOCIATES ING. v
[SFCEA]

P.O. Box 5116

Syracuse, NY 13220

1-800-521-6833

A Message from Your President

The past few months have produced a flurry of activity in the legislative
area, developments that are likely to have major impact on many of us in-
volved in researching and implementing personnel selection systems. As most
of you know, at the time of this writing, the U.S. Senate and House have
finally voted to support the 1991 Civil Rights bill. The President is almost
certain to sign it. No doubt, analysts will continue to debate for some time just
who “won” or “lost” in the final version. However, regardless of your own
interpretation of the merits of this legislation, it seems that one aspect of the
Bill has fallen by the wayside. Despite efforts to produce a bill that would be
clear in Ianguage and intent (and thercfore mitigate against future expensive
litigation), the choice of language finally found acceptable by the sponsors
(Kennedy and Danforth) and the White House is still problematic to many
observers. In the end we will have to continue to look to the courts for
guidance as what is meant by “position,” “job relatedness,” a “functionally
iniegrated [personnel] practice,” or just what is or is not a “quota.” It remains
to be seen if the language of the ADA is really appropriate for civil rights
legislation. Still, it was enough to impress the most cynical of us (0 see, even if
only in a limited way, that Congress finally recognizes that it too should be
governed by the law of the land when it comes to federal employment policy.
The new law has provisions that finally allow federal employees to seek
tedress if they feel that their civil rights are infringed upon.

Speaking of the ADA, government Regulations relevant to this Act have
been recenily promulgated by the EEOC. As some of you know, a special task
force had been set up by SIOP to provide written commentary on an earlier,
draft version of these regulations. We (along with numerous professional,
scientific, and trade organizations) did end up sending along several concerns
and recommendations. This it was satisfying to see some changes in official
version that could be attributed to our efforts. In particular, given that accom-
modation can only be offered when an candidate’s needs are known, the
regulations now call for a clear (but voluntary) request from candidates early
on in the selection/screening process that adjustments are indeed desired. This
1s an improvement over the earlier version which allowed for post-event
disclosure. Still, from all that I have read, it scems that the Act and the new
Regulations grossly underestimate the complexities involved. For example, I
predict that issues of accommodation in selection practices of those with
mental and emotional disabilities will continue to challenge selection profes-
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S aﬂs’(éui i ﬂ_;je: courts), especially as such disabilitics are arguably relevant to
stiveriess in some contexts. Those involved in the selection of security
d safety force personnel are particularly concerned with this as they have to
nce fulfilling their obligations to protect their organization and its employ-
©ts from unstable individuals who will be placed in positions of authority,
" while respecting the needs and the rights of applicants.
. Perhaps not completely by coincidence (my “Zeitgeist” theory), a lawsnit
brought against Dayton-Hudson (dba Target stores) by Soroka et al. alleging
invasion of privacy is likely 10 make it to the California State Supreme Court
in the near future. It somewhat depends on the reactions of a lower level court
io the opinion rendered in an appeal brought by plaintiffs which successfully
overturned a decision which was originally in favor of the company. The
p}aix!ﬁﬂ‘s in ﬂ_lis case, all applicants for a position as an unarmed security
officer, argue that the company’s use of a personality inventory in preemploy-
ment screening violates a state law guaranieeing individual’s rights to privacy,
(There were indeed questions asked regarding religious and sexual prefer-
ences). Because the proprietary inventory (“Psychscreen”) appears to be based
on the _CPI and MMPI, it is no surprise that a large number of stakeholders
. (1n.cludmg SIOP) exist and are watching this case with interest, There is some
ev1denc-e that the State Supreme Court might combine this with another case
or two in order to establish a stronger precedent for this relatively new law.
Once again, I think that we are going to se¢ another scientific/legal balancing
act where the rights of the individua} and those of society (e.g., the customers
of_ the_cpmpa‘ny) may have to be traded-off in the face of prevailing models of
SCleIltlfIIC personnel selection, Many of us (as individuals, but most certainly as
professionals) wﬂI be affected by the ouicome as this could set a strong
precedent as 10 just what is still legally permissible in the way of pre-employ-
ment questions, :

Meanwhile, back in Washington, Senator Gore has introduced a bill (cur-
{‘ently Feferred back to the Committee on Governmental Affairs) called the

Security Officer Employment Standards Act of 19917 that actually has the
MI\_/IPI .(“or other similar test approved by the Administrator” written into the
1&:g1_sI&t10n_ as a selection/screening device! To paraphrase the words of Loyis

11? thins are getting “curiouser and curiouser.” Please stay tuned,

Let me add still one more note on the political/social forces affecting our
professml?. States affairs committee Chair Val Markos has recently brought to
my a@npon the fact that an obscure Texas law has the potential to have a
negaﬂvg Impact on our members. It scems that a few years ago the state passed
leg1s_lau0n 'requiring that those in the business of providing career counseling
service to individual clients (for a fee) 'must obtain a certificate of authority
from_ the Texas Department of Licensing and Regulation. What is interesting is
that in order to get what is essentially a permit to do this kind of work you do
not have to demonstrate any particular training or credentials. But there are
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fees and financial disclosure and bonding requirements involved. At a mini-
mum these can be thought of as a burden. But it also can be worse than that. It
taurns out that contrary to the assumptions of the legislation watcliers at the

time (including the State Psychological Associations), Psychologists (Whether

they are licensed or not) are not exempt from this law. Now state investigators
are starting to prosecute without warning, consultants and firms judged not to
be in compliance and to recommend heavy fines. At least on¢ SIOP member
{and who is in fact licensed in Texas) is on the receiving end of such charges.
But is seems unlikely that this will be an isolated case, given how broadly the
domain of individual career counseling can be defined (what ahout feeding
back assessment center results?). Thus I will be working with Val and APA to
affect changes in the wording of the Act in order to insure that all Psycholo-
gists will be exempted. Given that the apparent intent behind the law is to
protect consumers from fraudulent or deceptive trade practices, we will argue
that the Psychologist’s professional training and code of ethics are sufficient to
provide such protection. _

Finally, wrning to matters more under our control, T do want to shiare my
pleasure upon learning that the number of program submissions for our forth-
coming conference in Montréal set a new record. I think that this is terrific!
While there are certainly a number of potential explanations for this, all of
them imply that we should have an exciting and high quality SIOP conference
next year. S0 it is not too early to start planning to attend. Let me encourage all
of you to do so. : :

SIOP Annual Conference Thoughts
" Think Montreal: ' '
Obviously, the spring conference will be here sooner than we can imagine,
“You will want to be a part of our Seventh Annual Conference at The Queen
" Elizabeth in Montreal, Quebec. Elsewhere in this issue you will find registra-
tion materials for BOTH the workshops (April 30) and the conference (May
1-3).- s '

Every year the workshops are sold out. Montreal should continue that
trend. The Workshop Committee has again organized an excellent set of work-
shops. Every year, the Program Commitice presents an outstanding series of
sessions. This year should establish even higher standards as there was a
dramatic increase in submissions to the Program Committze.

COME TO MONTREAL. ENJOY THE CONFERENCE AND ENJOY
THE CITY! -

Start Thinking SAN FRANCISCO:

Yes, 1993 may seem too far away to begin planning but let me suggest
otherwise. San Francisco, in 1993, is already shaping up to be another exciting
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ference. Lot me share only a couple of details to encourage you to
ing about San Francisco.
¢ dates of the conference have been shified by one day so that we will
bé able to mainiain owr “traditional” meeting pattern of Thursday-Sun-
" day. The correct dates are: April 29-May 2, 1993,
The conference hotel, the San Francisco Marriott, is a very new hotel and
. offers wraly outstanding facilities and accommodations,
¢ Those of you familiar with hotel room rates in San Francisco know that
the city can be expensive. However, SIOP has been successful in negoti-
ating very favorable room rates for the conference, plus the hotel has
agreed to offer EARLY BIRD RATES that are even lower. To take
advantage of early bird rates, reservations will need to be made by
:Ianuary 2?, 1993. Those rates are $116 for singles and $132 for doubles,
‘I'chulal.’ rates will be $136/152, We will keep you informed and pro:
vide registration materials early enough for you to take advantage of the
lower rates. So, start thinking about San Francisco!

Annual Conference 92
Montréal (Québec) Canada
April 30 - May 3, 1992

. Make your plans to attend the 1992 SIOP anmual conference! For the first
time, the (fonference will be held in Canada, in the beautiful city. of Montreal
The .Iocatmr} should give you a great opportunity to practice your Frencli
language skills while renewing old friendships. One reason that so man
people %001: ff)rward to the annual conference is that the conference provides Z
setting m.whlcl:l you can have a great learning experience and have informal
colnversal:mn with your many friends in the profession. This year’s conference
allows you to carry out these activities in one of Monireal’s grand old hotels—
The Queen Elizabeth. A hotel reservation form is located in this issue of TIP

To help you as yon plan for the trip, let me provide a few reminders: .

1. Please make your hotel reservations PRIOR 0 March 30 in (-)rder to
take advant'age of the conference hotel room rates, After March 30
aﬂi:‘i lllgtztlai \.\t{ﬂl release SIOP’s room block and there may be no rooms,

if your try to i i

b, );eed ;g mﬁ:&:gg :l lg:;:m If a room is available, you are

2. 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 raust }uwe
some _form of picture identification,

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

4. The official SIOP conference reservation materials will be mailed to
all STOP miembess in early January. Workshop reservation materials
and conference reservation materials will be included in that mailing.

5. Workshops will be held on April 30. The conference will be held on
May 1-3.

6. Remember that the HOTEL RATES ARE QUOTED IN CANADIAN
DOLLARS. Given recent conversion 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 rates in Boston.,

COME TO MONTREAL—YOUR FRIENDS WILL BE THERE!

ORGANIZATIONAL
DEVELOPMENT CONSULTANT

The largest and oldest network of company presidents is now seeking
organizational development consultants to facilitate new groups in the

United States.

The position is part-time, The gualified candidate will have ten (10)
years of successful consultation and facilitation experience with execu-
tives in the private sector, and a Ph.D. in management, industrial psy-
chology, organizational development or related field.

Please send resume to: The Executive Committee, Attention: Per-
sonnel Director, 3737 Camino Del Rio South, Suite 206, San Diego,

California, 92108.
THE EXECUTIVE COMMITTEE




ADVANCE CONFERENCE REGISTRATION FORM
SIOP 7TH ANNUAL CONFERENCE

FULL NAME AS YOU WISH IT TO APPEAR ON YOUR CONFER-
ENCE BADGE (TYPE OR PRINT CLEARLY)

S

FIRST MIDDLE INITIAL LAST

ORGANIZATIONAL AFFILIATION AS YOU WISH IT TO APPEAR
ON YOUR CONFERENCE BADGE :

Mailing Address:

City . State Zip

Check Appropriate Category: (Note that all fees include luncheon)

ADVANCE REGISTRATION ON-SITE REGISTRATION
(PRIOR TO MARCH 27, 1992) (AFTER MARCH 27, 1992) -

**Society Member ($55.00)
Non-Member ($100.00)
Full Time Stdent ($35.00)

Society Member ($60.00)
Non-Member ($125.00)
Full-Time Student (335.00)

MAKE CHECKS PAYABLE TO SIOP

(Note: If a receipt is required prior to the conference, please enciose a self-addressed envelope.)

The deadline for all advance conference registration forms is a postmark of
March 27, 1992. Please do not mail the conference registration form after
‘March 27, 1992. (No advance conference registration will be processed if it is
‘postmarked after the above date.) : s
 If you do not meet the March 27, 1992 deadline, you fnay register at the
conf.erence.. Note that we are nnable to accept credit cards for advance or
on-site registrations, I A -

** Includes members of the I/Q) section of the Canadian Psychelogical Association.
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THE LUNCHEON WILL BE ON SATURDAY
MAY 2, 1992
FROM 12 PM. -2 PM.

We need to provide the hotel with an accurate estimate of the mumber of
individuals who will attend the luncheon . Overestimates are extremely costly
to the Society. Using the scale below please indicate your plans about the
SIOP luncheon.

I will definitely attend.

I lean slightly towards attending.

I lean slightly towards NOT attending.
I will definitely NOT attend.

o o ok ok ok ok ke ok ko %

MAIL ONLY CONFERENCE REGISTRATION
FORMS AND CHECK TO:

Dr. Beth Martin
Department of Psychology
John Carroll University
University Heights, OH 44118-4581

BITNET MARTIN@JCUVAX

R A,

DO NOT MAIL WORKSHOP REGISTRATION MATERIALS OR HO-
TEL RESERVATIONS TO DR. MARTIN,
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LE REINE ELIZABETH —THE QUEEN ELIZABETH
(514) 861-3511
ROOM RESERVATION

Arrival 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 specijal
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 regnlar house rates,

Please confirm to:

PLEASE PRINT
Name
Company
Street, :
City Province/State ___ Zip Code
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 Bivd. West
Montreal (Quebec) Canada H3B4AS
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¢S First Annual SIOP Road Race
: Montreal
1992 SIOP Conference

Conference Comminee would like to inaugurate g SIOP road race at the 1992 cov.'!fcrence e::d! Af!ont;e.:;c if
The . sufficient interest. The distance would be either 5K (3.1 miles) or 10K (62 _rru!es) dep 4 ng on th
Wr:rl:nce of the participants. It would be held in the morning ar7:30 or 8:00 am ina Ioca{r p}:: or.r::w::g
e There would be a modest entrance fee to pay for T-shiris, race numbers awards, eic. re mig ]
f::: competition in various categories {University, Corsulting Comparny, etc.) as well as age group compen-
tion, mixed doubles competition, etc.

o . . .
In order to decide if we should launch the program, we need some indication of the potensial level of interest. If

i ho
u would consider running in such a race, please complete the forrft below ar:d send it to Frank Landy, w
y“z_u act as race coordingtor. Send it now while you are thinking of it. Thanks!

1 § would probably run in a STOP race.
1 1 would not run in a race but would be willing to help administer the race.

Name:

Address:

Daytime Phone:

Preferences: Qsx ok [ Either 5K or 10K, don't care which

Tirme: Q7008 Q730am Us:002m (1 8:300m

T-shirts: O ves O xo

Would be willing to pay up to: Qss Qss Q si0 Qs

Send Frank Landy or FAX to: 1;?:1;61?131:369
completed Center for Applied Bebavioral Sciences

Jorm ta: Research Building D

Penn State University
University Park, PA 16802
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Update on the STOP 1992 Conference:

Montréal Here We Come
Katherine J. Klein, Program Chair

fAs of this writing, SIOP’s 1992 program for the Monireal conference is
taking shape...and a great shape it is. The SIOP Program Sub-Commitise..
Paul Ha.nges, Gary Johns, Kurt Kraiger, Jeff McHenry, Barry Nathan
:]udy Qllgn, Nancy Tippins and I—just met to make programs and s:chedulj
;g:r;r k;letcelzgr::s for the conference. We are very excited about the program; if

We were blessed and cursed this year with a record num issi
to the conference: 399, up 33% from last year. We were };)f;::s(;iflug:;i”:i’oﬁ
many, many of the submissions to the conference were absolutely superb. The
!ower accept.'«.mce rale we were forced to use this year (48% of submiss'ions)
Insures a particularly high-quality program for the Montreal conference.

But we wcre.cursed, 100...as we opened, sorted, and coded envelope after
envelope, submission after submission; as we sent off extraordinarily thick
packets of submissions to the extraordinarily dedicated 94 membersyof the
S10P Program Committee for review; and, most of all, as we faced the pros-
pect of rqec'tmg submissions to the conference that teuly had great merit pr

_ In a previous TIP, Mike Campion described how his SIOP Program bom-
mittee made delesmns regarding which submissions to accept and which to
reject. We used just the same process: Submissions were coded for content and
then sent out to reviewers with expertise in the content area. Four reviewers
rated each squission to the Conference and, in mmarny cases, made comments
on the submfssions. We then averaged reviewers® ratings, ra,nked the submis-
‘s;?ttﬁsmag;c;rg(ll::sgt rt;)ﬁtrf:geg average rating, and accepted only those submissions

The acceptance rate we chose was dictated in . i

submissions, but also by the rumber and size of ﬂlga;toolr)gs [::aﬁgballlctytoolflsﬂ;
th(;f hotel in I\_/Iontreal, the number of concurrent tracks we planned for the
I(;)O g:f::e (eight), and the number of hours available to us for scheduling
. Scheduling the actual submissions across the SIOP ’
is trply a mind-boggling task. We tried hard to balaI:lr(?egrtz;ln; (ci?)}r(liealﬂdol?rhr:
sessions, all the while making sure thar we hadn’t (we pray) scheduled the
sa_me person to be in two places at the sarne time. The schedule we’ve come u
with (am.i noted in our acceptance letters).should be considerad tentative untill)
yot;) 1l'ece1ve t?e (])]fﬁcial conference program. - o
ease note, however, that even if we need to revise-
what, the third day of the conference—Sunday—i?;ileitr?l;(s):l;:tuli;ﬁ n::i
day at the conference. Indeed, fully one-third of the conference ;;rogrfms
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will take place on Sunday. We know that many people plan to fly home on
Sunday and we've accordingly schednled the program to end by 3 p.m. on
Sunday. We do hope you'll stay at the conference until then. There are excel-
fent presentations to attend throughout the Sunday program.

Patting the program together has been a stimnlating, fun, and very big task.
1 thank all of you who submitted work to the conference, the 94 members of
the Program Committee who reviewed submission after submission, and the
members of the Program Sub-Committee (listed above) who were just a de-
light to work with: helpful, responsible, efficient, good-humored, and a lot of
fun.
1 also owe a huge debt of thanks to the members of the University of
Maryland I/O community who have helped, and continue 1o belp, through
every stage of this process: Bernard Bedon, Lori Bernan, Greg Bodsioch,
Eric Braverman, Beth Chung, Jonathon Cox, Marcus Dickson, Efrat El-
ron, Harold Goldstein, Sarah Gunnarson, Keith Hamburg, Jennifer
Holke, Jennifer Hoover, Jenny Ireland, Dana McDonald, T. McManus,
Robert Michel, Kathryn Niles-Jolly, Katie Noonan, Scott Ralls, Ben Sch-
neider, Jodi Schneider, and Ken Yusko.

INDUSTRIAL/QUANTITATIVE PSYCHOLOGISTS. The De-
partment of Psychology at Michigan State University is seeking {pending
approval of the Provist’s Office) outstanding applicants for a tenure
system appointment at the rank of Assistant Professor effective August
16, 1992, We seek an individual who has demonstrated the potentidl to
be a highly productive scholar and effective teacher in our undergraduate
and graduate programs. We seek applicants with the competence to teach
multivariate analyses technigues including such topics as structural equa-
tions modeling, item response theory, time series, factor analysis; and
longitudinal design and data analysis. Although we have a preference for
applicants with substantive research interest in Industrial/Organizational
Psychology, individuals with research inferests in other areas of Psychol-
ogy are also encouraged to apply. Collaborative research opportunities
exist through the Institute for Public Policy and Social Research and

.| other units in The College of Social Science. Send vitae and letters of
recommendation to: Professor Neal Schmitt, Department of Psychiol- .
ogy, Psychology Research Building, Michigan State University, East -

1 Lansing, M1 48824-1117. MSU is an Equal Opportunity/Affirmative

1 Action employer,
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INDUSTRIAL AND ORGANIZATIONAL WORKSHOPS
PSYCHOLOGY WORKSHOPS Qu:;(?nfll.léﬁb&t]lé lf:gtel

Sponsored by the Society for Industrial & Organizational Psychology, Inc.*

and presented as part of the Seventh Annual Conference of The Society for
Industrial and Organizational Psychology, Inc.

Thursday, April 30, 1992

Queen Elizabeth Hotel
Montréal, Québec

CONTINUING EDUCATION AND WORKSHOP COMMITTEE

Georgia T. Chao, Co-Chair

T. Craig Williams, Co-Chair
Jay C. Thomas, Registrar

Phil Ferrara, Cont. Ed. Admin,
Ronald A. Ash

Section 1

Section 2

Section 3

Section 4

Section 5

EXECUTIVE ASSESSMENT—-Robert F. Silzer and George P.
Hollenbeck.

EEO AND EMPLOYMENT LAW UPDATE—Lawrence 7.
Lorber.

APROACTIVE APPROACH TO COMPLIANCE WITH THE
AMERICANS WITH DISABILITIES ACT OF 1990—C. Geof-
frey Weirich and Gary L. Souter.

COSTING HUMAN RESOURCES: UPDATE ON THE FINAN-
CIAL IMPACT OF BEHAVIOR IN ORGANIZATIONS—
Wayne F. Cascio.

ALTERNATIVE METHODS TO PERFORMANCE APPRAISAL,
AND MANAGEMENT—Herbert H. Meyer.

_ Section6 SURVEY SAVVY: NEW METHODS AND TECHNOLOGIES—-
Kenneth P. Carson Richard A. Dunnington and Paul Smith.
Kenncth P, DeMeuse . .
TheresaP. Eyre Section7 A SYSTEMS APPROACH TO CONTENT VALIDITY—IrwinL.
William F. Grossnickle Goldstein and Sheldon Zedeck.,
Sarah Henry Section 8 DESIGNING AND MANAGING TEAMS—Susan A. Mohrman
Catherine Higgs and Susan G. Cohen.
E;f:}l)lgnm Section9 MANAGING ORGANIZATIONAL CHANGE: APPROACHES

g, . AND METHODS IN THE ASSESSMENT AND IMPLEMEN-

Craig Fric Schneier -

Scott I, Tannenbaum
‘Walter W. Tornow
Margo G. Ward
Greichen S. Zollinger

*Society for Industrial & Organizational Psychology, Inc. is approved by

Section 10

Section 11

TATION OF CHANGE—Charles §. Raben and Elise Walton.,

PUTTING MALCOLM BALDRIGE QUALITY IMPROVE-
MENT CRITERTA TO WORK IN YOUR ORGANIZATION:
THE ROLE FOR I-O PSYCHOLOGISTS—Nicholas F. Horney.

ADAPTING I/O PSYCHOLOGY TO THE 19908: MEETING
THE GLOBAL CHALLENGE—Donald D. Davis and Bernard

the American Psychological Association to offer Category I continuing educa-
tion for psychologists. The APA Approved Sponsor maintains responsibility
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REGISTRATION
PRE CONFERENCE WORKSHOPS

NAME (Please Print) Ms. Mr. Dr.

JOB TITLE:

MAILING ADDRESS

(Organization)

Zip+4

Bus. Phone: ( ) Home Phone: ( )

MEMBERSHIP STATUS: SIOP Member/Fellow
(check one) APA/APS/CPA Member/Fellow
1/O Section of CPA
__ Graduate Student

Member/Fellow of other APA Divisions (list)

WORKSHOP SELECTION: All workshops have been designed as half-
day workshops. Based upon your choices, and on availability, you will be
assigned to two half-day workshops. Please list five (5) choices in order of
preference (1st Choice is highest preference, 5th Choice is lowest preference).

Section Number Section Title

1st Choice:

2nd Choice:

3rd Choice:

4th Cheice:

5th Choicc:

Fee includes: All registration materials, lunch, and social hour. Additional
tickets for the social hour may be purchased at the door. The cost will be
posted at the door of the social hour room. For planning purposes, please
check one: I plan to attend the social hour.

I do not plan to attend the social hour,
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Costs (1.S. dofllars):

$240— Members, Fellows, Student Affiliates of Society for Industrial and
Organizational Psychology, Inc. (SIOP). (Division 14 of the Ameri-
can Psychological Association). Members of the Indnstrial and Or-
ganizational Psychology Section of the Canadian Psychological As-
sociation. Graduvate students in good standing at Canadian and U.S.
universities.

$325— Members and Fellows of American Psychological Association (APA)
American Psychological Society (APS), or Canadian Psychological
Association (CPA).

$380— Non-members/Fellows of SIOP, APA, APS or CPA.

¢ Registration is by mail on a first-come, firsi-serve basis. Please note that
advance mail registration will close on April 3, 1992. All registrations
received after that date will be processed as on-site registrations.

o Please make check or money order payable in U.S. currency to: SIOP
Workshops.

e Mail form and registration fee to:

Jay C. Thomas

J. C. Thomas and Associates

4303 N.E. 34ith Avenue

Portland, OR 97211

(503) 281-8060 (please make calls based on Pacific Time)

o Please forward a copy of your pre-conference workshop registration
directly to the registrar even if your organization is sending the check
separately (sometimes they don’t send the form), Indicate on the copy of
the form that your organization is paying. Make sure your name is on the
check (sometimes organizations don’t tell us who the registration money
is for).

CANCELLATION POLICY: Workshop fees (less a $60 administrative
charge) will be refunded up to four weeks in advance of the workshop date. A
50% refund will be granted up to two weeks in advance of the workshop date,
No refunds will be granted thereafier. All refunds will be made based on the
date when the written request is received,

Workshop Schedule
April 30, 1992
Registration 8:15am.-9:00am
Morning Sessions 9:00 a.m.-12:30 p.m.
Lunch 12:30 p.m.- 1:30 p.m.
Afternoon Sessions 1:30 p.m.~ 5:00 p.m.
Reception (Social Hour) 5:30 p.m.- 7:30 p.m.
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HRStrategies

Announces the formation of . . .

A Consortium Project to
Refine & Vdlidate a
New Generation of Work Force Selection
and Skills Assessment Procedures

For a decade, HRStrategies has brought technically
sophisticated skills assessment technology to U.S.
organizations. Now, we are commencing a consortium
to produce an integrated system of paper-and-pencil,
video-based, and structured interview procedures to
assess the capabilities required in skilled and semi-
skilled jobs. The assessment of worker characteristics
required in high-responsibility environments (e.g., SPC
readiness, team skills) and the introduction of innovative
skills assessment media will be emphasized in this
effort,

Job analysis, meta-analysis, consortium, andindividual
company validation data will support the project's
selection applications. PC-based software also will be
developed to translate individual assessments into
nersonalized developmental guidance reports. The
censortium will buildupon HRStrategies’ proven track
record of success in designing similar systems within
abroadrange ofinnovative organizations. Consortium
participants will gain license to use the assessment and
selection systems without continued costs.

For further information, write or call:

John D. Amold, Ph.D. = Vice President
HRStrategies, Inc. » P.O. Box 36778
Grosse Pointe, M1 48236 » (313) 881-8885

Vision and Practice in Human Resources Management
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SECTION 1 (HALF DAY)
EXECUTIVE ASSESSMENT
Robert F. Silzer George P. Hollenbeck
Personnel Decisions, Inc, Fidelity Tnvestments

The cost of executive failure has never been higher. Whether bringing an
executive inio a position from inside the organization or from outside, the first
step toward success is assessment of current strengths and development needs.
This workshop will address the state of the art in assessing executives.

Rob and George will begin by discussing what is an exccutive and by
providing an overall assessment framework, They will review and compare
two widely used straiegies in executive assessment, a clinical approach and a
behavioral competency approach. The differences in users, providers, assess-
ment tools, procedures, integration process, and output will be discussed. Key
assessment issues and future directions will also be noted.

Rob and George will take opposing positions in what should be a lively
point-counterpoint debate, Their objective is (o review and summarize current
executive assessment practices. The workshop might be informative 1o anyone
interested in or currently providing executive assessments. Tt is not intended to
train assessment judgment skills, although some examples may be used to
elaborate certain points.

Rob Silzer is currently President of the New York office of Personnel
Decisions, Inc. and is on the Board of Directors of PDRL He has had over 15
years of experience as a PDI consultant and a Ficldcrest-Cannon corporate
executive in the assessment and development of management and execulive
talent, and is a strong advocate of the practitioner-scientist model. Rob has
taught graduate courses at New York University and the University of Minne-
sota.

George Hollenbeck is currently Vice President, Organizational Planning
for Fidelity Investments, where he is responsible for developing and maintain-
Ing a process for executive development and continuity. Prior to joining Fidel-
ity Investments, he was the Senior Director of Executive Education at the
Graduate School of Business Administration, Harvard University. He has also
had key positions at Merrill-Lynch and Psychological Corporation,
Coordinator; Kenneth P. Carson, Arizona State University

SECTION 2 (HALF DAY)
EEQ AND EMPLOYMENT LAW UPDATE

Lawrence Z. Lorber
Kelley Drye & Warren
EEOQ and employment law continue to evolve, with court rulings, legisla-
tive actions, and potential future legislative actions, such as the Civil Rights
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Act. In addition, heightened awareness and discussion of sexunal harassment
continues in the workplace and in the courts.

In order for I/O psychologists to carry out their work, an understanding of
these developments and their implications for research and practice is needed.

This workshop will cover the Iatest developments in EEQ and employment
law, a summary of recent cases, and potential future developments that may
provide unique challenges for IfO psychologists. In additicn, issues for organi-
zations to consider in order to comply with cument law will be discussed.
Specific topics to be covered include:
recent major court rulings that will affect professional practice,

Civil Rights Act status,

the Americans with Disabilities Act and its implications,

legal developments in sexual harassment,

upcoming Supreme Court cases and their potential cutcomes,

legal developments in other areas related to employment status, such as
parental leave.

This workshop will be presented by a practicing attorney who has been
significantly involved in these issues for over two decades. The workshop is
intended for IfO psychologists who have at least a basic knowledge of EEO
law.

Lawrence Z. Lorber is a partner with the law firn of Kelley Drye &
‘Warren in Washington, D.C., specializing in labor law. Prior to entering pri-
vate practice, his positions included that of Director of the Office of Contract
Compliance Programs and Executive Assistant to the Solicitor of Labor, with
respongibilities in areas such as labor legislation and equal employment, Mr,
Lorber has been asked to testify on many occasions before Congressional
committees, State legislative committees, and the U.S. Civil Rights Commis-
sion on issues such as affirmative action, comparable worth, employment
testing, disability and equal employment. Mr. Lorber has been counsel to the
Business Roundiable, a group of major U.S. companies, for the Civil Righis
Act of 1991,

Coordinator: Lise M. Saari, The Boeing Company

SECTION 3 (HALF DAY)
A PROACTIVE APPROACH TO COMPLIANCE WITH THE

AMERICANS WITH DISABILITIES ACT OF 19%0
C. Geoffrey Weirich Gary L. Souter,
Paul, Hastings, Janofsky & Walker  Scott & White Memorial Hospital

The Americans with Disabilities Act of 1990 (“ADA”) prohibits discrimi-
nation against individuals with physical or mental disabilities. Title I of the
ADA proscribes discrimination in employment effective July 26, 1992, and
requires employers to make reasonable accommodations to the needs of indi-
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viduals with disabilities so that they can perform essential job functions,
unless such accommodation constitutes an undue hardship. Title II of the
ADA, which became effective January, 26, 1992, requires public accommoda-
tions to make their goods and services accessible to the disabled, including the
provision of auxiliary aids and services, the removal of architectural and
communications barriers where readily achievable, and compliance with
specified accessibility guidelines in both new construction and alterations to
existing facilities.

This workshop, featnring an attorney and a human resources practitioner
who are both very active in ADA compliance efforts, will provide an in-depth
analysis of the ADA and its implications for assessment, job analysis, job
design and candidate screening. The primary focus will be on how organiza-
tions can () optimize the effective utilization of the disabled sector of the labor
market, and (2) modify their human resources practices (o proactively comply
with the ADA and avoid significant legal expenses and judgments. Particular
attention will be paid to the final regulations published by the Equal Employ-
ment Opportunity Commission and the Department of Justice. Emphasis also
will be placed on issues arising from the use of internal and external assess-
ment programs which seek to test individuals with disabilities, and avoidance
of the many legal and human resources pitfalls that can dccompany such
assessment efforts.

Geoff Weirich is an associate with the international law firm of Paul,
Hastings, Janofsky & Walker. He practices exclusively in the area of employ-
ment and labor relations law, with a particular emphasis on disability law and
large class action litigation. Geoff is active in the Equal Employment Opportu-
nity Law Committee of the American Bar Association’s Labor and Employ-
ment Law Section, for which he was the principal assistant editor of the
Five-Year Cumulative Supplement to B. Schlei & P. Grossman, Employment
Discrimination Law (2nd ed.). He is co-chair for the preparation of the disabil-
ity law chapter of the third edition of that treatise. Geoff graduated with high
honors from the Duke University School of Law in 1984, and also holds a
Master of Labor and Industrial Relations degree from Michigan State Univer-
sity. He is a frequent speaker throughout the nation on the Americans with
Disabilities Act.

Gary Souter is the Assistant Administrator of Personnel for the Scott and
White Memorial Hospital, Scott, Sherwood and Brindley Foundation, located
in Temple, Texas. This organization is onc of the nation’s largest hospi-
tal/clinic combinations, serving 800,000 patients per year and employing over
5,000 employees. As Scott and White’s chief personnel officer, Gary is respon-
sible for all traditional personnel activities for the organization, including
implementing policies and practices to comply with the ADA. He is also the
Chairman of the Mayor’s Business Advisory Council Committee coordinating
programs to increase the ADA awareness of the Temple business community.
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M. Souter gradnated from McNeese State University in 1968 with a degree in
Busingss Administration. He is active in the American Society for Healthcare
Human Resources Administration, the Society for Human Resources, the
Texas Society of Healthcare Human Resource Administration and many other
professional associations.

Coordinator: Scott L. Tannenbaum. State University of New York, Albany.

SECTION 4 (HALF DAY)
COSTING HUMAN RESQOURCES: UPDATE ON THE
FINANCIAL IMPACT OF BEHAVIOR IN ORGANIZATIONS

Wayne F. Cascio
University of Colorado at Denver

Many activities of Human Resource Management professionals are seen as
having costs to organizations. HRM professionals assume that the benefits are
obvious—but how can we demonstrate them? We can arm Qurselves with
formulas and analyses, but what practical impact or use have human resource
financial analyses had?

This workshop will present an overview of cost/benefit and cost-account-
ing methods used to assess human resource decisions. Particular emphasis will
be placed on practical organizational examples of the use of such methods,
how to succeed in collecting the necessary data, and how to ensure credibility
of the analyses to financial/controller departments. Case study examples will
show how organizations have made more effective business decisions becanse
of the inclusion of human resource cost/benefit or cost-accounting analyses. In
addition to the traditional areas of turnover, absenteeism, selection and train-
ing, case studies also will include innovative topic areas, for example: finan-
cial impact of employee attitudes/commitment, employee assistance pro-
grams/wellness programs, and company-sponsored child care; pay policy ef-
fect on market competitiveness of products in service industries; and whether
HR planning affects strategic planning in any meaningful way.

. The objectives of the workshop are 1o:

» provide an overview of cost/benefit and cost-accounting methods as they

apply to human resource management

¢ show bow to use such methods in organizations via practical examples

» demonstrate that more effective organizational decisions are made when

cost/benefit and cost-accounting techniques are used.

Wayne F. Cascio received his Ph.D. in Industrial & Organizational Psy-
chology from the University of Rochester in 1973. Currently he is professor of
management and director of international programs at the University of Colo-
rado at Denver, He has taught at Florida International University, the Univer-
sity of California at Berkeley, the University of Hawaii, the University of St.
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Gallen, Switzerland, and the University of Geneva. During academic year
1987-1988 he was a visiting scholar at the Wharton Schoo! of the University
of Pennsylvania, and in 1988 he received the Distinguished Faculty award
from the Personnel/Human Resources Division of the Academy of Manage-
ment. Currently he is president-elect of the Society for Industrial and Organ-
jzational Psychology. He has authored or edited five texts in human resource
management, including Costing Human Resources The Financial Impact of
Behavior in Organizations (3rd ed, 1991), and has consulted with firms in
North America, Europe, Asia, Africa, and Australia. His research on personnel
selection, training, performance appraisal, and the economic impact of human
resource management activities has appeared in a number of scholarly jour-
nals.

Coordinator; Catherine Higgs, Allstate Insurance

SECTION 5 (HALF DAY)
ALTERNATIVE METHODS TO PERFORMANCE
APPRAISAL AND MANAGEMENT

Herbert H. Meyer
University of South Florida

Formal programs to evaluate and document the job performance of employ-
ees and then to provide feedback to the respective employees have been
around at least as long as there have been persomnel departments in work
organizations. It is hard to dispute the value of these programs on a logical or
theoretical basis. Each employee should be evaluated at Ieast annually and be
given feedback to communicate how he or she is performing. Moreover, there
is an organizational need to document the performance of each employee for
administrative purposcs, such as allocating rewards, assigning responsibilities,
and the like.

Yet, problems with performance appraisal programs have been myriad,
Significant evidence has shown that managers find such programs onerous and
distasteful, and subordinates often find them threatening. Surveys have shown
that very few companies are satisfied with the way their performance appraisal
programs are working. In many cases, the programs are found to have more
negative than positive effects on employee motivation.

‘The traditional approach to performance appraisal where the manager rates
the subordinate, then reviews the ratings in a feedback interview is a very
authoritarian procedure. It fits very well in a traditional bureaucratic, conirol-
oriented organization. It is becoming increasingly anachronistic in modermn,
involvement-oriented organizations. In fact, many modern organizations are
using self-managed work teams extensively.



Alternative approaches to the appraisal process are proving not only to be
more effective in motivating and developing commitment in employees, but
also to be more acceptable to both parties involved in the process. These
alternative approaches to appraisal will be reviewed. with case examples cited
as to how they have been administered.

Herbert H. Meyer, Professor Emeritus at the University of South Florida,
came to the university in 1973 to organize and direct a new Ph.D. program in
Industrial/Organizational Psychology. Before that, Dr. Meyer directed a per-
sonnel research program on the corporate staff of the General Electric Co. for
more than twenty years. In this role, he and his staff carried out a large number
of research and development projects on a variety of topics pertaining to
human resources management. Among these projects were several studies of
the performance appraisal process. He has continued this research and has
served as a consultant on the performance appraisal process with several
organizations while at the University of South Florida.

Coordinator: William F. Grossnickle, East Carolina University

SECTION 6 (HALF DAY)
SURVEY SAVVY: NEW METHODS AND TECHNOLOGIES
Richard A. Dunnington Paul Smith
Richard Dunnington and Associates  US West Enhanced Services, Inc.

Industrial/organizational psychologists, while well-versed in designing and
implementing employee opinion surveys, are increasingly involved in new
applications of survey methods and technologies. As needs for cmployee,
customer, and supplier data increase, new ways of designing information
strategies, dealing with data, and using information for strategic applications
have been developed.

This workshop will focus upon advances in survey technology, such as
preference and choice modeling, conjoint analysis, and other multivariate
techniques. The workshop will also focus upon innovations in survey applica-
tion and data usage, integration of attitudinal data with strategic business
needs, and survey design for special contexts, such as norming and bench-
marking,

Advances will be illustrated with nonfictional examples garnered from the
presenters’ experience. The workshop does not require more than a moderate
amount of knowledge about basic survey design and analysis.

Richard A. Dunnington is a consultant who specializes in the develop-
ment of employee survey systems such as definition of objectives; review and
selection of options for questionnaire development, staffing and administra-
tion; data processing and data analysis; reporting; training and utilization; and
planning for regular administration/implementation of the total system. Clients
have included GTE, Johnson and Johnson, Exxon, Esso Chemical, Schering-
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Plough Corporation, Duke Power, and Philip Morris Intema[iona_l. Dick is a
Fellow of the Human Resources Poficy Institute, Boston University, and has
heen a rescarch consultant for The Mayflower Group. He spent twenty-five
years in strategic and personnel rescarch for the IBM Corporation.

Paal Smith is Director of Market Research and Analysis for US West
Enhanced Services, Inc. In this role he is developing new methods-of integrat-
ing survey research with behavioral measures to define and 'develop_ new
services. During his career, Paul has held progressively-responsible positions
in market research with Burke Marketing Services, Inc., and Marketing and
Research Counselors. Panl holds a Master’s degree in Psychology from Fal\r-
leigh Dickinson University and has partially completed a Ph.D. in Social
Psychology from Adelphi University.

Coordinator: Sarah Henry, Sterling Health

SECTION 7 (HALF DAY)
A SYSTEMS APPROACH TO CONTENT VALIDITY

Irwin L. Goldstein Sheldon Zedeck
University of Maryland at University of California at Berkeley
College Park

Content-oriented strategies are becoming increasingly utilized to develop
information to support inferences about validity. The purpose of this workshop
is to explore the processes involved in content-oriented validity, including the
type of job analyses that can serve as a foundation for establishing content
validity. Taking a systems perspective, we discuss how content-oriented strate-
gies are used 10 establish the validity of entry level selection and promotion
instruments, as a foundation for training programs, and for making compari-
sons across jobs.

The workshop describes specific proceduores used to establish content valid-
ity in a number of public and private jurisdictions. Also included will be a
discussion of experiences and issues that result from conducting thesc studics
in an environment characterized by fair employment litigation and consent
decrees. This workshop examines what issues need to be resolved, and what
procedures, methods, and rules can be used in order to have more confidence
in making inferences about content validity.

Trwin L. Goldstein is Dean of the College of Behavioral & Social Sciences
and Professor of Psychology at the University of Maryland at College Park,
His research and publications have emphasized job analysis and evaluation
methodologies in the use of selection and training systems. He has recently
completed a chapter on training for the second edition of the Handbook of
Industrial-Organizational Psychology and is working on a chapier on conient
validity for a Frontiers Series volume. He has served as President and been
elected a fellow of SIOP. He has also served as Associate Editor of the Journal
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of Applied Psychology and the journal Human Factors. He is curzently on the :

editorial board of the journal Human Performance and editor of the Frontiers
Series,

Sheldon Zedeck is Professor of Psychology and Director of the Institute of
Industrial Relations, University of California at Berkeley. He has published
articles, chapters, and books on industrial and organizational psychology, vali-
dation, job analysis, measurement theory, and data analysis. He currently is the
editor of the journal, Human Performance, as well as of the most recent SIOP
Frontiers Series volume, “Work, Families, and Organizations.” He has exten-
sive experience in the public and private sector in conducting job analyses,
developing criterion-related and content valid tests, and in providing expert
testimony regarding employment discrimination issues, Shelly is a Past Presi-
dent of SIOP and is currently one of SIOP’s Council Representatives to APA,
Coordinator: Theresa P. Eyre, Hewlett-Packard Company

SECTION 8 (HALF DAY)
DESIGNING AND MANAGING TEAMS
Susan A. Mohrman Susan G. Cohen

Center for Effective Organizations
University of Southern California

Increasingly organizations are creating teams to do work and to improve
the organization’s capacity to perform. These take many forms and are embed-
ded in the larger organizational context in a variety of ways. Many organiza-
tions have found that establishing teams is easy, but that performance benefits
are elusive,

This workshop presents a framework for the design of teams and the
effective management of their performance. It provides a typology of teams,
and discusses the appropriate utilization of each type. It examines the contex-
twal features and management processes that facilitate or impede team effec-
tiveness. Specific organizational examples will illustrate the enablers and bar-
riers to designing and implementing teams.

The workshop provides participants with a structured approach to think
through what kinds of teams, if any, are appropriate for a particular organiza-
tion, and what design elements are critical for their success. It reflects the
belief that teams are not always an appropriate design approach. Rather, vari-
ous kinds of teams are design solutions for particular work seitings, tasks, and
technologies.

Susan Mobrman is a Senior Research Scientist with the Center for Effec-
tive Organizations at the University of Southern California. She received her
Ph.D. from Northwestern University in 1979. She has done research and

alted to a wide variety of organizations in the areas of innovative work
o employee involvement, and organization design and changc. _
R Cohen is a Research Scientist with the Center for Effective Organi-
'Susa:t the University of Southern California. She received her Ph.D.. from
Zaumgrﬁvcrsity in 1988. She has done research and consult_ed on a variety of
o ches to improving organizational effectiveness includl‘ng group empow-
:ﬁfl?; and effectiveness, employee involvement, and organizational develop-

ment and change. _ .
Coordinator: Ira Kaplan, Hofstra Umversity

SECTION 9 (HALF DAY) < AND
: ACHES A
ING ORGANIZATIONAL CHANGE: APPRO
MANAG METHODS IN THE ASSESSMENT AND
IMPLEMENTATION OF CHANGE

i 1t
Charles S. Raben Elise Walton

Deita Consulting Groop

Managing organizational change has become the norm ‘rzllther than rt:Se
exception in most corporations today. Increaseq compet}u‘v.e prcgisu [i_’
globalization, continuous improvement, cos_t reduction, a:cqulsmons, ives
tures, new technologies, etc. have all contributed to a climate of connmtl}(l)u_s
and on-going change. For many corporations, future success depends on ;;
ability to conceptualize, implement and manage the specific changes requ e
of their businesses and industries. Their ability to.understand the.appro?c s
and methods of organizational change has become important to their continue

i and, in some cases, survival.
effeﬁ:ﬁﬁi&h& will examine the various approache_s axlld methods thaIt -haYﬁ
been used successfully in the management of organizational cha_mgc. t w11
emphasize the importance of organization models and assessn_lent mn th;af de:f: -
opment of effective, systematic organizational change strategies. Specific top-
ics to be covered include:
Maodels of organization and change
Types and levels of organization?l change
Design of data collection strategies .
Methods of data collection and analysis
Techniques of change implementation

ific organizational case stdies . . ‘

Thipvi(c::rtllshoga\:xflﬂl include presentation on these topics, dJscu§s1on with _th_c
presenters and demonstrations of selected approac_hes and techmqueﬁ. Par(lirlim-
pants will be expected to be actively involved in the workshop, including
participation in case study analysis.
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The workshop is intended for people with organizational change and con-
sulting responsibilities. The material will assume a basic knowledge of organ-
izational behavior and data collection techniques.

Charles S. Raben is a Managing Director at the Delta Consulting Group, a
New York based management consulting firm specializing in issues of organ-
izational change. Over the last several years he has worked with senior man-
agement of many different companies on large scale organizational change
issues. Chuck holds an MLA. and a Ph.D. in Industrial and Organizationat
Psychology from The Ohio State University.

Elise Walton is a Director at the Delta Consulting Group. Her work with
client organizations has focused on organizational change, survey research and
global management. She has previously worked at Citibank/Citicorp and at the
Foreign Trade Research Institute in Belgrade, Yugoslavia. Elise holds an MLA.
in Organizational Psychology from Columbia University and a Ph.D. in Or-
ganizational Behavior from Harvard University,

Coordinator: Ken DeMeuse, University of Wisconsin-Eau Claire

SECTION 16 (HALF DAY)
PUTTING MALCOLM BALDRIGE QUALITY IMPROVEMENT
CRITERIA TO WORK IN YOUR ORGANIZATION:
THE ROLE FOR 1-0 PSYCHOLOGISTS

Nicholas F. Horney
Stouffer Hotels and Resorts

Total Quality Management, Total Quality Leadership, or regardless the
term being used, organizations are focusing more and more attention, human
resources, and budget on quality efforts. One major reason so much emphasis
has been placed on quality is the result of the Malcolm Baldrige National
Quality Award presented by the President of the United States annuafly to a
limited number of companies representing world-class quality standards.

Much has been written about the Malcolm Baldrige Award in national
publications such as The Wall Street Journal, Fortune, Forbes, etc. What are
these criteria? How have these criteria been used by organizations to improve
quality? What research has been completed to indicate the impact of total
quality management efforts using the Malcolm Baldrige criteria?

The objectives of this workshop are 1) to acquaint participants with the
criteria of the Malcolm Baldrige National Quality Award, 2) describe the
process used by the Baldrige Board of Examiners to determine the winning
organizations, 3) explore various organizational settings where the Baldrige
criteria have been used as blueprints for total quality efforts, and 4) discuss
how I-O psychologists can use the Baldrige criteria to help influence organiza-
tional effectiveness efforts in their own organizations toward total quality.
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The workshop is intended for I-O psychologists involved in or interested in
initiating total quality efforts for their own organizations or consultants work-
ing with organizations on quality initiatives.

Nicholas F. Horney received his Ph.D. in Industrial/Organizational Psy-
chology from the University of South Florida. He is the Director of Quality
and Human Resources Development at Stouffer Hotels and Resorts (a division
of Nestle). Dr. Horney was appointed by the Secretary of Commerce to the
Board of Examiners for the Malcolm Baldrige National Quality Award. His
research interests and recent publications are on quality and customer service.
He has delivered presentations and/or workshops with other associations such
as the Human Resources Planning Society, Association for Quality and Partici-
pation, and American Society for Quality Control. Dr. Horney serves on the
Accreditation Commission for universities offering baccalaurcate degrecs and
is on the editorial review board of the Journal of Hospitality Research.
Coordinator: Ronald A. Ash, University of Kansas

SECTION 11 (HALF DAY)
ADAPTING /O PSYCHOLOGY TO THE 1990s:
MEETING THE GLOBAL CHALLENGE
Donald D. Davis Bernard M. Bass
0Old Dominion University State University of New York
at Binghamton

American firms are expanding their operations overseas at the same time
that foreign firms continue to purchase American companies and establish
subsidiaries throughout the United States. These trends mean that /O psy-
chologists will increasingly find themselves working for a foreign firm or
being asked to apply their skills with foreign managers and in foreign coun-
tries. This workshop will examine the knowledge and skills needed to success-
fully adapt I/O psychology practices to foreign settings. This workshop will
assist I/O psychologists in their efforts to become more involved in the inter-
national aspects of I/O psychology research and practice. The topics will
include:

¢ Importance of a global perspective for /O psychologists

¢ Impact of cultural differences on personnel, management and organiza-
tions
Selection and staffing
Management development and training
Expatriate issues
Performance assessment and management
Motivation and reward systems
Leadership and decision making
Negotiation
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¢ Integrating a global perspective into human resource planning and strat-
egy
The workshop format will consist of lecture and video presentations, case
analysis, experiential exercises and group discussion/problem solvin g
Donald D. Davis (Ph.D., Michigan State) is Associate Professor of Psy-
chology and, since 1986, Director of the Graduate Program in Industrial and
Organizational Psychology at Old Dominion University. His professional in-
terests bave focused on organizational effectiveness and change, particularly
with respect to technological innovation. He first travelled abroad in 1971
after receiving a grant to conduct research at the Institute for Social History, in
Amsterdam. In 1990 he received a Fulbright Scholar-in-Residence grant. For
the past six years he has studied organizations and management practices in
the People’s Republic of China and has lectured thronghout the PRC and
Japan. He has published several scientific papers as well as Managing Techno-
logical Innovation. He has consulted with numerous organizations including
BellSouth, Burroughs Wellcome Company, Digital Equipment Corporation,
IBM, Xerox, the Joint Chiefs of Staff, and the Nishinippon Kogyo Society. He
serves on the editorial board of the Journal of High Technology Management
Research,
Bernard M. Bass is Distinguished Professor of Management and the Di-
rector of the Center for Leadership Studies at the State University of New
York at Binghamton. Before that he had served on the faculties of the Univer-
sity of Rochester, University of Pittsburgh, University of California at Ber-
keley, and Louisiana State University. An intemational authority on leadership
and management, he is listed in Who’s Who in the World, Who’s Who in
America, and American Men and Women of Science. He has published 20
books and 300 articles on leadership and management. He served as president
of the Division of Organizational Psychology of the International Association
of Applied Psychology. He has conducted workshops and been a guest speaker
in 40 countries and has consulted with many firms including Xerox, Exxon,
General Electric, General Motors, and Fiat, as well as numerous federal and
military agencies. He is a founding editor of The Leadership Quarterly.
Coordinator: Marge G. Ward, Burroughs Wellcome Company

SECTION 12 (HALF DAY)

LEADERSHIP AND EMPOWERMENT
David E. Berlew Robert J. House
Rath & Strong, Inc. University of Pennsylvania

In the last decade and a half a new genre of leadership theory has been .

advanced. This class of theory includes charismatic, inspirational, visionary .
and transformational leadership. A major defining characteristic of leaders
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described in this class of theory is that outstanding leaders empower their
followers in &2 number of ways.

In this workshop the results of the empirical research will be reviewed.
Leadership practices that empower followers will be identified and practiced
in experiential exercises. Film clips of empowering leaders will be presented,
and the unique empowerment strategies they use will be examined and dis-
cussed.

Topics to be covered are:

1. Organizational conditions that require empowered members,
and that facilitate empowerment;

2. leader behavior that empowers followers;

3. experiential exercises in empowering leader behavior:

4, barriers (0 empowerment of self and others; as well as

5. strategies for self empowerment; for empowerment of followers
as a group, and for empowerment of individuals.

David E. Berlew is Vice President of Rath & Strong, Inc, Management
Consultants. He trains and consults with senior managers on leadership, power
and influence, negotiation, and managing innovation and change. Previously,
Dr. Berlew was President of McBer and Company, President of Development
Research Associates, and Chairman of Situation Management Systems, Inc.
Dr. Berlew has consulted with and conducted programs and workshops for a
variety of U.S. and international organizations.

He received his Ph.D. in Social Psychology from Harvard University in
1950. He has served on the faculties of Wesleyan University and Massachu-
setts Institute of Technology (Sloan School of Management). He was the
Peace Corps Country Director in Turkey in 1965-66, and in Ethiopia from
1966-68.

Dr. Berlew has published numerous articles in professional journals, and in
‘management and psychology textbooks. He is a contributing editor, along with
Warren G. Bennis, Edgar H. Schein, and Fred L. Stecle, of Interpersonal

Dynamics.

Robert J. House is the Joseph Frank Bemnstein Professor of Organization
Studics at the Wharton School of the University of Pennsylvania. Professor
House received his Ph.D. from Ohio State University in 1960. Prior to joining
Wharton, House held positions at the Ohio State University, the Bemard M.
Baruch College of the University of New York, and the University of Toronto.

Dr. House has published numerous books and articles in Management and
Social Science journals. In 1991, he was awarded the Irwin Career Award for
outstanding scholarly contribution to management. He is a fellow of the Acad-
emy of Management and the American Psychological Association.

Since joining Wharton, Dr. House has been a co-founder of a new journal
entitled The Leadership Quarterly, and the founder of a new professional
association entitled the MESO Organizational Studies Team. This association
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is primarily devoted to the encouragement of scholarly research in organiza-

tionral behavior. . -
Coordinator: Walter W. Tornow, Center for Creative Leadership

Program for 1992 SIOP Doctoral Consortium

Jeanette N. Cleveland Roseanne J. Foti

Colorado State University Virginia Polytechnic Institu_te
and State University

The program for the Annual SIOP Doctoral Consortium has been finalized
and contains an impressive list of speakers. We feel that the program is one of
the best ever and should be a great learning experience for upperlevel graduate
students. Speakers were selected based upon their contribution to the field and
their ability to represent unique perspectives.

The consortium will be held on Thursday, April 30, 1992 at the Queen
Elizabeth. Advance registration is necessary to attend the consortium and
maierials have been sent to all Ph.D. programs. The schedule of activities will
be as follows:

8:00 - 9:45 a.m.
8:45-9:30 a.m.

Registration, Welcome, and Breakfast
Breakfast Speaker: Nancy Tippins, Bell Atantic
Title: A day in the life of an I/O Psychologist in Industry
10:00 - 11:30 a.m.  Concurrent Morming Sessions

Session 1: Richard Campbell, New York University

Title: The Role of Personal Characteristics in the Career
Progression of Women Managers: Long-term
Follow-up Study

Session 2; M. Susan Taylor, University of Maryland
Title:  Creating More Effective Feedback Environments:
Supervisors and Employee’s Acceptance of Performance
a Appraisal System
12:00 - 12:45pm. Lunch
12:45 - 1:30p.m. Luncheon Speakers: Neal Schmitt, Editor, Journal of
Applied Psychology, Michigan State University
Michael Campion, Editor, Personnel Psychology,
Purdue University
2:00-3:15 Concurrent Afternoon Sessions

Session 3: Benjamin Schneider, University of Maryland
Title: Service Climate and Culture.

Session 4: Susan Jackson, New York University
Title: New Directions for Research on Diversity in
_ Organizations.
Panel Discussion
Topic: Issues in Professional Development

We would like to thank all of the presenters who have graciously agreed to
participate. It is through their dedicated involvement that we can continue to
offer an outstanding program to graduate students, If you have any questions
about the consortium, please contact Roseanne Foti (703-231-5814).

3,30 - 5:00 p.m.

Civil Rights Act Developments:
Statement by Sen. Orrin Hatch (R-Utah)
On Civil Rights Act of 1991 (S 1745) Delivered on Oct. 29, 1091

STATEMENT OF SEN. ORRIN HATCH BEFORE THE U.S. SENATE CIVIL RIGHTS
COMPROMISE
" M President, I want to address some of the elernents of the compromise civil rights bill now
before us. As the Ranking Republican on the Labor and Homan Rescurces Committee, the
Republican Floor Manager on this legislation last year and this year, the principal opponent of
priot versions of the bill, and original co-sponsor of the pending compromise, I have followed this
legislation very closely.

T want to tum to the disparate impact provisions of the bill, They have been significantly
modified to remove the inducements to quotas represented by earlier versions of the bill

Miny of my collezgues have asked me, with respect to these provisions, what do we tell the
business owners of our states—how do we explain this bill to them?

The short answer, Mr. President, is this: Under the disparate impact theory, basically the same
business practices and employment standards lawful today under Supreme Court precedents will
be lawful after this bill is enacted. The only difference in the law will be that an employer, instead
of having a burden of producing evidence to justify the particular practice identified as causing a
disparity in a job, must meet a burden of persuasion. This change addresses Section 2(2) of the
congressional findings. In theory, more in practice, this change is an important one. But because an
employer's counsel presumably puts the employer’s best case forward anyway, regardless of the
nature of the employer's burden, this constimtes the most minor practical change in current law
that ' we could make. Indeed, President Bush had agreed to this change in his own bilt, 8. 611, Itis
highly unlikely that employers will need 1o make any adjustments in their practices as a result of
these provisions. The burden of proof issue is the only part of Wards Cove overraled by this bill. |
hote that the proponents of this bill’s predecessors, many of whom now support the pending
measure, hold the view that employers had a burden of persuasion under Supreme Court prece-
dents from 1971 to 1989. Under this view, Lthe compromise’s disparate impact provisions shonld
not cause any dislocation whatsoever in employer practices.

Now, both on the Floor Friday and in news accounts over the weekend, if accurate, I have
heard and read extraordinary accoumts of what happened with respect to the disparate impact
previsions of this bill. Some of my friends on the other side of the aisle are still playing politics,
claiming the President has caved in. Some have asserted that the claim that this bill's predecessors
would lead to quotas was untrue. They now assert that virtvally no change was made in the
dispatate impact provisions and the President just decided 1o stop playing politics and accept the
bill. T responded to this, in part, on Friday. Our distinguished majority leader was quoted on
Satwiday as saying “If these few [changed] words provide the President with a fig leaf to cover his
tetreat, that’s fine.” [Washington Post, October 26, 1991, p.7].A lawyer with a prominent civil
Tights litigation group was quoted as saying, “If you look at this language and compare it to the
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numerous other proposals that they labeled a quota bill, you won’t be able to find any basis for
why this one is different.” [Washington Post, October 26, 1991, p-6] And, Mr. President, if anyone
believes that comment, he or she can believe anything.

It is unfortunate that some of my friends on the other side of the aisle have decided 1o use this
compromise to criticize the President. In so doing, they would have us disregard the major
changes in the bill resulting from the President’s strong stand against quotas. They would have us
treat these changes as if they never occurred. They would ignore the significance of these changes.

Let us take a look at the very significant changes in the bill that some would have us believe
never took place.

Purpose Clause

In its “Purposes” clause, S. 1745 said in pertinent part that the “purposes of this Act are. . . to
overrule the proof burdens and meaning of business necessity in Wards Cove Packing Co. v.
Atonio and to codify the proof burdens and the meaning of business necessity used in Griggs v.
Duke Power Co.....”

What does the new "Purposes” clause say? "The purposes of this Act are—..to codify the
concept of business necessity and ‘job-related’ enuncialed by the Supreme Court in Griggs v.
Duke Power Co., and in the other Supreme Court decisions prior to Ward Cove Packing Co. v.
Atonio.” No longer is the bill overruling the meaning of business necessity in Ward Cove. Instead,
the bill seeks to codify the meaning of that phrase in Griggs and subsequent Supreme Courl
decisions prior to Wards Cove. This will become very significant when we look for the definition of
job-related and business necessity in the pending measure. Why? Because there are no definitions
of these terms in the pending measure.

This is what makes so ironic the civil rights lawyer’s invitation, quoted earlier, to compare the
current language to earlier versions,

Business Necessity

Here are some of the prior definitions of business necessity:

Trom S. 2104, the original bill from 1990: “essential to effective job pesformance.” Gone.
From the very first Danforth-Kennedy proposal in the Spring of 1990: “substantial and
demonstrable relationship to effective job performance.” Gone.

From the bill passed by the Senate last July: a two-tier definition whose key phrase was:
“significant relationship to successful performance of the job.” Gone.

The bill vetoed by the President contained yet different language in the two tiers. Gone.

S. 1208, the first Danforth bill this year, had a two-tier definition whose key phrase was
“manifest relationship to requirements for effective job performance.” It then included a subdefi-
nition of a term wholly created by the bill: “requirements for effective job performance.” This
subdefinition contained two tiers. These are completely eliminated.

S. 1408, the second Danforth bill this year, also bifurcated the definition of *business neces-
sity” and further subdefined that term. These definitions are gone.

S. 1745, the pending bill’s immediate predecessor, contained a two-tier definition of business
necessity. It also contained & subdefinition of a key phrase from Griggs and its progeny which bad
never been defined before: “the employment in question.” That sabdefinition itself contained two
tiers. All of this is gone. |

I ask unanimous consert that the Dear Colieague letters I sent on this year's versions of the
bill, explaining my concerns about them, concems shared by the President, be included in the
Record following my remarks.

In the place of these countless definitions of business necessity, what does the compromise
say? It says the chalienged practice must be “job-related for the position in question and consis
tent with business necessity”" Neither term is defined in the bill.

So, we retum to the Purposes section I read earlier. One of the purposes of the Act is “fo codify =
the concepts of 'business necessity' and ‘job-related enunciated by the Supreme Court in Griggs v.
Duke Power (1971}, and in the other Supreme Court decisions prior toWards Cove Packing Co. v
Atonio.”
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It is imporntant to note that this formulation refers to Supreme Count decisions—not the
nparrower fotion of Supreme Court holdings. The choice of the broader reference to “decisions”
was a deliberate one. Nor are lower court decisions to be the Supreme Court’s futire gnide.

Now, what do these Supreme Court decisions say about business necessity?

Griggs said: “..any given requirements must have a manifest relationship to the employment
in quest.ian." 401 11.S. at 432, There is no two-tier definition, no subdefinition of the term
uemployment in question.” The Court also said in Griggs: “Congress has not commanded that the
fess gualified be preferred over the better qualified simply because of minority origins.” /d, at 436,

This manifest relationship to the employment standard is the consistent standard applied by the
Supreme Court. The Court has wsed this phrase in Albernarle Paper Co. v. Moody, 422 U.S. at 425
(1975% Dothard v. Rawlinson, 433 U.S. at 329 (1977); New York Transit Authority v. Beazer, 440
U'S. at 587 0.31 (1979); Connecticut v. Teal, 457 U.S. at 446 (1982) (a Justice Brennan opinion);
and Watson v. Ft. Worth Bank and Trust, 108 5.Ct. 2790 (O’Connor plurality opinion for four
Justices). Even Justice Stevens® dissent in Wards Cove, joined by Justices Brennan, Marshall, and
Blackman, cites the “manifest relationship™ language at [east three times as the applicable dispa-
rate impact standard. 109 8.Ct, at 2129, 2130 n.14.

This is a flexible concept that encompasses more than actual performance of actual work
activities or behavior important to the job. See Washington v. Davis, 426 1.5, 229, 249-251
(1976)-

Indeed, the Supreme Court’s 1979 decision in New York Transit Authority v. Beazer 440 1J.S.
568 (1979) is highly significant. This decision was well known to all sides in these negotiations
and debates. The Beazer case involved a challenge 1o the New York Transit Authority’s blanket
no-drug rule, as it applied to methadone users seeking non-safety sensitive jobs. A lower court had
found a Title VII disparate impact violation The Supreme Court, however, reversed: “Atbest, [the
plaintiffs”] statistical showing is weak; even if it is capable of establishing a prima facie case of
di¢crimination, it is assuredly rebutted by [the employer’s] demonstration that its parcotics mle
(nd the rule’s application to methadone users) is ‘job related....’ ™ [440 U.S. at 587] The Court
noted that the parties agreed “that [the employers legitimate employment goals of safety and
efficiency require the exclusion of all users of illegal narcotics. *** Finally, the District court
noted that those goals are significantly served by—even if they do not require—[the employer’s]
nile ag it applies to all methadone users, including those who are seeking employment in non-
safety-sensitive positions. The record thus demonsirates that [the employer’s] rule bears a ‘mani-
fest relationship to the employment in question.” Griggs v, Duke Power Co., 401 11.8, 424, 432"
[1d. at 587, n.31.]

If the language from the 1979 Beazer decision sounds familiar, it should. The Supreme Court's
formulation in Wards Cove is not only based upon it, it is nearly identical. By removing the
language in the purposes clause stating the bill overruled Wards Cove with respect “10 the meaning
of business necessity,” by substituting the language in the compromise purposes section referring
o Sup.reme Court decisions prior to Wards Cove, and by removing the definitions of business
necessity or job-related and any definition of “employment in guestion,” the compromise leaves
the Supreme Court free to reach the same formulation of *basiness necessity” and “job-related” as
it -did in Wards Cove and Beazer. Indeed, Beazer is ungquestionably reaffirmed by the compro-
mise’s purposes clause and the Wards Cove formulation of business necessity is not overraled.

_ I note that in Watson v. Fort Worth Bank and Trust, 108 8.Ct. 2777, decided in 1988, Justice
C!’annor. warned us about the rea) risk of imposing quotas on the American people if the Title VII
dllsparate mmpact theory is misused. In that case, the Supreme Court actually extended the applica-
tion of the disparate impact theory to subjective employment practices, a great victory for civil
rights plaintiffs. She then went on to say in her plurality opinion:

“We agree that the inevitable focus on statistics in disparate impact cases could put undue
pressure on employers to adopt inappropriate phrophylactic measures. it is completely
m@llst]c to assume that unlawful discrimination is the sole canse of people failing to
gravmfie to jobs and employers in accord with the laws of chance....It would be equally
}mreahstic to suppose that employers can climinate, or discover and explain, the myriad of
innocent causes that may lead to statistical imbalances in the composition of their work
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forces. Congress has specifically provided that employers ate not required to avoid ‘dispa-
rale impact’ as such; [citing a specific provision of Title VII )Section 703(j)]. Preferential
treatment and the use of quotas by public employers subject to Title VII can violate the
Constitution,...and it has long been recognized that legal mles leaving any class of employ-
ers with “little choice™ but to adopt such measures would be “far from the intent of Title
VII...” Watson, 108 S.Ct. at 2787-88 (quoting Justice Blackman in Albermarle Paper Co.v.
Moody, 422 U.S. at 449) [citations omitted, emphasis in original]. Thuos, Justice O"Connor
acknowledged that:

“Extending disparate impact analysis to subjective employment practices has the poten-
tial to create a Hobson's choice for employers and thus to lead in practice to perverse
results. If quotas and preferential treatment become the only cost-effective means of avoid-
ing expensive litigation and potentially catastrophic liability, such measures will be widely
adopted. The prudent employer will be careful 1o ensure that its programs are discussed in
euphemistic terms, but will be equally careful to ensure that the quotas are met. Allowing
the evohstion of disparate impact analysis to lead to this result would be contrary to
Congress’ clearly expressed intent, and it should not be the effect of our decision today.” Id.
2788. -

“We recognize, however, that today’s extension of [disparate impact] theory into the
context of subjective selection practices could increase the risk that employers will be given
incentives to adopl quotas or to engage in preferential treatment. Because Congress has so
clearly and empharically expressed its intent that Title VII not lead 1o this result, 42 U.S.C.
Section 2000e-2(j), we think it imperative to explain in some detail why the evidentiary
standards that apply in these cases should serve as adequate safeguards against the danger
that Congress recognized.” Id. at 2788. '

And then Justice O'Connor, in her plurality opinion, laid out the standards for proving a
disparate impact case: 1) a plaintiff must identify the specific practice it is challenging that is
causing the imbalance; 2) the plaintiff retains the ultimate burden of persuasion, L.e., to prove that
discrimination has occwrred; and 3) citing Griggs and the Court’s 1979 Beazer decision, business
necessity means "manifest relationship 1o the employment in guestion” or significantly serving
legitimate employment goals of the employer, terms which she treated as interchangeable. This
was the way quotas could be svoided under the disparate impact theory. This position obtained a
fifth vote, that of Justice Kennedy, in Wards Cove.

As T mentioned earlier, previous versions of this bill overturned all three safeguards against
quotas. This bill overturns the Wards Cove decision only with respect 1o the burden of proof issue.
The other two safeguards are preserved by the compromise measure.

Justice O’Conner went on 1o say:

“Some qualities—for example, common sense, good judgment, originality, ambition,
loyalty, and tact—cannot be measured accurately through standardized testing techniques.
Moreover, success at many jobs in which such qualities are cracial cannot be measured
directly. Opinions often differ when managers and supervisors are evaluated, and the same
can be said for many jobs that involve close cooperation with one’s coworkers or complex
and subtle tasks like the provision of professional services or personal coenseling.” 108
8.Cr, at2787.

She said thdt subjective or discretionary employment decisions and criteria should still be
readily defensible under Title VII’s disparate impact theory as the Supreme Court developed it,
with the safeguards she delineated and I mentioned earlier, only the least important of which is
overtumed by this compromise bill. She noted that “courts are generally less competent than
employers to restructure business practices....” 108 §.Ct. at 2791.

By the way of further explication of the significance of the changes in the bill which enabled
me to co-sponsor it and President Bush to support it, let me cite one more newspaper quote from
the civil rights lawyer 1 quoted earlier: “Now all practices must meet the job performance
standard, which is what we said from the beginning.” [Washington Post, p.6., Oct. 26, 1991].
Wrong.
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Let me stress that the Supreme Court, in Griggs and its subsequent disparate impact cases,
ireated the concept of employment and job-relatedness flexibly. These terms did not mean a
requirement kad to be tied to performance of actual work activities or behavior important to the
Jjob. In a case decided under Title VII standards, the Supreme Conrt made this clear. This is a case
decided after Griggs in 1976: Washingion v. Davis, 426 U.S. 229 (1976). There, the Court
considered a test used by the District of Columbia to screen applicants for a 17-week training
program at the Police Academy. The test had a disparate impact on minorities. The District Court
had found the test acceptable. The Court of Appeals struck down the test because it could not say
there was “a direct relationship between performance on [the test] and performance on the
policeman’s job.” [426 TL.S. at 250)

Significantly, the Supreme Court reversed. Here is what the Sepreme Court said:

“The advisability of the police recruit training course informing the recruit about his
upcoming job, acquainting him with its demands, and attempiing to impart a modicum of
required skills seems conceded. It is also apparent 1o us, as it was to the District Judge, that
some minimum verbal and cornmunicative gkill would be very useful, if not essential, 1o
satisfactory progress in the training regimen...[The] District Court concluded that [the test]
was directly related to the requirements of the police training program and that a positive
relationship between the test and training-course performance was sufficient to validate the
former, wholly aside from its possible relationship to actual performance as a police offi-
cer.

The Supreme Court tellingly added: “Nor is [this] conclusion foreclosed by either Griggs or
Albemarle Paper v. Moody [another Supreme Court disparate impact case], and it seems to nse the
much more sensible constrction of the job-relatedness requirement” [426 T.S. at 250-251)

Thus, the Supreme Court made clear that job-relatedness goes beyond performance of the job
itself or behavior important to the job. This is some more very important case overtumed by the
earlier versions of this bill, but preserved by the pending measure.

Mr. President, I note that the Washington v. Davis case has been cited by the Supreme Court in
Dothard v. Rawlinson (1977), Watson v. Ft. Worth Bank & Trust, and in the Wards Cove decision
itself. 1 referred 1o it in my Dear Colleague of Seplember 24, 1991. Tt was referred to during last
year’s debate on the bill.

Indeed, in the Watson case, Justice O Connor presented an excellent summary of the Supreme
Court's position that an employer can justify its selection and other employment practices on
grounds other than how they relate to job performance, and that the term job-related encompasses
more than job performance. This is what Justice O"Connor said in Watson:

“Our cases make it clear that employers are not required even when defending standardized
or objective tests, to introduce formal “validation studies’ showing that particular criteria predict
actual on-the-job performance. In Beazer, for example, the Court considered it obvious that
‘legitimate employment goals of safety and efficiency” permitted the exclusion of methadone users
ftom employment with the New York City Transit Authority; the Court indicated that the ‘manifest
relationship” test was satisfied even with respect to non-safety-sensitive jobs because those legiti-
mate goals were ‘significamtly served by’ the exclusionary rule at issue in that case even though
the rule was not required by those goals. [440 1U0.S., at 587, n. 31]. Similarly, in Washington v,
Davis, the Court held that the ‘job relatedness’ requirement was salisfied when the employer
demonstrated that a written test was related to success at a police training academy “wholly aside

Jrom [the test’ s] possible relationship 1o actual performance 6s a police officer.” [426 U.S., at 250].
See also id, at 256, (STEVENS, 1., concurring) (“[A]s a matter of law, it is permissible for the
police department to use a test for the purpose of predicting ability to master a training program
even if the test does not otherwise predicr ability to perform on the job™). 108 8. Ct. at 2790-2791.

Any suggestion that the Supreme Court has interpreted job-relatedness or manifest relation-
Ship to the employment in question as narrowty tied fo performance of actual work behaviors, or
behavior important to the job, is belied by a simple review of the preWards Cove Supreme Court

decisions themselves. And, as mentioned earlier, those decisions are implicitly reaffirmed by this
bill,
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Particularity

The President’s position in requiring a plaintiff to identify the particular practice causing a
disparity in a dispatate impact case has been preserved. The law on particularity will be the same
after enactment of this bill as it is today. Let us compare the language of the pending compromise
measure with earlier, unacceptable versions.

In S. 2104 as introduced, & plaintiff could challenge an emire “group of employment prac-
tices,” defined as *a combination of employment practices or an everall employment process.”
That language is gone,

From the bill that emerged last year from the Senate Labor Committee: “The term ‘group of
employment practices’ means a combination of employment practices that produce one or more
employment decisions.” Gone.

The bill that passed the Senate had yet another formulation “a combination of employment
practices that produces one or more decisions with respect to employment, employment referral,
or admission to a labor organization.” It is gone.

The bill vetoed by the President had yet a further twist to the definition, It is gone.

S. 1408, the next Danforth bill, and 8. 1475, the immediate predecessor of the compromise,
tefer in pertinent part, lo “a particular employment practice or particular employment practices
[causing]...in whole or significant part, the disparate impact...” This forrnulation is gone.

For 2 long time, proponents of this bill’s predecessors refused to use the word “canse,” that is,
the employment practice in question causes the disparity. The term “results in” was used, a much
looser concept, inconsistent with Supreme Court case law.

Significantly, the bill now reads that ai unlawful employment is established if, in pertinent
part, “a complaining party demonstrates that a respondent uses & particular employment practice
that causes a disparate impact...™

Further, it states that “with respect to demonstrating that a particular employment practice
causes a disparate impact ... the complaining party shall demonstrate that each particular chal-
lenged employment practice causes a disparate impact, except that if the complaining party can
demonstrate to the court that the elements of a Tespondent’s decisionmaking process -are not
capable of separation for analysis, the. decisionmaking process may be analyzed as one employ-
ment practice.”

Thus, particularity is preserved and causation is required. The “exception” for a decisionmak-
ing process not capable of separation for analysis is fully consistent with the Wards Cove particu-
Terity requirement. It covers the narrow circumstance typified by the height and weight require-
ment in Dothard, where the employer clearly and deliberately treats closely related requirements
as inseparable components of a single measuring device.

Moreover, language from the bill vetoed by the President, excusing the plaintiff from the
particularity requirement due to a lack of records, is dropped. This bill contains no requirements
regarding record retention—existing rules of civil procedore govemn. If an employer’s record
discoverable under the rules of civil procedure are insufficient to aid a plaintiff’s effort to identify
a particular practice causing a disparity where the elements of a decisionmaking process are
capable of separation for analysis, then, obviously, the plaintiff must make recourse to the dispa:
rate treatment theory under the Title VIL

Alternative Practices
Once an employer meets its burden of persuasion that its challenged practice is justifiable, a
plaintiff may still prevail. Here is how Justice O’ Connor deseribed the plaintiff’s responsibility in
Watson:

“The plaintiff must *show that other tests or selection devices, without a similarly unde-
sirable racial effect, would also serve the employer’s legitimate interest in efficient and
trustworthy workmanship,™ citing the Albemarle Paper Co. v. Moody, the Supreme Court
case from 1975. She added: “Factors such as the cost or other burdens of proposed alterna-
tive selection devices are relevant in determining whether they would be equally as effec-
tive as the challenged practice in serving the employer’s legitimate business goals....” 108
S.Ct. 2790.
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President Bush did not retreat one inch on the guota-inducing elements of the disparate impact
provisions of this bill. He gained ground for American people and the principle of equal opportu-
pity for individuals. This bill also outlaws race-norming, the alteration of test results to adjust
scores on racial, ethmic, and gender bases. Where the President compromised was on the damages
jssue, gOME beyond the relief for harassment he had been willing 1o establish in his own bill, S.
611, He also compromised somewhat on Martin v. Wilks and the right to a day in court.

Moreover, & number of pro-lawyer provisions of [ast year’s versions of the bill have been
completely dropped by Senator Danforth. This is a further vindication of the President’s resistance
1o Tegislation creating a bonanza for lawyers. For example, earlier versions extended the starute of
limitations for filing claims, overturning at least three Supreme Court decisions: United Airlines v.
Evars, 431 US. 553 (1971); Delaware State College v. Ricks, 449 U.S. 250 (1980); and Chardon
1. Fernandez, 454 US. 6 (1981). Earlier versions prohibited attorneys fee waivers i class action
sertlements overtuming Evans v. Jeff D., 475 U.S. 717 (1986). Finally, earlier versions overumed
the Supreme Court’s decision in Independent Federation of Flight attendants v. Zipes, 109 §. Ct.
2732 (1989), permitiing the recovery of plaintiff's attorneys fees from the original defendant in
actions by intervenors.

Civil Rights Act Commentary
One might ordinarily expect that comments on the Civil Rights legislation {that George Bush
is about to sign as TIP goes to press) would take some period of time to appear. However, this
Jegislation has beern: so closely watched that interpretation and opinion is appearing before the ink
of the President’s signature is even dry!

With Rights Act Comes Fight To Clarify Congress’s Intent 1

Robert Pear
Special to the New York Times

WASHINGTON, Nov. 17-..The fight between President Bush and Congress over the Civil
Rights Act of 1991 was not just a struggle to write the legislation. It was also an arcane but
impoitant battle to establish the legislative history of the measure, which Mr. Bush plans to sign
inté law in a few days.

Judges have traditionally used the legislative history of a bill for gnidance in interpreting the
law, looking at Congressional committee reports, hearings and statements in the Senate and the
Hoase. The legislative history supposedly shows the intent of Congress.

But conservative judges, and a majority of Federal judges are either Bush or Reagan appoint-
ees, are now questioning the value of using legislative history. Some say they will heed only the
literal text of statutes on which Congress has voted.

New Political Overtones

This debate over the use and abuse of legislative history, long confined to law schools and
judicial chambers, has taken on political overtones. In disregarding or minimizing legislative
intent, judges disregard a branch of Government now controlled by Democrats. The effect, in
practice, is often to enhance the power of officials in the executive branch, giving these officials
more leeway to interpret laws as they see fit.

Justice Antonin Scalia of the Supreme Court leads a group of judges whe contend that it is
absurd to pay meticulous attention to legislative history because Congressional committee reports
;;e wrilten by junior members of the Congressional staff, often “at the suggestion of a lawyer-lob-

ist

- I a Court case in June, Justice Scalia declared, “We are 2 Government of laws, not of

- comimittee reports.”

- Govemment lawyers peint out that the President often signs a bill without knowing or

= _ggproving its legislative history.

1
THE NEW YORK TIMES NATIONAL Monday, November 18, 1991. Copyright © 1991 by

ithe New York Times Company. Reprinted by pennission.
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The Civil Rights Act of 1991 over-rules the Supreme Court on parts of cight decisions that ent
back the scope of civil rights protections. One section of the bill specifies how a person can attack
employment practices, like written tests or height and weight requirements, that tend to exclude
women or members of minority groups. In a decision in 1971, the Supreme Court said employers
had the burden of showing that such devices were “a reasonable measure of job performance.”

Until the last few decades, legislative history just occurred. But in recent years, members of
Congress have made conscious efforts to shape, or even manipulate, the legislative history to
influence court interpretations of laws.

In the final days of debate over the civil rights bill, lawmakers and the Administration tried
frantically to create legislative history explaining, in radically different ways, what the bill really
means.

The Civil Rights Act of 1991 includes a highly unusual provision stipulating that a brief
memorandum, printed in the Congressional Record on Oct. 25, shall be the “exclusive legislative
history™ for a few of the most hotly debated questions addressed in the measure. :

But after the Administration and Congress agreed on the text of the bill, the deal nearly broke
down as lawmakers competed with one another to put their own interpretations on the measure.

“I would like to add some legislative history at the end of my remarks,” Representative Henry -
J. Hyde, Republican of Illinois, said as he casually dropped a 9,000-word interpretive memoran-
duan into the Congressional Record.

Senator John C. Danforth, Republican of Missouri, chief sponsor of the civil rights bill, said in
remarks on the Senate floor: “Justice Scalia was correct, in my opinion. Any judge who tries 10
make legislative history out of the free-for-all that takes place on the floor of the Senate is on very
dangerous ground.”

Peinting Back to Court

But in a 1989 case Wards Cove Packing Company v. Atonio, the Supreme Court lightened the
burden on employers and imposed a heavier burden on workers, requiring them to show that the
employer did not have a “legitimate business justification™ for the practice in question.

-'The Civil Rights Act of 1991 secks to restore the old standard. If workers show that a
particular practice tends to exclude women or minority members, then the employer must show
that the practice is “job-related for the position in question and consistent with business necessity.”
The bill does not precisely define those terms. The “exclusive legislative history™ says those words
mean what the Supreme Couri said they meant before the Wards Cove case.

The upshot of all these maneuvers is open to dispute. Senator Danforth declared on the Senate
flcor that the bill “would overrule the Wards Cove decision.” Senator Kennedy made the same
point.

But Senator Bob Dole, the Republican leader, inserted a lengthy memorandum into the
Congressional Record five days later. His memo, “representing the views of the Adrninistration”
and 14 Republican Senators, describes the bill as “an affirmation of existing law, including Wards

Many Lawyers Employed
LCove.”

The process of writing legislative history, though largely unknown to the public, captivates
hundreds of lawyers and lobbyists in Washington, *Committee reports have become much more
important in the last 10 years,” said Wade S. Williams, president of the American League of
Lobbyists. “Often a bill is written too broadly, and Congress says, ‘We'll fix it with legislative -
history.’ Lobbyists frequently suggest terminology, phrases, ideas and concepts.”

Conservative Federal judges like James L. Buckley, Frank H. Hasterbrook and Alex Kozinski -
have expressed grave doubts about the use of legislative history. More liberal judges like Patricia -
M. Wald, Abner J. Mikva and Stephen G. Breyer have vigorously defended it. :

Judges Buckley, Wald and Mikva sit on the United States Court of Appeals for the District of .
Columbia Circuit. The others also sit on Federal appeals courts: Judge Easterbrook in Chicago, ;
Judge Kozinski in California, Judge Breyer in Boston.

In deliberations on the civil rights bill, lawmakets were continually jockeying for advantage.
Senators Danforth and Edward M. Kennedy, Democrat of Massachusetts, tried to establish one
version of legislative history. Conservative Republican Senators, joined by the Bush Administra-
tion wrote a contradictory version.

In the House, twe Democratic Representatives, Don Edwards of California and William D.
Ford of Michigan, tried to create legislative history in the same way, rebuiling conservative
Republicans point by point. When President Bush signs the bill, he will no doubt issue a statemen
putting his spin on the legislation, for future guidarice of the courts.

Help on Both Sides

Senate Republicans say that parts of Mr. Dole’s memorandum were writien by Administration
-officials, particularly Nelson Lund, A White House lawyer, and Nicholas P. Wise, a Deputy
Assistant Attomey General. Likewise; civil rights groups confim that they helped drafi statements
for some Democratic members of Congress,

Richard T. Seymour, a lawyer at the Lawyers’ Committee for Civil Rights Under lay, said:
“The Dole memorandum should be disregarded as a transparent attempt. to alter the plain meaning
of the statute. It would destroy many of the protections the bill is intended to restore.”

Lawmakers also disagree about whether the bill will apply to pending job biag cases. Mr. Dole
arid other Republicans said Congress had no sach intention. Many Democrats said the bill was
meant to be retroactive becanse it merely restores rules upended by the Supreme Court.

Conflicting interpretations of the Civil Rights Act seem to confirm what Judge Kozinski said
in a case several years ago: “Legislative history can be cited to support almost any proposition,
and frequently is.”

Civil Rights: We Won, They Capitulated*
C. Boyden Gray

Contrary to a rapidly congealing press myth, President Bush did not “cave” or “surrender” on
quotas in the new civil rights bill. Nor were any of the president’s actions taken in response to the
Cla@w Thomas hearings or the David Duke campaign. On the contraty, the compromise bill the
pres__ldent wiil sign became possible only after the Democrats beat a 1otal retreat on quotas, thereby
paving the way for the president to make concessions on other, less fundamental issues.

To understand what happened, the public needs to know the story of an extraordinary amend-
ment that was adopted without debate or a vote. But first we pust set the stage.

'Ul:lder the Supreme Court’s 1971 Griggs decision, emplioyment practices having an adverse
Statistical impact in certain groups can lead 10 liability even if there was no hint of discriminatory
. Intent. In 1989, the Wards Cove case summarized the rules under which such lawsuits would be
; mflducted, noting that unfair rules would drive employers to use quotas to avoid any possibility of
: being dragged into such a lawsuit.

: _Fgr_ the past two years, Democrats have insisted that Wards Cove overmled Griggs and thae
legislation was needed 10 “restore” pre-Wards Cove law. The changes they actually proposed,

Whose Word Is It?
Steven R. Ross, general counsel to the clerk of the House of Representatives, said it was
foolish for judges to disregard legislative history on the ground that it wags written. by members o
the Congressional staff, “That's like arguing that you don't have to follow the precedent of a prioi
Supreme Court decision because there's reason 1o believe that the words were penned not by the
Justices themselves, but by a law clerk,” Mr, Ross said.
But Senator Phil Gramm, Republican of Texas, said: “It is unfortunate that courts often look to
the report language that accompanies a bill approved by 2 committee in order to discover legista-
tive intent. In reality, while a committee votes on the content of actual legislation, it hag linle
control over the content of the explanatory material contained in the report.”
For example, Mr. Gramm said, a report last month from the Senate Committee on Banking
Housing and Urban Affairs, explaining a huge bill to strengthen regulation of banks, “contains
views that were not considered, let alone expressed, by the committee.”

1 .
© The Washington Post, Thursday, November 14, 1991. Reprinted with permission.

42 43



however, would have i
lowever, gone much further, ex i irigati
liability any time their numbers were not "riglfi(:.s’:ng counless Sployers to minous liigtion and
d %(dm;::stranon lawyers .aIways believed that the Sapreme Court was right to think that Gri
b ar_ E.'ove Wf:re consistent with each other. More imporiant, we knew that the Dmocrfif
., m; s:gfr:lmv;ras in fact Zﬂx_amcal an_d destructive distortion of prior legal doctrine. If “bad
gt became a sufficient basis for legal lability, employers would be foolish not 1o use
imi;.l.jaisi; (:I;\:I“atrcclcl’,tl g:;sl;;si;ex:ltl proposed a bill that made a symbolically important but practically
e Democrats on one issue involving the burden of proo ;
respects, the president’s bill codified the law as it exi i y e
: s as 1t existed prior to Wards C. d whi
believed was fully consistent wi 18t Dem s it
e i of oy ly with that decision). The ocrats in Congress never gave this bilf
Suddenl
aproain t:: Z, ‘;n gmésday, Oct. 24, Sen. Edward Kennedy smnned administration negotiators by
g o2 a'_[;l - at?e proposal developed by Sen. Robert Dole and transmitted through Sen,
. option was virtually identical is substance to the idem’s bi :
' 4 president’s bill and 1o oth.
formol.llllatlons that Kennedy and the private lobbyists for his bill had rejected time and again. e
ana]yﬁcaniu;lst lssucs:i‘tlhe Bole pmposal_ used language drawn from the president®s bill and the
i :;‘r:fti)ran thnzl that accompanied the bill. On the contentious issue of “business neces-
pml.)osal h ¢ nes | 1&; stzmdafd that ernployers must meet in Iustifying statistical disparities, the
e o i :;iin:n g' c}r;c:;uréil;asll:;guage from the Americans With Disabilities Act Ihat’ left
med. (Ironically, the negotiators of the disability law had settled i
empty _Ianglfage !)ecause they expected the issue to be addressed and reso?\’red in the cont Onft:lllls
upcoming civil rights bill.) rierolthe
In its - .
vouls 1su m;)st ﬂt.:lnu‘;:ll} c_Ofnponen:, [h? Dole proposal incloded exclusive legislative history that
mmiatep][;iﬁo:melh 1;1!%1{011 d:fc busdmcss necessity” by referencing the case law as it siood
ards Cove decision. In two carefully negotiated explanatory s
- - - te
:Jh:é igf)po;::l mdlmctly acoonfphshcd what the president’s bill had done ?n S0 r;yan:-n WE:S::
@ prooll;)g Be law of disparate impact as it stood at the rime of Wards Cove (except on the burder;
Iggislaﬁv-e hlEacausf: the statutory ls.mguage_ provided no definition, the definition referenced in the
v story would neoesslanly be dispositive in the courts; for that reason, 90 percent of the
gI oms centered on the legislative history rather than on the statute jiself
Seve:; 1&;[:)1:11 for .Sen. Kennedy's complete capitutation on quotas, the administration agreed 1o
e oo promises proposed by Sen. Danforth on other issues. The question on which the
dumin on was most reluc_ta:pt was the application of jury trials and punitive damages to
suc};l a);vm:nt cﬂs:ses Imdcr-the C1?ql Rights Act. Although the Danforth proposed includes caps on
P l:'u Ss. ere.by semng.an Important precedent for tort reform, such remedies are undeniably
o sgd d?xpenment (as_ls suggested by the semators® 54.42 vote against a proposal to apply 1o
Desvsas e same remt?,dn_as they are fmposing on the private sector.}
o Ea[[;]ﬂ.t: our strong misgivings about jury trials and damages,. the agreement was seated, and
Tmsgine $g SI;IOCCSSI on Wards Cove remained the most salient component of the pacl’(agc_
e y eit, d:w disturbed We Were 1o learn that Sen. Kennedy went to the floor of the Senate
atwne?«' next day o create legislative history, inconsistent with Tharsday night’s agreement,
craﬁcpblillllg ;({J aries:'sc;;;ate one ;f the most radically objectionable features of the original Demo
X e been ? i i .
o T sandbagged? Had the agreement so laboriously negotiated ever been
cilly geifi)lloe\zuzg fl:nflfonday. the admu.ustra_tmn proposed an innovative statutory provision spe-
oo gllle oo S orce the Thursday night agreement. This provision directed the courts to
P y fng ative history (such as the description of the agreement given by Kennedy on
e pio ap:;ll ro}:r}l the tw_o ‘smtf:.nces originally agreed to. Sens. Kennedy and Danforth ebjected to
o 1:10 , while admm:slm?lon negotiators felt they had to insist. Tense meetings ensued, and
g:?n, at p:amls that there might be no civil rights bill after all, ,
pieam ! t:rgl - );, Sens. Dole and Omn Hatch engaged in heroic effonts to hold Sen. Kennedy and
greement. Republican Leader Dole's arguments were particularly effective—that

44

's.omeﬂling a
" debated over legal terminology,
" and cresting a new guota mon

_ without any debate or a recorded vote, the Senate accepted a slightly modified version of the

administration proposal enforcing the deal.

Heroic efforts to enforce the agreement would not have been required unless there had been
hing very significant were at stake. And there was. Buried in this dispute, as in earlier arcane
was the difference between preserving the essence of current law
ster. It also meant the difference between a system that will
encourage kids to stay in school and a novel system of lcgal threats against those who reward hard
work and achievement. On these fundamental issues the president won a clean victory for equal
opporimity, and that victory will survive the current roand of fictions about some supposed

political surrender.
The writer is counsel lo the president.

How the Civil Rights Bill Was Really Passed’

William T. Cofeman Jr. and Vernon E, Jordan Jr.

The administration did compromise.

The new civil rights bill, accomplished by z dedicated Danforth-Kennedy steadfast commit-
ment, is a great achievement, both because it significantly strengthens civil rights protections and
becanse it reestablishes a new political consensus on a subject that has historically divided us. C.
Boyden Gray's “Civil Rights: We Won, They Capitulated”™ [op-ed, Nov. 14] misrepresents the
hill's strong protections. Sadder still, Gray’s article tries to destroy the spirit of consensus on civil
rights that the compromise bill achieved. We are confident that the American people and the courts
will reject Mir. Gray’s flagrant effort to tewrite the story for political advantage by asserting a
shameless, patently false claim.

The main debate about the bill focused on the so-called “disparate impact” approach to
proving discrimination. In 1971, the Supreme Court held in Griggs v. Duke Power that employ-
ment practices which dispropertionately exclude women and minorities are unlawful unless em-
ployers show that they serve a “business pecessity,” and that any employment practice which
“zammot he shown to be related to job performance...is prohibited,” in Wards Cove v. Atonio, the
Supreme Court rewrote the rules for litigating disparate impact cases and abandoned the concept
of “business necessity.” Conirary to what Gray says, the new bill reverses Wards Cove in every
major respect and codifies a strong version of the disparate impact test—a version that civil rights
advocates had sought, and that the administration had opposed. And as the president now con-
‘cedes, the bill—as was also tme of Griggs for 18 years-—will not lead 1o quotas.

Suipped of its theteric, the debate about the civil rights bill should codify the impact test
focused on two main issues: (1) Should employers or job-scekers have the burden of proving
whether there is enough justification for a job selection practice even though it has a disparate
impact? (2) If employers have the burden, should they have to show that selection practices are
significantly related to actual job performance or only 10 vaguely defined business goals?

On both issues, the language of the new bill clearly rejects the administration’s original
position. The bill provides that once plaintiffs show a disparate impact, the employer must
=demonstrate that the challenged practice is job related for the position in question and [not ‘or’
consistent with business necessity.” Thus, on the first issue, the bill makes clear that the burden of
justification is on the employer, not the plaintiffs-~a position the administration had previously
opposed in testimony before Congress.

On the second issue, the bill could not be clearer that job selection practices must be shown to
be significantly related to the performance of the job in question—a flat out repudiation of the
administration’s longstanding position that such practices should be lawful if zelated to business
goals other than improved job performance.

Over the past several months, this was the central disagreement Sens. John C. Danforth and
Edward M. Kennedy had with the administration. The administration repeatedly used the foltow-
ing example to make its points: Employers should be allowed to require high schoel diplomas of

1 © The Washington Post, Thursday, November 14, 1991, Reprinted with permission.
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all workers even where there was no reason to think that diplomas would make better workets, so
long as the employer was uying to encourage community children to stay in school. In the
president’s letter to Danforth of July 28, Bush stated that the bill would “seriously, if not fatally,
undermine the reform and renewal of our educational system by discouraging emplovers from
telying on educational effort and achievement.” Sen. Danforth repeatedly characterized his dis-
agreement with the White House: “The question is whether an employer can set up a qualification
for employment that has nothing to do with the ability to do the job.”

To reach agreement, the administration abandoned this position and accepied the centra]
argument of civil rights advocates: Job selection criteria must be related solely w job performance.
Indeed, the final agreement is even stronger than the prior Danforth-Kennedy proposal, since it
Tequires that selection criteria be related to the particular “position™ in question, not any one of 3
“class of jobs" to which an employee may be moved or promoted.

The new bill makes clear that a weak telationship between selection critsria and job perform-

ance will not do. There must be a substantial relationship. Gray says that the bill “uses es'sentially
meaningless langnage from the Americans With Disabilities Act.” But that act, and final interpre-
tative regulations issued by the EEOC last July, make clear that there must be a close relationship
between selection critetia and actual Jjob performance. Using identical language in the new civil
rights bill has the same meaning.

Thus the bill embraces a strong, explicit version of the impact test. And it is fundamentally
fair: If an employment practice has a disparate impact on minorities or women, exacerbating their

historical disadvantages, then the employer must demonstrate that using that employmenzi practice

s significantly related 1o mproving actual job performance. To say, as Gray says, that the final bill
“was virally identical in substance to the president’s bill” is, to put it kindly, off base,

Note that no part of our account of the bill draws upon “legislative history.” It rests upon the
clear language of the new bill itself. All lawyers know that clear, explicit statutory language is
better than the best legislative history. Thus we are at a loss to understand why Gray thinks that
civil rights groups base their enthusiasm for the new bill on floor statements by senators thar are
not part of the “exclusive legislative history™ of the bill,

That exclusive legislative history, which speaks vaguely about codifying decisions prior to
Wards Cove, contains absolutely nothing that is inconsistent with the clear language of the

bill—which places the borden of Justification on the employer, requires the employer to show that

Job criteria relate to job performance and requires the refationship to b a significant one. The

ImOTe accurate point is that the language of the bill is clearly inconsistent with the administration’s
prior positions.

There is, moreover, simply no question that the Civil Rights Act of 1991—in its findings, its
Putpose and its statutory provisions—rejects Wards Cove and every previous administration
proposal to codify Wards Cove. The bill is fact specifically criticizes Wards Cove.

Contrary 1o Gray’s claims, the compromise also represents a significant advance on many
other issues, Most important, the administation abandoned its Iongstanding opposition 1o dam-
ages, awarded by a jury, for victims of intentional discrimination based on race, religion, sex, color
or national origin. Indeed, it agreed o a compromise that acmally increased the limits on damages
from those contained in Sen. Danforth’s bill. In addition, the adminisiration finally accepted—
without any change whatsoever—the provision overruling the Supreme Court’s decisions in
Martinv. Wilks and Price Waterhouse v. Hapkins.

As Paul Gewirtz, a professor of law at Yale University, stated, the “agreement on a compro-
mise civil rights bill won virtually everything that civil rights advocates first sought two years
ago.”

In his misguided and disingennous effort to claim victory, Mr. Gray not only mischaracterized
the bill’s treatment of Wards Cove and understated the significance of the bill's other provisions,
but alzo charges that Bdward Kennedy, a champion of civil rights and (along with Danforth) the
driving force behind the bill, attempted to modify the agreement with the White House at the last
minute by changing the legislative history.

This charge is absolutely untrue. The agreed-upon legislative history addressed two specific
aspects of the business hecessity provision. It did not bar senators from explaining our aspects of
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isions; i ators Omin Hatch, John Danforth and Slade Gorton a_]l

the Wrzrds' Cogarp;smg::gmp‘ron‘:;?zﬁ,s ?Itlmﬂoor staternents on the same day Sen. Kennedy made h:s
d.is_b‘.“sscdﬂ:n rson who has read the agreed-upon legislative history can sce that I?mnedy s
statemer’- did };n-ie contradict this language, and Danforth has stated that his understmdm,c_; of the
g;:awmer_{t ith respect to the Wards Cove provisions is the same as Kennedy’s understanding.
a:gmcnt W.l;j, President Bush wisely decided to ignore the advice of Mr. Gray and a fe?v otl'!er
. In 'Ihe eﬂo1;1 officials and to accept the bipartisan compromise on civil rights. He put behind him
ﬁ"dmm!snmtlive and divisive tactics opponents have employed over the past 18 m(_)nt}_ls. o and
e e ident should be proud of the bill he is supporting, but not because his side “won™ an

e pI“:"scle “capimlated.” He should be proud because he, even though belatt:.dly, retumed the
the Olh;lsi;mln to a position of supporting strong civil rights protections, and with that he helped
sarty of

: f
Eamovz: civil rights issues back where they belong: as part of our national consensus, not one o
) &

j divisions. . . . :
our ﬂa”::‘al ddens vs most sbout C. Boyden Gray’s op-ed picce is that it attempts to 1ip that

ensus apart fast as it was forming again. This ill-serves the president. And it ill-serves the
cons

cotmtry.
. - -

William T. Coleman Jr., secretary of transportation from 1973 to 1977, s chairman of tﬁ;
NAACP Legal Defense and Educational Fund. Vernon E. Jordan Jr. is a Washingion attorney a
former president of the National Urban League.
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“THE CHALLENGES
TO HUMAN RESOURCE
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these trends.” fellow, developed the LH-STEP system in conjunction
with the Universi) o;Chicago. 7. Moretti is adminis-
—Melany E. Bachr trator of the LH-STEP.

System for Testing and Evaluation of Potential

A comprehensive human resource system for selection, promotion,
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 benefil your company, assessment center or con-
sultative endeavors, contact:

1-8 00*221-8378 ext. 651
{(In Hlinois call 708-298-7311)
Ask for Anne Platenik

o

London House
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2EY

Human Resources Consulting
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Wm. Schiemann & Associates, Inc.

"Assisting North America & Europe"

The affiliation between Human Resources Consulting of Germany
and Wm. Schiemann & Associates, Inc. of New Jersey provides a
multinational team of professionals to help align work force
performance and customer expectations with your business
strategies.

We understand the complex cultural differences that occur when
operating on both sides of the Atlantic. Working throughout
Europe and North America, we use employee and customer
surveys; problem siream analysis; business unit competitiveness
profiles; quality assessments and other state-of-the-art tools to
help our clients gain a competitive advantage.

By combining technologies and resources, clients have:
» FExcelled in internal and external service quality
» Created high performance cultures and systems
» Achieved bottom line productivity improvements
» Developed core competencies in strategic business areas

For further information, contact either:

Kelly Francis Rene Bergermaier
Wm. Schiemann & Associates, Inc. Human Resources Consulting
953 Route 202 Nymphenburger Strasse 148

Somerville, N.J. 08876
Phone (908) 231-1900
Fax  (908) 231-1902

8000 Munich 19, Germany
Phone 011-49-89 160-650
Faxr 011-49-89 161-711
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EEOC Rules on the Americans With
Disabilities Act: Will We Still be Testing?

Dianne C. Brown
Science Directorate, APA

Some confusion surrounding EEOC’s rulemaking on hir@ng individuals
with disabilities has spread among test publishers, psycholog1st§ and human
resource professionals. The rumor is fast spreading that EEQC’s final rule-
making prohibits the use of personality tests. In fact, one human resources
professional who called APA noted that he had been. adv;se_d l?y a lawyer Eo
discontinue employment testing and replace it wi‘Eh job interviews! EEOC’s
rulemaking does not state anywhere that personality tests cannot be used to
screen applicants. The regulations are clear that an emp19yer may not use fests
or other selection criteria that screen out individuals with dlsabﬂ_mes, on the
basis of the disability, anless it is shown to be consistent with bus_mess neces-
sity and job-related for the position in question. PaIF of the confl_lsmn seems to -
have stemmed from some misunderstanding of testimony squltFed 18] EEOC
on their proposed rulemaking. That testimony was on target in trying to cl?lnfy :
an issue that will only be ironed out in EEOC’s Guidance on its regulations, _:
due to be published by, July 1992, ' :

The issue related to whether or not psychological tests are (or will 'be) :
considered medical examinations or inquiry. The rules state that no medical |
examination or inquiry may take place pre-offer, but may take plgce post-offer
and before an individual begins work, This job offer can be contingent on thg: .
results of further screening if it is applied equally to _ail apphcz?nts in the same .
job category. Any selection criteria used during !hlS period in the sclecuog :
process to screen out an individual with a disability must be job-related an
consistent with business necessity.

If it is detcrmined that psychological tests (cognitive abilities tests, person-
ality tests, etc.) are medical examinations, then they will be subject to the same
requirement to be administered only after a contingent offer of employment is
made, but before an individual begins to perform the job. Subsequently, if an
individval with a disability is rejected for employment based on the results of
the test(s), the tesi(s) must be Job-related and consistent with business neces-
sity.

EEOC has not yet determined whether psychelogical tests are medical
examinations. This issuec will be clarified in EEOC’s Guidance on the ADA
regulations which are scheduled to be completed by July 1992, APA and SIOP
have offered EEOC their assistance and expertise in making these determina-
tions regarding psychological tests.

After More Than Twenty-five Years Of Adversarial Litigation,
Is It Time For The Collaborative Expert Model?

Lawrence R. O’Leary
O’Leary, Brokaw and Associates, Inc,

Richard S. Barrett
Barrett Associates

Alfter the 25th anniversary of Title VII of the Civil Rights Act of 1964, and
on the eve of the atiempt to pass the 1991 Civil Rights Act it is appropriate to
reflect on the highly publicized profile of psychologists in the fair employment
field. This article will examine the role into which the /O psychologist who
works in the area of employment testing has been thrown and an alternative
model which has the potential for making a more powerful contribution to
employers and employees. Before looking at the collaborative model, a brief
review of the traditional series of events in a fair employment case will
provide a context for the alternative model.

The Adversarial Expert Witness Model

In this body of court cases, parts of the following scenario were repeated
over and over again. A person or group of persons who believed that they were
discriminated against in hiring or promiotion brought charges before the Equal
Employment Opportunity Commission. After certain staltory requirements
were met, they could bring suit in Federal Court under Title VII of the Civil
Rights Act of 1964 as amended.

During those court proceedings, the psychologist who was the expert wit-
ness for the organization would present his or her review of the testing proc-
esses and the employer’s compliance with the then current guidelines and

professional standards and guidelines. (Currently the professional standards
are the Standards for Educational and Psychological Testing (American Edu-
cational Research Association, 1986), and the Principles for the Validation and
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Use of Personnel Selection Procedures (Society of Industrial/Organizational
Psychology, 1987, Division 14 of the American Psychological Association}.
The testing specialist for ‘the employer would be questioned by attorneys for
both the defending organization and the plaintiff. Next the testing expert
psychologist for the plaintiff would examine the same or similar data and point
to the areas where the testing procedures either violated some of the elements
of the guidelines and testing standards or simply failed to mect those stan-
dards.

The judge then would make a decision regarding the employer’s compli-
ance or lack of compliance with Title VII, with respect to the validity of the
test, the adequacy of the way it was used, and the availability of suitable
alternatives with less adverse impact. This body of employment cases resulted
in a number of consequences. One of the results is the improvement of the
quality of service provided to an organization by a testing expert. The adver-
sarial expert witness model has brought poor testing practices out in the open
and communicated to employers that some testing practices are fair and valid
but that selection procedures that fail to meet basic professional standards and
lead to the rejection of disproportionate numbers of protected class members
are not acceptable. Another benefit to the employers and to society is the
increase in the amount and level of employment of talented minorities and
women who, without the benefit of fair employment legislation, would have
continued to work in lower level jobs where their abilities would be wasted or
remain unemployed and thus a drain on the welfare system.

At the same time this adversarial expert witness model has created a
climate which has not always served the best interest of psychology nor the
application of sound testing procedures. Just a few of the negative resulis of
the adversarial expert witness model are discussed here.

First of all, there has been the spectacle of two psychologists looking at the
same or similar data and coming to contradictory conclusions. The results in
many cases have been a4 communication to the legal system and society in
general that professional standards for sound testing practices are nebulous
and ili defined.

Second, the cost and sometimes inordinate delays in bringing the cases to a
conclusion have led to a denial of justice to those who have been discriminated
against, large back pay tlaims against employees, and legal fees and other
costs for both partics. The authors see the merit in the benefits of the adversar-
jal method and wish them to continue, but also wish to point out a negative
by-product of unfounded discrimination suits and the defense of unprofes-
sional selection procedures.

While responsible agéncies such as the EEOC, the Department of Justice,
and civil rights organizations do not usually take unfounded suits to coust,
there are individuals along with their attorneys who attempt such a court
action. The size of damages paid to successful plaintiffs, including back pay,
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as well as the prospect of employment or promotion or legal fees, has some-
times led to frivolous suits.

An Alternative to the Adversarial Expert Witness Model:

Over the past decade the present anthors have observed and participated in
a number of applications of an alternative expert witness model which has a
number of benefits and appears to be growing in its frequency of use. It began,
to the best of our knowledge, as a result of an order by the Appellate Court in a
St.Louis legal case (Firefighters Institute for Racial Equality FIR.E.) et al. v.
City of St. Louis. 549 F.2d 506 (8th Cir.). Cert. denied. 434 U S. 819, 1977).

The case focused on the city’s failure to develop a procedure which would
comply with existing legal standards for promoting fire fighters to the rank of
Fire Captain. A number of court decisions had been made in the case over a six
or seven year period. The results were that the Fire Department still did not
have a promotion procedure which would, as one judge put it, “pass muster.”

During the earlier litigation (1974-1979) the adversarial expert witness
model had been played out repeatedly. At one point after the §th Circuit Court
of Appeals had again overturned the District Court’s upholding of the city’s
promotion procedures, the District Court judge called the parties into his
chambers along with their respective expert witnesses.

He instructed the expert witnesses to meet without lawyers and to “come up
with a system with which all of the expert witnesses were satisfied and could
agree 0. This was to be done “before the process was implemented.” Al-
though there was some initial resistance to the arrangement, the committee
was formed and subscquently labeled the “Test Expert Committee (TEC).”
TEC was chaired by the testing specialist for the City and included repre-
sentatives of all the parties in the suit, the Department of Justice, the Union,
and F.LR.E., which was the group representing Afro American (Fire Institution

For Racial Equity). Each litigant was represented by a selection expert whom
they selected.

Implementation Of The Collaborative Expert Model
The Context

. Tl_lc City of St. Louis, like many other large cities, had a history of racial
dlscgmination in the promotion and assignment of personnel within the fire
service, All black fire houses, all white fire houses, and a total of four of the
1_94 fire captains being black in 1974, in a city where 38% of the city popula-
tion was black-—were just a few of the more dramatic indications of racial
chscqrpmation. As the fire stations became integrated, the result of the above
conditions was a great deal of frustration in the fire houses which by the nature
of close quarters in which they lived and worked, led to the development of
substantial racial tension. Added to this sityation was the perception by the
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black fire fighters that the department’s promotional exam was part of th
department’s continued effort to keep black fire fighters in a subordinate rol
This was matched by the white fire fighters’ perception that the black fire-
fighters’ efforts to have the exam declared invalid by the court would requir
that the department promote 2 quota of black fire fighters.

When the City sought to establish a promotional selection system 10 th
rank of Fire Captain without including the assessment center recommended b

from using the promotion list which was based on the “flawed process,
mainly a multi-choice test of job knowledge (Firefighters Institute. Etc. v. Ciry.
of St. Louis. 549 F.2d 506 (8th Cir.). Cert. denied. 434 U.S. 819, 1977). This.
phase also included a number of subsequent attempts by the City 0 solve the
problem using internal resources (1974-1979).

The Solution

The Adversarial Phase. Tn 1973, prior to the utilization of what will be
labeled the collaborative model, the City had hired psychologists o conduct
Job analyses and develop valid selection systems for a variety of positions in -
the city, but particularly positions in the fire services. :

The Collaborative Phase. In this specific situation the four test experts,
which included three /O psychologists and a retired Fire Executive from .
another city cut together a comprehensive selection system. All of the mem.-
bers of the Test Expert Committee (TEC) approved of the process they created
before it was implemented. :

Each member had the opportunity to voice his opposition or support o
each component of the process or the system as a whole. Over a period of
year or more the TEC developed and agreed spon a promotional process
which was implemented. The total system had no adverse impact and the St
Louis Fire Department continues to use the process on their own,

The collaborative model can be structured in two ways. The first is the
assigned collaborative model. In this model cach expert represents one litigant
or party (e.g., The Justice Department, ¢tc.). In the non-assigned collaborative
model the experts do not represent any specific litigant or party. Under the
non-assigned model, a number of selection specialists or experts are agreed |
upon by all of the litigants (¢.g., the Union, Blacks, Hispanics, females, etc.)
All litigants agree to adhere to the recommended promotion/sclection process
and the results it produces.
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> -Table 1
- The Strengths and Weaknesses of the Adversarial and Cooperative Fxpert

Models
ADVERSARIAL
Swengths Weaknesses
— The plaintiffs get their day in court- Time wasted
~The defendants get their day in court — Money wasted
—The procedure fits within the existing— Probability of success sometimes
culture of the law  limited
— The spectacle of two psychologists
coming up with diametrically opposed
conclusions on the same data
— The impediment to trying something
new *
— More susceptible to a real challenge
COLLABORATIVE
Strengihs Weaknesses
— Both plaintiff and defendant have their— There are no guaraniees that experts
representalive in the creation process  will agree
and the resultant drop in complaints— Legal challenges can slow down the
by the candidate process
— Each expert brings a specizlity to the
process as well as the right to challenge the
other expert.
—Less likely to be challenged
— Redirects funds that would be spent on
litigation to improving faimess and validity
of the selection procedures
— Saves money
— More acceptance by all parties

*When a selection or promotion system is being developed with the plaintiff’s attomey and test
expert looking for reasons to overtum the process, the existing work climate focuses on “sticking
to the use of proven procedures and avoiding the inclusion of any selection compliments which
have not been used in the past even though they have the potential of adding validity to the selec-
tion system.”

Since the completion of the project in St. Louis, the authors have partici-
pated individually or as part of similar committees in other jurisdictions from
New Jersey to San Francisco. The nature of the relationship with the employer
ranged from the active cooperation and participation at the test development
level experienced in St. Louis, to significant lack of involvement and resis-
tance by the employing jurisdiction. In other cases, representatives of the
employing agencies participated by providing access to personnel and admin-
isicring the tests, but had varying involvement in the development process. In
one case, the employing agency has refused to participate in the administration
of the tests presenting almost insurmountable difficulties for the test experts
who are likely to be from out of town, and have no access to the resources
needed for mass administrations of the tests.
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The most successful application of the procedure requires the participation
of the cmployer. When it is cooperative, they can expedite the process and
help to gain the active participation of Subject Matter Experts and supervisors,
and those who will be taking the test.

Furthermore, in those sitwations in which the personnel of the employing
agency took no part, it is almost certain that the failure to develop the neces-
sary skills in a serics or just one internal employee(s) means that the agency
will not be able to replicate, much less improve on, the process developed by
the external test experts the next time a selection or promotion process is
required. A benefit of the collaborative mode is continuity in future cxamina-
tions as described above, Each litigant’s expert has approved this system. It is
likely that they will accept the system in the future,

A potential problem with both models is the Iack of good faith by one or
more of the parties. This problem can take the form of a superficial willingness
to participate in the cooperative expert witness model. The problem arises
when one or more parties begin withholding resources needed by the TEC.

For example, in one city the authors were denied local manpower to run
routine job analysis interviews. This obstructionistic behavior is an annoyance
and is nsed by some parties as an indication that the cooperative model is not
working.

The above problem appears to be more likely when you are using a non-as- -
signed cooperative model. Under this arrangement, the individual experis
functioned as a group and had no special tie with one litigant as opposed to
another. When an assigned cooperative model is used, the obstructionistic
tactics can be tied to one or more partics and dealt with more directly, When a
non-assigned model is used this is more difficult. ;

One other problem which could come up but has not done so to this date is -
the failure of the experts to agree on a given point even after attempts at.
resolving the differences in their professional judgement.

Summary

The role of a test expert has been filled largely by /O psychologists for:
more than twenty-five years. The more traditional adversarial expert wimess®
model has achieved some success but has on some occasions resulted in:
organizations, individnals, and agencies receiving less than the most effectiv
useful, and valid predictor system. In addition, attorneys’ fees and consultants™:
fees and the time consumed by each have been much larger than they need to’
be.

The Collaborative Expert Model can be used in a proactive way in some:.
cases when there is mistrust among potential litigants of the (esting situatio
This model merits consideration in the type of testing sitations such as th
one just mentioned. The benefits of the collaborative method have been de-
scribed in the article. One benefit bears repeating. In the past the collaborative:

56

gffort has occurred as a result of litigation. When the collaborative method has
been applied it has frequently resulted in the elimination of future kitigation.

In fact, although it has not yet occurred (to the author’s knowledge) there is
the possibility that porential litigants could proactively adopt the collaborative
model and avoid litigation altogether. More specifically there are some situ-
ations in which there is suspicion and great mistrust between the employer and
ong or more groups representing the employees. Under such circumstances the
empioying organization and the potential plaintiff (¢.g. minority group, female
group, union, eic.) may wish to either a) have the test expert selected by a joint
committee made up of members of both potential litigants or b) have each of
the above parties select their own expert. While such an arrangement may
seem expensive to some readers, relative to the cost of expensive court costs
and work delays as well as having officers act at a higher rank in the police
safety setting (an arrangement not liked by fire and police officers) the cost
may be low.

In some of these situations expensive court actions can be avoided by a
proactive choice to select a group of experts representing the interests of the
litigants before the process is developed and implemented. More specifically
many situations exist in which there is a history of mistrust on the part of
employees and a number of employee representative groups regarding the
employer’s promotion policies. In those situations where that supervision has
grown to such proportions that a cosily legal battle appears inevitable, the
collaborative model may have both: 1} the potential 1o avoid a costly and bitter
legal battle and 2) generate credibility in the employer’s promotion system, In
such sitnations, management’s selection of an outside test expert may not be a
sufficient response to the previously mentioned historic distrust by the em-
ployees of the employer’s good intentions. These feelings are represented in
such phrases as “If the test expert is selected and paid for by management, then
s/he is going to be predisposed to place management’s interest over the em-
ployee’s interest, in developing the promotion system.”

Under these conditions, the employee group could be asked to select their
own qualified test specialist. Both specialists should be agrecable to both
management and the employees. The charge to the two test specialists is
simply to develop a viable selection/promotion process that meets the stan-
dards Iaid out in such documents as, The Standards. The Principles and The
Uniform Guidelines. While hiring two experts may appear expensive, the
authors submit that in most cases it would be a fraction of the cost involved in
time, money and better morale which would be generated by the altemative, a
protracted legal battle.

While all of the authors’ experiences with the collaborative model have
been in the public employment sector and it is more likely to occur there, no
impediment exists for such a model succeeding under similar conditions in the
private employer sector.
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Fair employment testing was born as a result, in part, of misuses of tests
This was mentioned in the beginning of this article. After more than twenty
five years of litigating Title VII, implementation of the collaborative model :
could be an initial step toward increasing the role which testing specialists |
play in an organization’s use of employment testing. This could also become
an occasion for the reduced need for legal action in the overall field of -
selection and promotion within organizations. When the working climate . |
changed there was a drop in the perceived need for unions. It is hypothesized |
that the employment testing arena is undergoing a change which may require - |
fewer efforts by attorneys in the overall field of fair employment.
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HISTORY OF 1/0 PSYCHOLOGY AT NYU"®

Raymond A. Katzell*
New York University

The inception of the doctoral program in Industrial and Organizational

Psychology at New York University can be traced to the appointment of
Douglas H. Fryer as Assistant Professor of Psychology in 1924. Fryer had
taken his PhD at Clark University in 1921, where he was exposed to the
pragmatic ideas of G. Stanley Hall and James Baird. His applied inclinations
had been fostered by a stint in the Army’s Morale Branch during WWL His
first post-doctoral position was as a vocational counselor with the Brooklyn
YMCA, from where he moved to the University of Utah before coming to
NYU.
For NYU, as at other universities at the time, the term “program” would be
rather grandiose. There were no “programs” in IfO psychology, or indeed in
any branch of the field, prior to WWIL Graduate education in the liberal arts
and sciences was pretty much an add-on to the main business of educating
undergraduates. Few psychology faculties had more than 10 members, and in
many places they were still attached to the department of philosophy. All
doctoral students in a department studied basically the same curriculum, typi-
cally composed of a meager menu of seminars. To the extent that there was
specialization, it was afforded mainly by one’s research and dissertation top-
ics, which in turn depended on the professor under whose wing the stident
chose (or was assigned) to work.

Fryer’s proclivities toward applied psychology for the first years after arriv-
ing at NYU were channeled mainly into his research and writing, which
incloded the landmark book, The Measurement of Interests (Fryer, 1931).
When Edwin R. Henry joined the NYU faculty in 1931, after receiving his
PhD from Ohio State, the two formed a nucleus around which graduate stu-
dents with applied interests could gather. Rensis Likert also joined the depart-
ment about that time, but went into industry after a couple of years. Joseph V.
Hanna was another member of the faculty with related inlerests; principally a
vocational psychologist, he was co-author with V. E. Fisher of a pioneering
book entitled The Dissatisfied Worker (Fisher & Hanna, 1931). Doctoral spe-
cialization was still provided mainly via research and dissertation work, as
formal graduate courses in I/O psychology were not offered until after WWIIL

NYU’s pre-WWII graduate students who went on to careers in industrial
psychology included Sydney Roslow (PhD, 1935), Alfred J. Marrow (PhD,
1937), Milton L. Blum (PhD, 1940), Matthew J. Murphy (PhD, 1940), and
Raymond A. Katzell (PhD, 1943). With the exception of Murphy, all had
completed their dissertation under Fryer.

Fryer played another noteworthy role in the history of our field. Incredible
as it may seem today, in the decades preceding WWII, psychology as a field
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and a profession was dominated by academic “pure” psychologists. They
controlled APA and regional associations, shaped the curricula and faculties of
psychology departments, and determined the careers of their graduates. Fryer
provided leadership to applied psychologists—a small fraction of the total—
who chafed under those strictures (National Committee, 1937). Their rebellion
culminated in the formation in 1938 of the American Association for Applied
Psychology (AAAP), of which Fryer was elected the first president. To accom-
modate the diverse interests of applied psychologists climical, counseling, and
educational as well as I/O—AAAP devised a divisional structure which served

as the framework adopted by APA when the two socicties merged in 1947,

Interestingly, the more recent rebellion against APA, which led to the foundin Iy
of the American Psychological Society, is a manifestation of the reversal of
dominance between “scientific™ and “practitioner” factions, The tensions be-

tween Division 14 and APA, reflected in the former’s incorporation as the | |
Society for Industrial and Organizational Psychology, may be attributable in -

part to similar causes.

Graduate education in psychology at NYU was much curtailed during '

WWIL, since many of the students went into war-related pursuits, as did Fryer
and Henry, ioo. Their edited 2-volume Handbook of Applied Psychology

(Fryer & Henry, 1950) initiated about 1940, therefore was not published until

after the War.

One of the aftermaths of the. War was the explosive growth of higher
education generally, and psychology in particular. Graduate education in psy-
chology likewise prospered, abeited by funds provided by various agencies,
including the Veterans Administration and especially the National Tnstitutes of
Mental. Health. The latier adopted the policy of providing doctoral training
grants not to psychology departments in general, but rather to certain desig-

nated specialty areas. These crystallized in “programs” as we know them

today.

In graduate departments of psychology, specialty arcas like /O that were
not supported by training grants also began to be called “programs.” That was
the case at NYU when Fryer returned there in 1946. The number of graduoate
students interested in the field increased markedly, as its visibility had become
brighter as a result of military applications. J. N. Farr Jjoined the psychology
faculty soon thereafter, and devoted part of his time to the burgeoning I/O
program. However, much of the graduate instruction in /O psychology during
the late 1940’s and ecarly 1950’s was provided by adjunct professors drawn
mostly from the New York branch of the Adjutant General’s Office (AGO) and
the consulting firm of Richardson, Bellows, Henry and Co, (RBH). Those
adjunct faculty members included Robert Whemy, Harold Edgerton, Raymond
Katzell, and Edwin Henry, whose post-war career had been re-directed into
full-time employment in government and industry.
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Fryer, who had been consulting with RBH during that period, resigned his
tenured position at NYU in 1952 in order to accept full-time ermployment with
that firm. For the next few years, the /O faculty at NYU consisted of Farr plus
various adjunct faculty, including the part-time services of Fryer. In 1957, after
Farr had left to become a consultant, NYU decided to re-staff its /O program
with full-time faculty. Katzell, who had served on NYU’s adjunct staff while at
RBH, and who carlicr had been at AGO, the University of Tennessee and
Syracuse University, accepied NYU’s offer of a professorship, with the man-
date of re-building the I/O program. In the following few years, Richard S.
Barrett, Joseph Weitz, Abraham K. Korman, James J. Kirkpatrick, and Robert
B. Ewen were added to the faculty, partly supported by “soft money™ supplied
by research grants. For example, Kirkpatrick, Ewen, Barrett and Katzell
(1968) were engaged in cne of the earliest investigations of differential valid-
ity and fairness of employment tests on the basis of a grant from the Ford
Foundation.

Weitz’s untimely death and the departure of others created staff vacancies
in the 1970°s that were filled by JanP. Wijting, Samuel Shiflett, Karen Lyness
and John K. Kennedy. Katzell, who had reduced his involvement in the pro-
gram while serving as head of the psychology department from 1963 o 1972,
resumed the role of I/C doctoral program coordinator that had been filled by
Weiiz. Attrition during the following decade created opportanities for the
appoiniment of Madeline Heilman, Richard Guzzo, and Kevin Murphy. As
Katzell phased into emeritus status, Heilman was appointed program coordi-
nator. In addition to Heilman and Katzell, the I/O faculty currently includes
Richard Campbell, Susan Jackson, Loriann Roberson, and Jeffrey Vancouver.
In addition, Donna Thompson and James Austin had temporary appointments
in recent years.

Starting in the 50°s, NYU was among the earliest /O progtams to build a
formal one-year internship into its doctoral curriculum. The New York City
environs provided fertile ground for internship sites that could furnish supervi-
sion by bona fide 1/O psychologists. Among the first of these were AT&T,
IBM, Metropolitan Life, Prudential Insurance, Citicorp, and Standard Oil of
New Jersey, to be supplemented over the years by a number of others. Most
students, in addition to their paid internship, also obtained experience and
financial support by serving as research or teaching assistants.

So, what had started prior to WWII as a concentration in J/O psychology
defined essentially by a doctoral student’s apprenticeship under one or two
industrially oriented professors, two decades later evolved into a rich curricu-
lum featuring work under several /O mentors, an internship, and a set of
courses and seminars on such special subjects as personnel assessment, train-
ing, work attitudes and motivation, organizational psychology, and profes-
sional practices, in addition to courses in related subjects like statistics, re-
search design, personality, social psychology, etc.
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It is of historical interest to note that, although not specifically I/O psychol-
ogy, there have also existed at NYU several related programs centered in units
outside of the psychology department. The School of Business Administration

has offered doctoral work in organizational bebavior since the early '60's;

current members of its doctoral faculty include Richard Freedman, Zur
Shapira, Randall Schuler, William Starbuck, Steven Stampf, and Dale Zand,
At the School of Education, doctoral training has long been offered in various
fields of applied psychology, and some of their graduates eventually pursued

careers in the /O field. Training and research in human factors was conducted

under the auspices of the School of Engineering for some 20 years following
WWIL

As we have seen, by WWII NYU’s output of PhD’s in 1/O psychology had
totaled a mere 5 (quantitatively speaking, of course). Between 1945 and 1959,

during what we may call the middle period, twice that number was graduated. '

Between 1960 and 1990, the number escalated to 85 additional PhD’s, for a
grand total of an even 100, Their dissertations have enriched the literature on
virtnally every aspect of I/O psychology, and have included receipt of SIOP’s

S. Rains Wallace award and honorable mentions. Alumni have gone on o

noteworthy careers in academia, industry, government, and consulting. The
faculty’s research, writing, consulting, and participation in professional affairs,

in addition to the training of students, have contributed significantly to the
science and practice of /O psychology, and thereby to the welfare of society.
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A Conversation with C. H. Lawshe

Craig J. Russell
Purdue University

I recently had the pleasure of spending some time with Dr. C. H. Lawshe,
Professor Emeritus, Department of Psychology, Purdue University, and pést
president of SIOP. Dr. Lawshe received his Ph.D. in psychology from Purdue
University in June of 1940 under the guidance of Dr. Joseph Tiffin. His
doctoral thesis, titled Psychological studies of some factors related to driving
speed on highways and funded by the Indiana State Highway Commission,
launched him into a carcer path characterized by alternate periods of re-
search/teaching and practice in applied psychology. As in my earlier conversa-
tion with Dr. Morris Viteles (TIP, February, 1991), I became fascinated with
the different ways in which Dr. Lawshe applied his training and with the many
influences that shaped those applications.

Dr. Lawshe’s career is best described in four stages. His pre-doctoral stage
lasted from his receipt of a bachelors degree from Purdue in 1929 to receipt of
his Ph.D. and first postsecondary education academic appointment in 1941,
During this period Dr. Lawshe was first employed as a motion picture theater
manager. This ended quickly as the economic effects of the depression caught
up with Logansport, Indiana. Unable to find employment, he and his bride
were forced by necessity to move in with his parents while he attended two
tcnns at Marion College (now Indiana Wesleyan) to earn his teacher’s license.
From 1931 to 1941 Dr. Lawshe taught in Indiana high schools, while complet-
ing a master’s degree in education (and two additional summers) at the Uni-
versity of Michigan during the summers. The master’s degree enabled him to
move into administration as a high school principal. While the major focus of
Dr. Lawshe’s efforts during this period revolved around economic security, he
became interested in pursuing a Ph.D. At the age of 30 he quit his position as
an English and journalism teacher at Evansville’s Bosse High School in hopes
o_f obtaining an appointment as the University of Michigan that would permit
hirfn to pursue his doctorate (while the Michigan faculty were encouraging, no
promises had been made). Stopping at his in-laws in West Lafayette, he
walked over to the University o visit with a former English professor and

- leatned of Dr. F._B. Knight’s arrival from the University of Towa to head the
- mewly created Division of Education and Applied Psychology. After a chat

with Dr. Knight, the then future Dr. Lawshe came out with an appointment

- and aborted his doctoral career at the Untiversity of Michigan before it began,
: Dr. Lawshe was assigned to Dr. Tiffin and finished his dissertation during the
1939-40 school year which he spent as the principal of a rades school—the

Mechanic Arts School in Evangville, Indiana.
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Dr. Lawshe accepted a visiting professorship in Purdue’s Division of Edu-
cation and Applied Psychology in 1941, where he entered the second stage of
his career performing scholarly rescarch and teaching. Starting with the five
published articles he generated out of his dissertation, Dr. Lawshe generated
68 rtefereed journal articles during’ this period, was advisor to 49 doctoral
degree recipients in the department (and many more master’s degree recipi-
ents), authored or coauthored 10 books, and served as president of SIOP in
1958. One of his early students, Robert Guion, also has served as SIOP
president. After three successive one year appointments, Dr. Lawshe was
appointed to a continuing position.

It would be difficulf if not impossible for me to summarize Dr, Lawshe’s
experiences during this period. I have learned that no matter how structured
and consistent one’s questions are, the influences on early /O psychologists
{i.e., the depression, World War II, etc.) were so diverse that any attempts at
post hoc interpretation sound lame. Fortunately, at Dr. Paul Thayer’s request,

Dr. Lawshe has recently written an autobiography that includes a retrospective
on what he learned from his experience about the making of a good applied
psychologist. He has given me permission to reprint it below:

“What makes a good applied psychologisi? I can not answer the question in a generic sense. [
think I can answer the guestion, “What made me a good applied psychologist? In addition to a
good grounding in general psychology, seven characterisiics come to mind.

.p ich level of | coupitive ahil

e This is a given, Anyonie who is going to deal with psychological constructs must be able 10
function at a high levél of abstraction. But, thete are many many people who have this and
who are not good applied psychologists.

® lnderstanding the world of work.

® There is a pedagogical adage: A person can not teach that which he does not know. S0, a
person must know psychology, but he must also know industry. This is one place where I
have bad a great advantage over many people.

® THere, I have had a gréat advantage. The greater the breadth of one’s exposure, the more he
is able to develop a system of values that help him say, *This is enimportant.” The narrower
the track which he pursues, the more important tnimportant things seem.

o Writing clearly and cdnci

® Someone once said, *There is no such thing as unclear writing; it is unclear thinking.’ I've
always believed that if one can think clearly and logically, he can write clearly.

Since my first job, persistence has been my trademark. First of all, I don’t undertake

everything. I subscribe to the doctrine of the possible. When I undertake something, I stay

with it until it is finished. Much of what I have accomplished is the product of dogged

persistence.
¢ Practicing good work habits.
All any of us have is time. If we fritter it away, we never recover il. Time management has
been my forte. This involves the effective use of secretaries and others to do what they can
do as well (or better) than T can. This, of course, involves training and delegation, some-
thing that most individnal contributors generally do very poorly.

® Willingness to work on someone glse’s problem.
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® mmem s0 i;rlnncrsed in their own agendas that they can not, truly accept another’s
N y are always thinking, ‘Gee, this is a good plac t,o X is,’

regardless of whether or not it is relevant 1o the problfm. ’I]fey :;.nd t:eslte:; lll_YPOlhesls.
pathways of confusion and obfuscation.” . et down

One ane_tcdotc mentioned by Dr. Lawshe was a i
himself write clearly and concisely. After completjngza (rfgu::ﬂ;ieﬁet;:e%g
have a semtior _doctoral student sit and read the manuscript out lo;d to hfl
Pauses, hesitation, and/or outright confusion were ready indicators of uncllm‘
passages. Our more cognitively oriented colleagues might recognize this a an
early form of protocol analysis, attempting to capture the cognitive ooy
of ﬁungg%e reviewer population! processes
he third stage of Dr. Lawshe’s carcer inv i
administration of Purdue University. The presi(c)lgido? gﬁ;ﬁcm[t;:ﬁii;pp?r
1958 a:sked Dr. Lawshe to assume responsibility for all on-campus cominty' "
education and the four branch campus’, then called “extension centers ”man
Lawshe 1_nade the break complete, never attending another APA meetin. d
not entering the psychology building for a full five year period. He felt ﬂigaan
courlg (i(,)a on?l or the other, but not both, well. . ’ Hhe
- Lawshe’s prior managerial experience includ i i
ter and t‘\‘vo stints”as a high school pll')incipal. Many g? gal?:\ilgbze?‘?e‘g;i?g;
fa:culty self?cted for administrative positions for reasons that are at best
g1ﬁ.10}11t to discern. Many of us have had to live with the performance of th .
md,nr}fiual,s for a long time. As Dr. Lawshe states, most academic adn:)ini tize
tor s don t'know diddly poop about management.” Dr. Lawshe’s prior mS i
gerial experience séems to have served him well—by all accounts l;mxs 16 cans
g;v,_.a top level academic administrator was one of the refreshing éxcepﬁoflzag
! 1S trend. When .asked why he made this transition, Dr. Lawshe explains that
e wan@ to sec if the stuff he had been teaching all those years really worked
Dl.lrll'lg thlls Pen'od the branch campuses became free-standin ; de co.
grantmg IIlStltu.[lOllS. The faculty increased by almost 500% whileg ,the main
;a;:;uii cxtens:](i)(rll p;logram served over 88,000 adults durh,ig his last l;]ez::
. gures hide the substantial effort i i ild a
stand alone f:urriculum that was not just a ggdu:fgro[?gr:;l lt(:) ?hiar?alitg,c:rl:lﬂd 3
bfanch out mnto new markets addressing the graduate training needs of I;ums,
ga;}irgli g)r‘(;t;:t;sg;;);zls, and ovegee land acquisition and 58 million dollars 11;
s on new facilities. During this period Dr.
;:;er;:;‘?; tﬁ;;i;zeloprgint of a new undergradiats Sgl?ool o]f)rTeI;lz:r‘:)Sll:)eg;l gr(:
. 8, acling as its Dean until being appointed one of the fi
Vice-Presidents of the Untversity in 1966 Probab% ing of this perind
B his e B _ i 6. Probably most telling of this period
25 colloge o deeﬁfs l.ns subordinates during this period went on to accept posts
The fourth stage of Dr. Lawshe’s carcer was initiated in 1974 when h
rflt:icedl to retire from Purdue at age 66. Pushed by renewed interest in peis‘:)’f
seicction due to the EEQC, Dr. Lawshe became emersed in his original
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field of study. For the past sixtcen years Dr. Lawshe has been actively in-
volved in a consulting practice developing and evaluating selection programs,
He walked me through the key points in his Technical Report #132 in which
he developed and evaluated a selection system targeting entry level industrial

employees at a Fortune 100 firm. He currently has a number of proposals

under consideration—I don’t imagine him slowing down any time soOn.

Dr. Lawshe’s most pointed observations regarding current selection prac- '

tice involve the large shifts in the composition of indusirial labor markets and
their effect on selection systems. The vast majority of high school graduates in
this country now obtain some college education and enter carcers in service
and quasi-professional roles. This was not true as recently as thirty years ago,

when most high school graduates (and the larger percentage of nonhigh school .
graduates) went into biue collar industrial positions. Indeed, this shift in labor -
markets encouraged the U.S. Department of Labor to drop the terms “blue

collar” and “white collar” from its official publications in the mid-1980’s.

This change in labor force composition has been directly felt in job design.
Regardless, as job designs evolve to reflect the gkill pool composition, selec-
tion systems must change. These changes involve more than simply lowering
the cut score on some general cognitive skills test. Tests targeting specific.
skills such as reading technical manuals, performing problems in selected
domains of elementary mathematics, etc. need to be developed to meet this
change in the applicant pools skill profile. Dr. Lawshe particularly appreci-
ated hearing about Tom Trent's recent finding that, for at least one applicant.
pool faced by the Navy, capacity to detect demand characteristics in a biodata;

test and alter the response in the “correct” manner was a very accurate predic-.
tor of performance—in effect, the biodata test was being co-opted into a;
cognitive skills test with a very low cut score by the nature of the Navy's:

applicant pool (Trent, Atwater, & Abrahams, 1986; Trent, 1987). _
In addition to his consulting activities, Dr. Lawshe has resumed writing for
scholarly journals. Most of us involved in selection research are well aware of
his 1975 Personnel Psychology article entitled “A quantitative approach 1o
content validity.” Fis:recent focus has been on inferences drawn from tests
(Lawshe, 1985) and faimess in employee selection (Lawshe, 1983, 1987).
Finally, by the time this article appears, Dr. Lawshe will have received the
Professional Practice. Award at the 1991 SIOP meetings in St. Louis. His
performance in the roles of scholar, teacher, practitioner, and consultant during
his career make this award well deserved. Again, as with my conversation with
Dr. Viteles, the viability of alternate carcer paths was made much more salient.
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Harold E. Burtt

1890-1991
Harold E. Burtt, a pioneer in industrial psychology, died on August 15
1991 at the age of 101. He is survived by his son, Benjamin P. Burtt, Erneritu:;
Professor of Chemistry, Syracuse University, and his grandson, Ben Burtt, Jr.,
winner of four Academy Awards for sound design for Spielberg films, ’

Born April 26, 1890 in Haverhill, Massachusetts, he received a B.A. from

Dartryouth College in 1911. Burtt took his first psychology course with Walter
V. Bingham, deciding then that teaching would be his career. He received his
AM. (1913} and Ph.D. (1915) from Harvard, where his lab partner was Sidney
L. Pressey. In his view, Hugo Munsterberg was his mentor at Harvard, as he
worked extensively with him. Officially, (and unwillingly) he was assigned to
H.S: Langfeld, and completed his dissertation under him. He was an instructor
at.Slmmfms College and Harvard from 1915-17, and served in the U.S. Army
Air Service in 1918. In 1919, he went to Ohio State, and served as an Instruc-
tor from 1919-1921, Assistant Professor from 1921-23, and as Professor from
1923—§O. He was Chair of the Psychology Department from 1938-1960, when
he retired, and in that role was responsible for much of its growth.

Burit’s scholarly interests ranged wide, as did his interest in life. He is best
known for his contributions to industrial psychology, primarily through his
books I"rinciples of Employment Psychology (1926/1942). Psychology and
Indus_mal Efficiency (1929), and Applied Psychology (1948/1957). He also
(.:ontnbuted to consumer and forensic psychology with Psychology of Advertis-
ing (1938), and Legal Psychology (1931), and to aviation psychology through
his research (Burtt, 1918), and as the first chair of the APA Commitiee on
Psyc_holog-ical Problems of Aviation. Less well known is his book Psychology
of Birds (1967). Finally, readers might remember his study of his son’s mem-
ory of Greek passages from Sophocles read to him between ages 15 months
and 3 years of age, and releamed at age 8 1/2 years along with unfamiliar
passages of similar difficulty (Burtt, 1932).

He t.aught thronghout his career, including the 22 years he was Chair.
According to Wherry, he supervised 28 M.A. and 30 Ph.D. students, including
four who later became presidents of SIQP: Carroll I. Shartle, Edwin A. Fleish-
man, Donald L.. Grant and Paul W. Thayer. We could find only 28, and believe
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Burtt may have “signed off” on two others to yield Wherry’s figure. (Table 1
gives our complete list.) One of his doctoral students was Frank Stanton, later
president of CBS. The affection with which many students held him is best
illustrated by Stanton’s message to him ¢n his 100th birthday, “During our
days at OSU you were teacher and friend. You enriched our lives and we are
forever grateful for your wise counsel and caring help.” Ruth and Frank
Stanton then presented Burit with a special birthday gift, a $1.25 miflion
endowment to fund the Harold E. Burtt Chair in Industrial Psychology.

As noted by Austin (in press), the graduate program stressed a solid base of
general psychology with relatively few specialty courses in I/O. Along with
Shartle, Toops, and Wherry, Burtt turned out a large number of pcople who
had an impact in industry, government, military, consulting, and/or academic
sites. In addition to those mentioned above, they include: D.G. Paterson,
Harold Edgerton, Bob Whernry, Sr., Ed Henry, Roger Bellows, Ralph Stogdill,
Bob and Evelyn Perloff, Al Glickman, Lorie Eyde, Richard Gaylord, Leonard
Gordon, Ben Winer, Jack Bartlett, Jon Bentz, Gary Brumback, Dick Campbell,
Ralph Canter, and Sid Gael.

During the 22 years that he headed the Psychology Department, the number
of faculty and graduate programs grew rapidly. Both basic and applied psy-
chology thrived under his leadership, and a number of noted scholars served
on the faculty. Experimental psychologists included Don Campbell, Floyd
Dockeray, Samuel Renshaw, Willard Valentine, Delos Wickens, and Don
Meyer. Applied psychologists included Harold Edgerton, Paul Fitts, George
Kelly, Frank Robinson, Julian Rotter, Sidney Pressey, Cal Shartle, Ralph Stog-
dill, Herbert Toops and Bob Wherry, Sr. It is a tribate to his administrative and
interpersonal skills that he kept together a diverse faculty with so many
“stars.” While friction often existed, Burtt was able to control it with patience,
skillfel delegation, and the ability to distingnish between real and imagined
crises.

He was athletic. believing that people should spend some time each day
“doing something with their larger musculature” (Burtt, 1956). He frequently
whipped younger faculty in indoor handball, but his favorite sport was polo.
Indeed, he was coach of the first year ROTC polo team until they mechanized
the cavalry unit,

Burtt was also a naturalist. His study of birds began years before his
retirement with small backyard traps, using colored plastic bands in addition to
metal ones of the U.S. Wildlife Service. By using the different colors, he was
able 1o identify individual birds at a distance, and kept a special record of the
behaviors of ¢ach. There, and at a larger trap, he banded 164,054 birds.

He made contributions to organized psychology, being one of several
prominent applied psychologists who founded the Association for the ad-
vancement of Applied Psychology in 1938. He was the first president of its
Industrial Section. He was a member of AAAP and a Fellow of APA, While
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not active in such organizations after World War II, he encouraged member-
ship and active participation of faculty and students.

Through his books, research (especially in advertising) and his students, he
helped shape several areas of applied psychology. Although his name is less
well known among younger applied psychologists, older ones in consumer,
engineering, industrial and organizational, and legal psychology are aware of
his contributions. His research was sophisticated and ingenious, and included
early attempts o sclect aviators, 10 detect lies and other forms of deception, to
enhance advertising effectiveness, to avoid copyright/rademark infringement,
and to improve street lighting, employment testing and many factors contribut-
ing to industrial efficiency. He will be remembered by faculty, students and
friends as an extraordinary person who gave much to psychology.

Paul W. Thayer, North Carolina State University
James T. Austin, Ohio State University
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Table 1: Doctoral Students of Harold E. Burtt

Year Graduated Name

1927 L. A. Thompson 1942 C. C. Gibbons
1930 H. V. Gaskill 1946 E Y. Billingslea
1931 T. W. Forbes 1948 T. C. Karlowski
1931 1.C. Ringwald 1948 1. M. Latimer
1933 S.E. Haven 1948 K.F, Thomson
1933 J. G. Ross 1949 J. T. Bair

1933 C. L. Sharile 1951 E. A_ Fleishman
1935 F. N. Stanton 1951 I L.Parris
1938 E K. Bemien 1952 A. 8. Glickman
1940 G. A. Wallar 1952 D. L. Grant
1941 J. H. Rapparlie 1952 E.F. Harris
1941 T. R. Sarbin 1952 J.F. Michael
1942 H. A. Copeland 1954 P.W. Thayer
1942 R. P. Fischer 1955 W. E. Jaynes
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MANAGEMENT

by
Marshall Sashkin and Kenneth J. Kiser

Just published, this is the first book to make the
concepts of total quality management accessible to the
reader who is unfamiliar with TQM. At the same
time, through its extensive technical annotations,
references, and explanations, Total Quality Management
provides an important resource for those who are
expert or deeply involved with TQM applications.
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Adding Business Value ©
Through Human Resources ...

Managing The Paradoxes

The Human Resource Planning Society

1992 Annual Conference, March 29 — April 1
Marriott's Harbor Beach Hotel

Ft. Lauderdale, Florida

The message of The Human Resource Planning Society’s 1992
Annual Conference is simple: for human resource professionals to
add business value they must honor their past while anticipating
their future. They must learn to deal with paradoxes.

Conference *92 will deal with paradoxes such as making culture
change while maintaining continuity of management thought . .
enhancing career development while reducing promotional oppor-
tunities . . benchmarking best current HR practices while encourag-
ing innovative new ideas . . demanding greater individual perfor-
mance while stressing teamwork . . and being a business partner
while performing as an employee advocate,

Paradoxes affect human resource professionals at all levels. This
conference will provide specific alternatives for resolving paradox.
Join us for presentations by leading practitioners and scholars
including:

* Kay Whitmore, Chairman, President & CEO, The Eastman Kodak
Company
* Professor Nancy J. Adler, McGill University
* Nancy L. Badore, Manager, Ford Motor Company
= Professor Jay Galbraith, University of Southern California
* Professor Paul Evans, INSEAD
¢ Tony Burns, Chairman, President & CEO, Ryder System
¢ Frank Doyle, Senior Vice President, General Electric
Topics include:
Curlture Change: Continuity Versus Transformation
HR Manager: Business Partner or Employee Advocate?
Human Resource’s Role in the Glass Ceiling Initiative
Managing Globally Competernt People
Total Quality
Best Practices in Successton Planning
Benchmarking Best HR Practices

Call, fax or write today for a detailed conference brochure.
Ask for brochure C-4.

THE

HUMAN i 41 East 42nd Street - Suite 1509
RESOURCE | New York, NY 10017
PLANNING RS, (212) 490-7454  Fax (212) 682-6851

SOCIETY
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Organizational Ethics: Slogan or Substance? !

Larry L. Axline
MANAGEMENT ACTION PLANNING

Workplace ethics is a problem area generally neglected by I/O psycholo-
gists (Brumback, Brock & Vitale, 1991). Is ethics in the workplace an appro-
priate domain of study and application within I/O psychology? An effective
business ethics process may bring about continnous and systematic strategies
for long-term growth and health for the organization and its members, This
article suggests that the study of ethics promotes human welfare through the
application of psychology to organizations.

How Business Ethics Relates to I/0 Psychology

Article I, Section 2 of the SIOP Bylaws defines the parpose of the Society
as follows:

“To promote human welfare through the various applications of
psychology to all types of organizations providing goods and serv-
ices...” (SIOP, 1991).

The criteria for membership further defines the profession. It states:
“Examples of such applications include: selection and placement of
employees, organizational development, personnel research, design
and optimization of work environmenis, career development, con-
sumer research and product evaluation, and other areas affecting
individual performance in or interaction with organizations.” (SIOP,
1991).

The author encourages I/O practitioners, educators, and students to embody
business ethics in their organizational research and applications. As suggested
by K.R. Murphy (personal communication, June 20, 1991), we need to differ-
entiate between “what we know” and “what we think we know™ about honesty
and ethics in the workplace. An attempt is made in this article to address this
critical issue and to invite recommendations on sound research models and
effective followup measurements in this elusive field of business ethics.

What We Think We Know From Experience

An organization’s ethical standards serve as the superstructure that ties the
total systemns of the organization together. Ethics is considered by many execu-
tives as a bottomline issue, and it may be a primary process and sct of systems
which need to be addressed in many organizations. “If employees and suppli-
ers feel they are being treated unfairdy, morale goes down, and with morale,
productivity. If productivity drops, customers ofien receive poor quality goods

! This articie has been adapted from the chapter “Business Ethics and OD: Organization
Development or Decay?” from What is New in 0D, 1991, Organization Development Institute.
This material is adapted and used with written permission of the editor and publisher of the book.
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and services which almost always adversely impacts the company’s sales and
profits and its long term financial health. Such a downward spiral often results
in loss of sales, loss of profits and further reduction it morale, quality and
productivity” (Axline, 1991).

“The ethics of a person is the set of basic ground rules by which that person
acts. Organizations also have ethics. The ethics of an organization is the basic
set of ground rules by which the organization acts” (Pastin, 1986). There are
stated ground rules (what the person or organization says it does) and unstated
ground rules (what is actually done when evaluating and operating). The two
sets of ground rules may not converge, creating an “ethics gap.” By operation-
ally defining ethics. the outcomes arc observable and comparative—rather
then cloudy and difficult to apply. The process of leaming the ethics of indi-
vidnals and organizations is based on how they act and what they do about
ethical situations, not what they say they do or would do.

An effective business ethics awareness process brings employees from
different levels and areas of the organization together to explore ethics and
ethical dilemmas. Such a forum provides participants a chance to explore
choices-—what they could do in a given sitnation—and what they would be
willing to do. The right questions need to be raised at the right time—to
achieve a proactive organizational stance on ethically-flavored issues instead
of a defensive reaction.

Is Organizational Effectiveness Improved?

Formulating a business ethics process is a systematic method of evaluating
issues and behaving in respect to those issues that is consistent with the
purpose and mission of the organization. “Business ethics involves question-
ing diligence and strategy—not just problem solving” (Axline, 1990). Devel-
opment of an effective business ethics awareness process is demanding and
intellectually rigorous work, not just an activity that results only in a framed
proclamation on the wall,

For an ethics awareness program to have a payoff, it must have commit-
ment from every level of the organization. Development of a code of conduct
is simply the first step, and there must be a process where every member of the
organization can question as well as buy into the process. And there must be
action, follow-through, and continual re-¢valuation.

If business ethics training is only of the “spray and pray” variety, the result
is not likely 1o be translated into changed behavior. Some organizations herd
their employees through “fogging sessions”™—where hundreds of employees
are shown a video or are read the “company ethical statement.” It is then
assumed that the employee’s signature at the bottom of a long-winded code
holds the individual accountable and protects the organization. This may make
interesting legal conversation, but organizational commitment to the process i§
in significant doubt,
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Experience to date suggests that an attempted business ethics awareness
process intervention will not survive if it receives only lip service or compli-
ance training support. Without organization-wide interactive training, ethics
awareness may dic out quickly.

Recent experience suggests that many organizations and industries are
committing time, money, and people to ethics awareness programs and that
most of these recognize that being “legal” does not always equate with being
“ethical.” It frequently happens that being legal is not enough. Being legal
may only be the floor of an effective ¢thics awareness program certainly not
the ceiling.

The teend toward organizations’ implementing ethics awareness processes
is likely to increase with the change in U.S. Sentencing Guidelines which
became effective November 1, 1991. In general, a company fined for an
individual’s wrongdoing could have its fine significantly reduced if the organi-
zation has in place employee training programs, strong compliance and audit-
ing practices, a compliance officer, and a system for reporting problems. As an
example, a fine of $10 million could be redoced to as low as $250,000 for an
organization with a comprehensive program.

No matter how sound the principles of a proposed ethics code or program,
it is likely that some key members of the organization will not be in compli-
ance. Since no one wants to be branded as “unethical”—establishing a mecha-
nism of “getting into step” must be thought out well in advance. If employees
and execulives have functioned in an environment that permits and encourages
unethical acts, an effective business ethics awareness process will be impossi-
ble to implement unless allowances are made for safe-harbor disclosures of
prior acts. “Because such disclosures can be risky, organizations must care-
fully consider the degree of violations permitted” (Axline, 1990). Organiza-
tions must be very cautious in implying amnesty for prior illegal acts or
existing illicit practices. Even thongh many ethical problems are not necessar-
ily legal problems, the handling of this issue is very important to the organiza-
tion and the practitioner. Furthermore, legal review of training materials may
be advisable since such documents might be subject to discovery lfater on. If
such materials should be obtained by an attomey for a plaintiff, corporate
counsel probably will be in a stronger position if he/she reviewed the cases
and related materials before the organization began to train to them.

Most managers and employees want to be ethical. They need to understand
and support the guidelines and standards of conduct as well as the repercus-
sions for violations.

Foundations of Most Successful Programs

Once an organization has begun discussion about ethics, people get inter-
ested, but they often do not wish o admit that they do not know exactly what
issues should be included. In fact, there is no one answer as to what ethical
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issues should be addressed in a given organization. The most effective method
of getting an ethics agenda is to identify issues and concemns of internal -
members and other constituencies (Pastin, 1990). It is extremely important to
know what the stakeholders of the organization have in mind when they think *
and speak of “cthics.” The ethics agenda should be reviewed periodically to -

assure that it does not reflect personal bias.

Packaged written materials and videos can be helpful in presenting general *
information about ethical principles and standards. but there is no effective

substitute for quality interactive education and instruction delivered by a com-
bination of well-selected external professionals and internal line managers,

The most successful programs combine case studies and focused discussjon
targeted to the primary need areas in the organization. The case studies and
other materials must be belicvable to members of the organization, This re-

quires advance study and organizational review.

Patterned interviews and surveys can be helpful in evaluating the Ievel of
ethics awareness and in the design of training programs and specific case
materials. To avoid the misconception that, “However I choose to solve this
case is O.K.,” there should be an organizational code or statement of standards
used as a frame of reference in case processing. When surveys (utilizing -
scenarios or cases) are presented for reaction prior to the development of an
ethical code, there is likely o be considerable dispersion on several items with

respect to how members of the organization respond. Unfortunately, this vari-

ation frequently becomes crystalized in feelings of “I am right” and “You are :
wrong.” Responding to items which purport to measure what we might doina

tough cthical situation may be considerably different than when we are im-
mersed in a real dilemma.

Some Guidelines and Caveats

It may not be possible to “teach ethics” to adults (Axline, 1988). If people
in organizations feel that their personal or spiritual beliefs are going to be

challenged or coerced, they may understandably resist. The communication of

the objectives and methodologies of a business ethics awareness process is
critical to how well it is received and its effectiveness.
Members of the organization must feel comfortable in mising the right

questions at the right time. However, encouraging members to raise questions
without the organizational tolerance and commitment to listen to and respond
to them can place individuals at risk. In a low candor environment, employees

soon Iearn that the best way to avoid cthics career traps is to be silent. Some
recent studies have indicated that the vast majority of ethical complaints center
around unfairness, favoritism, and inconsistency with respect to selection,
supervision, promotion, and performance appraisal (SHRM/CCH, 1991)
(Toffler. 1986). Often, promotions are seen as “management by cronyism.”
Employees expect managers (o hold non-performers accountable. Perform-
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ance appraisal and consistency or supervision (within and across departments)
must be recognized as high-potential ethical traps.
Fair treatment is critical. If stakeholders (employees, customers, suppliers,

etc.) feel that the treatment has not been fair, they may get even by waging

organizational warfare, by slowing down, or by doing everything “by the
book.”

Fthical considerations must be integrated into the decision-making proc-
ess—not treated as an after-the-fact adjustment or add-on (Axline, Pastin,
1989). Many managers are unwilling to accept that ethics is a way of proactive
thinking and acting—not a set of codified procedures conveniently orgamized
into a desk reference or an ¢thics crash manual. Organizations most at risk are
those that talk ethics but act otherwise. 1t is not what they say but what they do
that counts. Accountability for actions is imperative.

What Seems io Work

A well designed business ethics awareness process usually links many
different themes and systems within the organization, making them coherent
and manageable rather than piecemeal and competitive.

In establishing or revitalizing an ethics process in an organization, it makes
sense to:

o Develop a code of cthics with true participation from people who are

being asked to translate it into behavior.

¢ Commit to an organization-wide interactive training effort. Avoid a false-
start program which results from inadequate education and superficial
commitment.

e Make room for questions {even the hardest questions) and strive for
candor and flexibility in addressing them.

o Combine ethics with other key priorities in the organization such ag
quality, customer service, safety, and overall openness and communica-
tions.

e Place continuous emphasis on synthesis of leadership, quality, service
and ethics. Only when these priorities are consciously blended together
do organizations usually recognize increased excellence, productivity,
and long-term good health.

What We Don’t Know—and Should Find Out

Should we exercise extreme caution about the validity and utility relating to
business ethics beyond what our research suggests? If so, this would mean we
would avoid undue reliance on experience and vague assurances that compel-
ling evidence exists somewhere. As reported by the APA Task Force Report on
Questionnaires Used in the Prediction of Trustworthiness in Pre-Employment
Selection Decisions, “Honesty tests are diverse in their nature and it is difficult
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to extract a single construct that is invariant across the large and varied set o
tests we reviewed” (APA, 1991). “Honesty” and “integrity,” among other
terms, arc used in dealing with questionnaires of trustworthiness. The Task .
Force recommends that these constructs receive sharpened definition. Simi-
larly, is there a better definition of “business ethics™ which would enable /O
psychologists to more effectively study this construct and apply it to organiza-
tions?

Following are points needing further discossion and rescarch:

¢ To the exient that “business ethics™ is purported to link other priorities in
the organization, can hard data be developed for criteria such as quality,
productivity, customer service complaints, profitability, employee com-
plaints/grievances, attrition/turnover, safety incidents, and related meas-
ures?

* Would a pre- and post-stakeholder analysis/study be valid and helpful in
evaluating the effectiveness of “business ethics awareness” programs?
To the extent that such pre- and post-investigations would be useful, can
the very real problem of criterion contamination be dealt with success-
fully? Ts it practical to use the classical experimental/control group ap-
proach within the same organization? Or is a well-designed followup
study more appropriate?

 Should specific “business ethics” measurements be developed with ap-
propriate and explicit definition of the underlying contracts and docu-
mentation of the psychometric properties? To what standards should such
measurements adhere? Is it reasonable to expect that such measurements
would “be judged by the same standards as other measures developed
and used by psychologists™? (APA, 1991),

* To what extent are there significant international and cultural differences
in business ethics? As an example, in Japan, “gifting” to individuals is
considered a standard business practice, but employees of American
companies usually cannot accept such gifts and remain in compliance
with the stated ethics policy of an organization, Perhaps more trouble-
some—is there really a significant difference between a “bribe” and a
“facilitation payment” in some foreign countries?

e Is it unrealistic to address the differences in practices (unwritten ground
rules) in organizations between purchasing and sales functions? Are there
dual standards for these functions which defy a blanket organizational
ethics policy and process?

* What qualifications should represent threshold competence in dealing
with this difficult domain of “business ethics™? Is general business, legal,
and economic/accounting training beneficial (0 I/O psychologists—in
addition to their behavioral graduate education? Or, is it more appropri-
ate to undertake multi-disciplinary studies with teams of I/O psycholo-
gists, management/business specialists, and lawyers?
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e If I/O psychology decides not to consider business ethics as an appropri-
ate domain of study, could this “create a niche elsewhere that might be
beyond professional and scientific review altogether”? (APA, 1991).

® How can these research studics most effectively be accomplished—-and

how can organizations be convinced of the usefulness {and cost effec-
tiveness) of such research?

These and many other questions touch upon what we don’t know and need
to find out about workplace ethics.

Moving Forward

The business ethics awareness process should be aimed at clarifying think-
ing and at the continuous improvement of the processing of ethical issues and
dilemmas in an organization. As I/O practitioners, educators, and students, we
should look closely at the influence and valence of ethics in the workplace.
Does business ethics reflect a slogan or substance in the organization?
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NEW this Spring from .....

... Jossey-Bass Publishers

Richard Beckhardi,
Wendy Pritchard

Changing

the Essence

THE ART OF
CREATING AND
LEADING
FUNDAMENTAL
CHANGE IN
ORGANIZATIONS

Organizationalléad-
ers must, in today’s
turbulent business en-

Tithant Beckhar
Wik Pt

vironment, radically
rethink the purpose
and vision—infact, the
very structure and
funetion—of the orga-
nization itself.
Using examples of
_wwessful CEOs, ‘the
authors reveal ‘the
strategies and leader-
ship behaviors essen-
tial to managing ‘and
integrating systemic,
fundamental change.

Peter B. Vaill
Permanent
White Water

THE REALITIES, MYTHS,
PARADOXES, AND
DILEMMAS OF
MANAGING
ORGANIZATIONS

In this new, thought-
provoking audio pro-
gram, Peter Vaill calls
into question leadership
strategies designed for a
less complex age and re-
veals principles tailored
to the needs of managers
navigating the twists and
turns of “permanent
white water”—a world
where problems change
as fast as solutions are
developed and a planned
course of action often is
not feasible.

Feb. 1992 $21.95

Geaffrey M. Bellmon
The
Consultant’s

Calling

BRINGING WHO YOU
ARE TO WHAT YOU DO

“ff Will Rogers had
given attention to the
consulting prafession,
thisis the book he would
have written”—from the
foreword by Peter
Block.

At once personal and
pragmatic, this book is
for anyone who wants to
know what consulting is
really like as a career, as
a living, as a way of life.
Beliman’s work is for all
types of consultants—
inside or outside organi-
zations—for those who
work with consultants
and those who dream of
becoming one.

Jan. 1992 $15.95 paper

Feb. 1992 §$20.95

. - - - o .
Order from the address or telephone number below.

Josscy-Bass Publishers

350 Sansome Street ® San Francisco, CA 94104
(415) 433-1767 » FAX (415) 433-0499

W. Gibb Dyer, Jr.
The
Entreprenecurial
Experience

CONFRONTING CAREER
DILEMMAS OF THE
START-UP EXECUTIVE

What isit really like to
be an entrepreneury
Drawing on in-depth in-
terviews, case studies,
and lessons from the
author’s extensive con-
sulting experience, this
new book uncovers the

THE
ENTREPRENEURIAL
EXPERIENCE

EXTEHIES LN LAREL R 130 1 3v
i

AR L Xk 1

unique dilemmas entre-
prencurs confront at
each stage of their ca-
reer—from inception
through retirement.

The Entreprencurial
Experience analyzes
how entreprencurs deal
with such issues as se-
curingstart-ip resources
and setting up a board of
directors, hiring profes-
sional managers and em-
ploying family members,
overcoming resistance to
retirement and planning
for this transition.

April 1992 $28.95

(tentative)
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:TUTIRATE
AOVANTHGE

Lreating tire
High-

Involvemeni

Grganization

Edward E. Lazeler IIT

The
Ultimate
Advantage

CREATING THE
HIGH-INVOLVEMENT
ORGANIZATION

In 1986 Edward E.
Lawler first alerted U.S.
business to the power of
high-involvement man-
agement—management
that encourages em-
ployee participation—to
inspire innovation, de-
liver improved quality
andservice, and increase
cost-effectiveness.

Now Lawler goes one
stepfurther. Using exam-
ples from such thriving
companies as Gencral
Electrie, Xerox, and
Hewlett-Packard, he de-
scribes the management
$ystems, strategies, and
leadership behaviors
thatencourage employvee
involvement and make
participative organiza-
tions really worls.

March 1992 $29.95

Peter Russell,
Roger Bvans

The
Creative

Manager
FINDING INNER
VISION AND WISDOM
IN UNCERTAIN TIMES

Today’s changing
business environments
require flexibility and
quick responses. This
book shows how inno-
vative managers re-
spond by tapping into
their own creativity.

The authors explain
how enhancing self-
awareness can create
new ways of thinking
and demonstrate ways
to empower others to
become creative man-
agers, thus releasing
creativity throughout
the organization.
March 1992 §24.95
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Paten RisI it 2578 Eram

“The real révolution
in the information
age is the ability to
use our minds differ-
ently. The Creative
Managerwill be your
guide”-John Sculley,
chair, president, cond
CEQ. Apple Com-

puter, Inc.




Training Effectiveness Research:
Issues and Agendas for the 90s

Kurt Kraiger
University of Celorado at Denver
Mark Teachout
U S. Air Force Armstrong Laboratory

On October 4th and 5th a conference on training effectiveness was held at
Michigan State University, The purpose of the conference was to bring to-
gether researchers in the area of training effectiveness so that they could share
their recent empirical and conceptual work, interact with others holding simi-
lar interests, and work together to establish a substantive agenda for future
research efforts in training effectiveness.

The conference was organized and moderated by Kevin Ford and Steve -
Kozlowski (Michigan State University), Kurt Kraiger (University of Colorado
at Denver), Eduardo Salas (Naval Training Systems Center, NTSC), and Mark -
Teachout (Air Force Armstrong Laboratory). The conference was structured
around four three-hour “modules” relevant to training effectiveness: (1) ad-
vancements in training evalvation, (2) organizational issues in transfer and

evaluation, (3) motivational and personal determinants of taining effective- -
néss, and (4) applications of cognitive psychology to training effectiveness,
For each module, three presentations (20 minutes each) were given. Unlike -
other conferences, the talks did not focus on completed work but instead
concentrated on new ideas, work in progress and directions for future research. -
Another unique aspect of the conference was its structure; the traditional
discussant role was replaced by small group discussion involving all partici--
pants. Three small groups were facilitated by a module presenter while the
fourth was facilitated by a session moderator. The objective of the structured:
group interaction was to move towards a training research agenda for the 90s..
A fire flowing question and answer session was the nomm throughout the.
conference. .
The module on Ad{irances in Training Evaluation focused on new ways
conceptualizing and eperationalizing evaluation beyond the reactions, leam
ing, behavior, and results framework of Kirkpatrick. The presentations in-
cluded: “Evaluating Training Systems: An Extended View of Training” b
Scott Tannenbaum (SUNY—Albany); “Third Generation Measures of Leaming
During Training” by Kurt Kraiger (University of Colorado at Denver), an
“Power and Cost Considerations in Evaluating Training Programs™ by Ric
Arvey (University of Minnesota).
The Organizational Issues in Transfer module focused on the effects
the organizational context on (raining success as well as the unanticipate
consequences of implementing training on changing existing organization

84

fem;ﬁt;irfz and relatioa?st.ﬁps. The presentations included: “A Multi-Level Con-
aéj ook a[;)céi ::% Tr_almrgg gmplementaﬁon and Transfer” by Steve Kozlowski
: niversity); “What Happens After Formal Trainine: Linki
Training with Subsequent Work Experi ” i Michopm S
ining periences”” by Kevin Ford (Michi
University); and “Technolo ining: ing i o e
; gy Training: Exploring its Intended i
tended Consequences on th ization™ i cin Unborai
Maryland), ¢ Organization™ by Katherine Klein (University of
nes:h:i ;?&I?c(;utlmepﬁvaﬁonaUPersonal Determinants of Training Effective-
ning as a series of events that have motivational
( _ antecedent:
%i consequepces as well as‘ mportant implications for continuons leami:gs
Tram;;;ese;t;m?s mcllffled: ‘A Model of the Role of Training Motivation m
S tSg ; ectlven'es_s by John Mathiey {Pennsylvania State University);
by T ;allgre:Tr?Ll?lng Interventions on Trainee Motivation and l,eaming’:
im win (University of Indiana); and “Motivati
Organizational Determinants of Partici ion i elopmene prsonal, and
cipation in D ivities™
Ray Noe (University of Minnesota). " Frelopmental Activiies” by
Effzgvziugsl lllrlxrc])kd:;e],) A'pp.lications of Cognitive Psychology to Training
Ef R 281 1ssues of cognitive psychology such
Icity, mental maps, and stroctural re i o iming offec.
' N presentations of learning to trainine eff;
uveness. The presentations included: “S . iedge
s. T : _ : “Structural Assessment of Knowledpa
ﬁgnmsmﬁodzi; iﬂXSSol@m}m (University of New Mexico); “The Role %)f
essing Training-Induced Cognitive Ch »
non-Bowers (NTSC); and “Toward Effect; i by Do
) ; ective ining” i
(Georgia Tosh Univarsi ve Skills Training”by Dan Fisk
offé? ggﬁtr;(::; t:rt;le;n p(;imcg)anrs h;d the opportunity to share their ideas, and
cnticism. Participants who excelled in thi e i
cluded George Alliger (SUNY-Alba i schigan Saue Tar
( . -Albany), Georgia Chao (Michigan S i
versity), Mike Coovert (University of S i  Mare (O
versity oF Massachomoe, y outh Fiorida) and Robert Marx (Uni-
diri(f: tslr;u ;Ine ler:jltiﬁt;i ii any of the individual topics, contact the participants
. 00k on training effectiveness and research directi
based on the presentations and discussion sessions is planned, erons
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JUST REVISED!

MANAGING HUMAN RESOURCES,
Gih Edition B . '
Arthur W. Sherman, California State o Managing
University; Sacramento i Haman Resowrces
George W. Bohlander, Arizona :
State University

This market-leading text has built its success ‘
on a practical, realistic blend of behavioral science ) ) )
pﬂnc?ples and traditional personnel and labor relations philosophies. Now the q
Ninth Edition offers a rich, full-color treatment with numeurof.ls ;?hotog_raphs an
an appealing design theme. Additional strengths inchide "Highlights in HRM
boxes, 12 comprehensive cases, a thorough international chapter, over 600 new

references, and complete instructor/student support packages.

New releases

COMPENSATION,
ORGANIZATIONAL STRATEGY,
AND FIRM PERFORMANCE

Luis R. Gormez-Mejia, Arizona State University
David B. Balkin, University of Colorado-

Robert L. Dipboye, Rice University

HRM REALITY:

Putting Compentence in Context
Peter J. Frost, University of British Calumbia
Vanee F. Mitchell, Embry-Riddie Aeronautical

University _
Walter R Nord, University of South Florida

EMPLOYEE TURNOVER
Peter W. Hom, Arizona State University ]
Rodger W, Griffeth, George Mason University

Recent releases

STRATEGY AND HUMAN

RESQURCES MANAGEMENT

John E. Butler, Thiversity of Washington

Gerald R. Ferris, Universty of Iinois,
Urbana-Champaign

Nancy K. Napier, Bojse State University

RESEARCH METHODS IN

HUMAN RESOURCES

MANAGEMENT

Neal W. Schrnitt, Michigan State University
Richard J. Klimoski, Ohio State University

PERSONNEL/HUMAN
RESOURCES MANAGEMENT
SKILLS MODULES

M. Susan Taylor, University of Maryland

J. Kline Harrison, Management Consultant,
Washington, D.C.

i i t texts
For more information about these and other menagemen .
Srom oSouth-Wegtem, please contact your local representative, or write:

@

COLLEGE DIVISIoN South-Western Publishing Co.

5101 Madison Road
Cincinnati, Ohio 45227-14%0

1-800-543-8444

The 1991 International Conference

on Self-Managed Work Teams
Doug Johnson :

University of North Texas

The University of North Texas and Texas Instruments, Inc. jointly sponsor
the annual International Conference on Self-Managed Work Teams through
UNT’s Center for the Study of Work Téams. The 1991 Conference was held in
Dallas on October 24 and was a remendous success. Approximately 550
people were in aitendance, representing six nations, 33 universities, 76 busi-
ness organizations, 26 consulting firms, and three labor unions. While the
overall tone of the conference was practitioner oriented, a substantial number
of research papers was presented. There were 40 paper and symposia sessions,
six workshops, and six invited speakers. The response of those in attendance
was so favorable, that we have begun planning for future conferences. Next
year’s will be held September 30-October 2, 1992, at =?he Park Central Shera-
tort Hotel in Dallas. In the Spring of 1993 we will help our Eiropean col-
leagues host the first Buropean Conference on Self-Managed Work Teams {in
Brussels), and we will hold our own conference once again in the fall as well.
1992-93 will definitely be a busy period for us!

Our conference planning team is aciually fairly small for the size of the
meeting. It consists of Mike Beyérlein (Chair), Mary Thibodeaux and myself,
of UNT, John Baum and Donna King, of TI, Abe Raab, of Abe Raab and
Associates, and Alan Cheney (no relation to Dick Cheney or Neal Schmitt) of
Air Products and Chemicals. We also have a conference management team
that was formed (empowered?) on their own initiative by the graduate students
mn the small master’s -0 Psychology program run by Mike Beyerlein and me.

We are very proud of the work of these students who carry out (with little
supervision) all of the enormous administrative detail work involved in putting
on the conference. We could not have succeeded without them. Their work is
an excellent example of the kinds of contributions that master’s studéents and
programs can make to I-O Psychology.

A longer term goal is 1o expand the Center for the Study of Work Teams
mto more than fust a vehicle for organizing the conference. We would like to
develop it into a clearing house for research on all aspects of team-based
management. To this end, we are seeking corporate support for the Center and
its activities. Naturally, such sponsorship will be tax deductible, and sponsors
will have first priority in receiving information developed from the Center’s
research. Several organizations in attendance at the conference indicated a
strong interest in becoming sponsors, but we could still use further assistance.
If you think your organization might be interested in supporting the Center,
Please contact myself or Mike Beyerlein at the number below.
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If any SIOP members would like to submit papers or symposia for the 1992
conference, we encourage them 1o do so. For a copy of the Call for Papers,
along with instructions for authors, please write to Mike Beyerlein, Center
for the Study of Work Teams, Department of Psychology, University of
North Texas, P.O. Box 13587 Denton, TX 76203. Phone (817) 565-2671.
Fax (817) 565-4806.

Reorganization in Air Force Labs

Many TIF readers undoubtedly recognize the name, if not the nature, of the
Air Force's chief R&D organization for manpower, personnel, training, and
logistics support functions: The Air Force Human Resources Laboratory (AF-
HRL.). Some, perhaps, are also aware of other Air Force organizations, such as
the Armstrong Aerospace Medical Research Laboratory (AAMRL) and the
Unired States Air Force School of Aerospace Medicine (USAFSAM) that have
Iong conducted and supported R&D in human factors and related domains.

What you may not be aware of is that all three of these labs, plus others,
have recently been combined into a “superlab,” now known as the Armstrong
Laboratory (AL}, In the new structure, Humean Resources (HR) remains intact
as an AL Directorate while components of the old AAMRL and USAFSAM
are combined in another AL Directorate, Crew Systems (CF). The AL head-
quarters is located at Brooks AFB "TX 78233, as is the headquarters of the HR
Directorate. The CF Directorate headquarters is located at Wright-Patterson
AFB OH 45433,

The significance of these changes is subject to interpretation and probably
of little interest to those outside of the DoDl). The intent, however, is to
strengthen the Air Force R&D enterprise in the face of declining budgets,
which should come as good news to everyone.

Totas

Steve W. J. Kozlowski
Michigan State University

By the time you read this column, your plans for attending the SIOP
Conference in Montréal, Quebec, Canada should be well under way (note the
relevant deadlines posted elsewhere in this issue of TIP). I had the occasion to
visit Montreal recently and, for what it’s worth, have some travel tips and
observations to offer. Unless you think you will enjoy chatting with a Cana-
dian Immigration Officer at length about your background, employment his-
tory, place of birth, etc., you will bring some proof of cilizenship along on your
trip. Canadian Customs will accept a passport, a birth certificate, or (believe it
or not) a volter registration card. The latter two forms of proof must be accom-
panied by a picture ID. The consumption of libation tends to be somewhat
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pricey in Canada. You may want to consider a stop at the Duty Free Shop
before you get on your flight to Montréal. Cab fare from the airport to the
center of Montréal is fixed at $23. A shuttle also runs every 30 minutes and
costs about $8. The currency exchange booth at the airport is convenient, but
is mot a very good deal. After factoring in their service fee, the mate tends to be
lower by about 5%. You will do better by exchanging at the hotel or by going
to a bank. Bear in mind, however, that cabs and other service providers will
tend to exchange on a one for one basis, so it is ueful to have some Canadian
currency. The Queen Elizabeth Hotel is well located. It is right in the center of
the city—close 0 many restaurants, shopping opportunities, and OId Town,
Come to Montréal, you will have a wonderful time.

Many of you know that ¥rank Landy makes a habit of competing in
marathons around the world (What would be more fitting for a man who is
exploring the outer envelope of the construct, Time Urgency?). Indeed, Frank
and Paul Sackett successfully competed in the Marine Corps Marathon in
Washington, DC, thereby qualifying for that granddaddy of runs, the Boston
Marathon. As Frank noted, “l is interesting that the reward for punishing
yourself outrageously is the opportunity to do it again. No brain, no pain, ag
they say.” Frank and his running associates believe there is pent-up demand
for a mass demonstration of this physical prowess (and abuse?) among Society
members. They are planning to initiate the First Annual SIOP Road Race at
the Conference in Montréal. If you are interested, see the information provided
elsewhere in this issue of TIP.

As part of its continuing discussions regarding formal affiliation with the
/O section of the Canadian Psychological Association {CPA), SIOP has
agreed to charge CPA /O members the same Conference fees as that of SIOP
members. All students are eligible for student rates. We hope to see a good
showing of CPA members at the Conference!

While I am on this international theme, Barbara Ellis, who heads the
International Affairs Subcommittee of the External Affairs Committee, has
sent some information about a newsletter called, Psychology International.
The newsletter is published quarterly by APA and is available free of charge. It
containg information about international associations, meetings, current
events, etc. If you are interested contact; Intemational Affairs Office, APA,
1200 17th Street, NW, Washington, DC 20036.

As Jack Edwards (Naval Personnel Research and Development Center)
was looking at the APA Convention Program, he came across several papers of
interest that he planned to request. He also came across several other papers
that, well, seemed somewhat on the sirange side (sce below). If there is a
moral here, it just might be that you should think carefully about your paper’s
title, there is no way of knowing just how it might look to others.

“Teat Order Predicts Adult Social Preference in Domestic Pigs” (p. 30,
session 5)
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“What is Disgusting? Four Kinds of Things” (p. 57, session 24)

“Young Trial Lawyers Are Especially High in Testosterone” (p. 57, session

30)

Now to a totally different subject. How many others out there are similarly -

angered, frustrated, upset, and concerned aboul the “permissions” problem for
graduate course packs? When I went to have my reading materials copied for a

small (n = 10) graduate seminar this past fall, I was faced with the-problem of _

obtaining all the reprint permissions. Althongh this is not terribly difficult for
Jjournals, it is ontrageously tedious and slow for book chapters. Reproduction
services now require permission not only for the chapter, but also for each
reprinted item in the chapter. Thus, a single sentence quote, a table, or a figure
adapted from another source all require separate permission from that original
source, even though permission was obtained for the reprint by the chapter
publisher and author! This seems all out of proportion for the small number of
copies used for what are clearly non-profit educational purposes. This problem
is directly related to a turf battle between a large reproduction service corpora-
tion and publishers over the market for “custom publishing.” It seems to me
that since we are the ones who actually gencrate this material, we cught to take
a much more active interest in how our work is controlled by publishers. This
may be somewhat difficult for bocks. It is really an issue of each author
ensuring free use for educational purposes in their contract with the publisher.
For journals, however, we ought 1o be especially concerned and vigilant. All
journal publishers require that authors of articles ransfer copyright ownership
1o the journal as a condition of publication. APA, at least, uses proceeds from
royalties 0 endow the American Psychological Foundation (although we
might want to re-think how those funds are used). Private publishing houses
like Academic Press, Sage, and others, however, look to those reprint royalties
as profit. I think it is time that authors start to ask questions about reprint
policies. We are perhaps the only relevant voice 10 have remained silent on this
issue, yet it affects the dissemination of our work and access by our students
quite directly.

Congratulations to our members who were recognized at the APA Conven-
tion. Joseph Matarazzo received the 1991 American Psychological Associa-
tion Award for Distinguished Professional Contributions to Knowledge for his
work in enhancing the relationship between psychology and medicine. He is
founder and Chair of the nation’s first department of medical psychology at
the Oregon Health Sciences University, and has worked for four decades to
build a parmership between psychology and medicine through research and
scholarship. Lester L. Tobias received the 1991 National Psychological Con-

sultants to Management Award for Excellence, presented by the Division of

Consulting Psychology.,
John W. Jones has recently been awarded the ‘Diplomate in /O Psychol-
ogy by the American Board of Professional Psychology (ABPP). He is Vice
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President of Research and Service at London House/SRA and is founder and
Editor of the Journal of Business and Psychology.

/O psychologists in the St. Louis area have formed a new association, the
Ga[ev?fay Industrial/Organizational Psychologists (GIOP). GIOP was formally
organized in May 1991, with officers elected in July. GIOP’s officers are;
Darrell Hartke, President; Marcia Avedon, Program Committee Vice Presi-
dent; Carl Greenberg, Treasurer and Membership Coordinator: and Nancy
Ross, Siceretmy and Newsletter Editor,

Ed Levine reports that the University of South Florida’s I/0
(founded in 1973) just passed a major milestone with the successﬁlfl del;g%s?gl;
its 70th Ph.D. Congratulations!

Morze news from USF...Mike Coovert reports the formation of the Institute
for Human Performance, Decision Making, and Cybemetics. The purpose of
the institute is to provide a common forum for faculty interested in individual
and tca:_n decision making, and the interactions of individuals and tearns with
computing devices. The mstitte has over 20 facalty members associated with
it. STOP members include: Wally Borman, Mike Brannick, Ed Levine, Paul
Spe'ctor, and Founding Director, Mike Coovert.

Jim Au_st.in. is now an Assistant Professor at the Ohio State University’s I/O
program, joining Bob Billings, Rich Klimoski, Mary Roznowski, and John
Wal_!O?IS {joint with Management and Euman Resources and 1/0). The Burtt
Chair in I{O Psychology, created through a gift by Frank Stanton, will create
anew position when it is fully endowed in two years, .

News on the position front...Kathleen McNelis was prombted to Manager
of Asse:ssment and Testing Systems at Florida Power Corporation, She is
responsible for testing, assessment centers, and organizational surveys. John
Fleenor recently accepied a position as a Research Associate in the Product
DeveloPment Research Group at the Center for Creative Leadership. He is
re§pon31ble for managing the test dambase and for psychometric research
using the database. Stacey S. Kohler, a recent Ph.D. from Pernm State, has
accepted a position as Organizational Psychologist in the Human Factors
Department of the St. Paul Insurance Companies. Mitchell Lee Marks has
been gppointed Chair of the Human Resources Management Practice Group
for William M., Mercer Incorporated. He is based in Mercer’s Los Angeles
office, one of 100 offices world-wide,

_ ]?onald W. Cole of the Organization Development Institute reports that the
nstitute has been given a 12 room villa on the outskirts of Warsaw in which to
develop an Organization Development Center for Poland. If you are knowl-
edgeabl_e about organizational development and would like to participate in
the_ pro;ec.;t, contact: Donald W, Cole, RODC, The OD Institute, 781 Beta
Dnv.e, Suite K, Cleveland, OH 44143 (216-461-4333 or FAX 216-729-9319).

Finally, 'I am sorry to report the passing of S. Edison Haven and Harold
Bartt. A wribute to Burtt appears elsewhere in this igsue.
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JOIN THE FIRM
THAT PIONEERED
CORPORATE
PSYCHOLOGY

For almost half a century, RHR
International has been the leader in
consulting 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 positions 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, managerment 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
comirnitted 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, IL 60191
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Practice Network
Thomas G.Baker
Micro Motion, Inc.

Pria_czice Network is committed to provide a forum for the discussion of
practitioner issues. This column develops based on your calls, views, requests,
opinions and chatter. I am always available to speak with you at (303) 530-
8143 and bope you will find something of interest in the features this month,

Looking for Help in All the Right Places

During the next year Steve Doerflein will be laying the ground work for a
redt.asign of the Bon Secours Health Systems rewards and performance ap-
praisal S)];s:ems. A key design requirement is that the new reward and appraisal
process be consistent with continnous improv i incipa
P onlosenty provement/total quality principals

Steve is interested in contacting others during Feb and March 1992
who have already modified their rewards (incentive aﬁ?rgase compensation)’
and pcrfprmance appraisal systems for consistency with total quality. Al-
though his purpose in identifying “best” practices is to aid in the design of Bon
Secours’ systems he would expect to share the results of these surveying
efforts \_v1th'those who participated and possibly publish the findings in an
appropriate journal,

Each participating organizations’ requirements of confidentiality will he
honored. Please contact Steve Doerflein at (410) 442-3216 if you can help
him out.

From another arena, comes another help wanted shingle. Scott Cohen, Biif
Byham and Keith Akins are searching for practitioner parmers to assist in the
alpha test of two job-fit instruments they have developed: the Ideal Job Inven-
tory (IJT) and the Motivational Job Fit Analysis Questionnaire (MJF).

Partners \ivould assist in testing these tools with the following suggested
research designs: (I) perform a longitudinal study of job performance, mrn-
over/retention et cetera of persons hired through these instruments, and/or (2)
perform an applied experimental design with two groups, gathering instrument
Qata on both groups and using it on one. Scott Cohen would like to hear your
ideas for testing these instruments too.

The 1T utilizes a modified paired comparison rating format for incumbents
to rate their “interest™ in several scoring areas. These self reports are then
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confirmed through structured interviews. The MJF is given to SMEs to rate the
same areas. Given the two sets of data, images several 2x2 matrices with the
abscissas ranging from “isn’t motivated by this job area” to “highly motivated
by this job area™ and the ordinates ranging from “not a part of the job” to “a
key part of the job”. (Nota pretty picture, unless you have a laser printer and
some great software.) Leave it to DDI to fix up a neat way to display large
guantities of data.

Scott is looking for a variety of organizations to test this new job-fit
instrumentation. Interested? You should be. Call him at (412) 257-0600.

Job-Fit Techmique Has Promise

Normally, Practice Network does not try to confound rational debate with
rescarch findings, but infrequently the boundaries between these two seem-
ingly dissimilar arenas become blurred. An example of this obfuscation is
available in David F. Caldwell and Charles A, O’Reill IIl’s article for JAP
entitled “Measuring Person-Job Fit With a Profile-Comparison Process.”! The
proposed job-fit process, a Q-sort based technique, has been replicated in
seven small samples with respectable validity coefficients. As the authors
demurely state:

“The results of the seven investigations reported suggest that the
profile-comparison process provides a useful approach for assessing
person-job fit and relating fit to organizationally relevant outcomes
(in this case job performance and work attitudes)... The range of jobs
investigated in the study suggest that this technique can be used in a
wide variety of jobs and organizations.” 2

It is accepted axiom that a person-sitnation inferaction exists. The problem
is, according to Charles O’Reilly III, getting good measures of the person
and of the situation. Often these two aspects are defined in different langnages
or, in cases where more structured hiring approaches are used, it is not uncom-
mon for person ratings to be made by less than desirably trained recruiters or
business directors. Another problem with current competency-based assess-
ments is having to limit critical dimensions to a handful of competencies for
cognitive simplicity.

This process has four steps; define all of the KSA/competencies particular
to that job and organization; Q-sort these KSAs to profile the job require-
ments; Q-sort the KSAs for each person; generate the profile-comparison

statistics highlighting an assessment of overall fit to the profiled job arid an -

identification of individuals KSAs which depart from the profiled job.

Charles thinks a key advantage to the Q-sort profile-comparison process is
the use of a large number of KSA/fcompetencies without overloading SME’s.
This system has many obvious uses, particularly for promoting well-known
internal candidates and accenting KSAs for coaching and career development,
but also in identifying training needs for individuals or groups of employees

%S

and career pathing a series of jobs based on their overlap or relationships
between profiles.

Limitations outlined by Charles O’Reilly III are that “the more generic the
KSAs, the less precise your fit prediction” and that this ipsative approach
makes the KSAs at the bottom of the distribution less predictive than those
KSAs at the upper (positive) ends of the distribution. Another drawback which
has been raised is its lack of focus of KSA proficiency, but there is a way to get
around this. It is not recommended for use in selection where you have only
the imcumbent Q-sort his own profile, because this approach would obviously
lack reliability and is susceptible to faking. Check Charles and David’s re-
search out at your local reference rack.

A New Wave of Assessment

If you are keeping up with technological advances in the assessment-selec-
tion-development ficld, the term “electronic assessment” will not be new.
Electronic assessment is not a promise of instant validity and will certainly
challenge technical skills in and outside of our profession. As elsewhere in the
business world, the use of computers or videos (or both) may come your way
in the near term,

Practice Network was pleased to discuss electronic assessment with Cabot
Jaffee, Jr. Cabot outlined what he feels are the major electronic assessment
wares, such as the video presentation of situations with multiple choice answer
on screen or with live observers fulfilling the assessment chore, the use of
interactive video to present what can be presented on a linear video tape or
used on a more interactive or adaptive basis and computer assisted testing.

Cabot’s experience is with the video based presentation of simulated job
situations followed by multiple choice responses on screen. The process is
fairly straight forward. First, the participant is presented with a number of
job-related situations on the tape. At a critical juncture in each interaction the
tape stops and four alternative answers are presented on the screen in written
and “acted out” fashion. The participant marks the answer they choose on an
answer sheet which is computer scored onsite. Cabot says that the advantages
of having the choice acted out on the screen include making is less dependent
upon reading, and standardizing the interpretation of choices. He feels a major
advance can be had in scaling the alternative answers. “The real world is not
one-best-way oriented,” he says. The approach Cabot and his firm have taken
is to scale each of the four response alternatives on their degree of correctmess
or efficiency in handling the situation. “Coming up with distractors is the
hardest part of a multiple choice test.” The scaling of responses helps to
establish the participant’s pattern of responses and assists the feedback proc-
ess. Another innovation is asking participants to choose not only the “best,”
but also the “worst” answer. Data shows this procedure to provide unique
variance on test participants.
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As with other testing oriented practitioners, Cabot has seen a swing into th_e
use of selection tests for development purposes. He f:stimatcs that, for supervi-
sory positions, about 50% of his firm’s work is.bemg u'sed'developmcntally,
while this shift is much Less at lower levels within organizations. N

Video formats seem to offer major advantages over more traditional, me-
chanical test administration. The advantages of video testing over assessment
centers are obvious from a cost standpoint and, if _handled correctly, can help
to rid your testing program of a major test taking cor}founder lead.mg to
adverse impact —rcading ability. Cabot prediqts that the impact of testing on
persons unable to speak English and learning disabled persons protected gnder
the ADA may also be eased through the use of elecn'omc_a_ssessylem mfzdlums.

Practice Network wants to speak to those of us farml}ar with the issue of

“adaptive testing.” In the manner used here, adapti_ve testing could be _defined
as the branching of test guestions based on previous responses during one
administration of a test of an participant. Interac{uv.e video dlSk technology
gives us the ability to adaptively test people, modlfymg Fhe difficulty level or
other test parameters based on the ability of the participant. C?ll me abo(;xt
your opinions of adaptive testing. It would appear to tal.ce a v.alldanon study
into the fourth dimension. Consider also the court case in wfngh you defend
the fairness of giving the same test in a different manner to each 1pcumb§nt {or
is that a different test in the same way?). Let’s talk about adaptive testing or
electronic assessment in general.

Free Stuff

A little over one year ago Ronni Haston produced a.report for”lesan
entitled *“The Evolution of Performance Appraisal in the Umtcd. .?itates. . Based
on sceing other useful free goodies in Practice Net.\mrk, Ronni is offepng her
report for the asking. This report, written in concise layma_nese, om:!mes the
history of performance appraisal since the 1920’s. Her SPSCIal focu_s is on the
economic factors and the organizational behavior theoges which mﬂuence’d
the purposes and produced trends in performance appraisal methodolggy. It’s
an exhanstive review. Call Ronni Haston at (312) (?0_9—9844. Practice Net-

her initiative in sharing with fellow practitioners. .
wo}"ll‘clusgiuisher free publications, available through lthe APA Science Director-
ate, may also be useful to practiioners. (My b@[ is you have to be an APA
member to get them for free.) The three publications are: (1) the APA honesty
test report, spearheaded by Wayne Camara and many other .SIOP_ members,
entitfed “Questionnaires Used in the Prediction of Trust\?'orthmess in Pre-@mai
ployment Selection Decisions,” (2) “Finding Information on I”sychologlckS
Tests,” helps you find reference materials (Mental Measprement Yearboloal
and others) for tests of all sorts, and (3) “Finding Unpublished Psycholqglc
Tests and Measures,” steers you to database for the obsc_ure afld unpublished.
Any of these resources can be had, first copy free, by calling Dianne Lane, the
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ScienBCe Directorate’s active intern, at (202) 955-7653. Tell her you saw it in
TIP.

TQM: Here To Stay?

Practice Network had a great conversation with Marshall Sashkin aboyt
“this TOM thing.” Here is definitely a monster which won’t let IfO practitio-
ners go (not a reference to you, Marshall)! “TQM is about statistical tools,
control charts and quality circles as much as literature is about grammar. If you
know how to read and write you won’t necessarily crank out a great novel,” he
says.

Marshall feels that TQM leads to major needs for organizational system
design changes, executive development and team building and training, areas
in which few non-I/O are prepared and experienced.

There are two major changes which you will probably be involved in
sooner or later. TQM will hit the I/O practitioner most in the selection and
development areas, he feels. Job classes with narrowly defined tasks, responsi-
bilities and KSAs will become increasingly scarce in the coming years. Mar-
shall sces the need to select on social, interaction and cognitive reasoning
skills in jobs itnpacted by TQM. Thank goodness we have the technical know-
how to meet this need. Do we have the awareness?

The second major impact on YO by TQM is the development of new
performance appraisal systems. (See “Looking for Help...” feature elsewhere
in this columm.) Marshall feels that, “for the most performance appraisal
systems are dysfunctional...to no extent are they functional.” Given this frank
opinion, he does not see us discarding these tools, as Deming would have us
do, because they are too ingrained in our business culture, Marshall thinks that
Skinner was right in asserting that punishment (a classic performance ap-
praisal backdrop) does harm in the long run. The reward and punishment
System is inappropriate if you accept the TQM tenet that most problems (some
80-90% it has been cstimated) are caysed by poor management or System
related malfunctions, not people’s lack of motivation. “If the rewards are
strong enough I'll get a bottle of white-out o paint the red beads white,”
Marshall says, in reference to Deming’s “red bead” experiment, a classic TQM
demonstration. As I/O psychologists, we want very much to believe people
have a choice in their behavior, we are individnal differentiators. Most TQM
philosophics say that the vast majority of production problems are not due to
individual differences. No wonder many folks are talking about zhe perform-
ance appraisal issue!

Marshall Sashkin, who has recently published an eatirely readable primer
on TQM, feels performance appraisals have a place in TQM, but that we are
not being creative enough to find those things we wish to reinforce which are
based on individual initiative, “There are ways to build reward systems at the
individual, team and organizational level that reward individuals, but not on
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the basis of traditional performance qpm zif;l?;in eﬁ:r::jllll ass Eglll‘tn :1?
is di ion i i exceptio! _
uthz:ls S;SC t;laslilloélo:fufi?asgglassioi?nprovlijng how work is accomplished, inakl:illg_

improvements t0 maximizing inter—depan;ncpt processes o, in azli purely in
vidual level, for learning new skills or achieving educational go: i individ.

Marshall feels we can “maintain a system based upon 2 bedroc c;l id:
ual difference accomplishments, without conflicting with tdcam gtzm (Sj i
appraisal systems will add perscnal deva!opment e.fforrs and team orgal
izational results to the performance appraisal equation.

‘Who Cares?

Michael M. Harris relates a comment he has heard once or tw11<:§e ;(::
often. When asking I/O psychologists what they know d:gou;b p:;:?:if” i
. . [ 2 kﬂOW any g k N
fits, he usunally gets the response, “T don’t . . )
’ ‘ h with a business factor
i Michael wonders why we are out of touc] \ actor
iél;:;lting for roughly 40% of payroll which, for ncl:egl;:al ggh?gs%a'n Il:gaa
' 0 !
ion factor of about 15% or more, compared o a C.PL of
‘\:;lv?;rlld:g that business directors think we’re outside of the mamstrca.rn? .
A literature review revealed very litfle work by I/(? psych910g1§ts dea. lmI;,g1
with employee benefits adding further to Michael’s mteAr;:s_t 1;{) this Ptr(:gfm !
iti ot i loyee Assistance
e earlier published work on Emp! ; s
a(](iidAl;:)n 131:1?:131 has begun to conduct research on the general topic of em
1 benefits. ‘ ‘ . o
P og;li current investigation is employee reactions to their benefits. Muz:ael
has developed a sur\iey to tap multiple aspects of bepeﬁt prggrar)ns .g._,
reeived value, amount of information, access to help with questions). _Anal_ ly
w reveal that tl,le scales are indeed multidimensional, have 1n_ternal reh‘:;ibﬂlty
asifl seem to correlate with various work outcomes, such as job commitment
intentions. o _ _ ]
andAm::c?:; ?opic of tesearch that Michael is beginning to investigate cm;e
cerns employee reactions to retirement programs. Altho;tgélcthpe;;i ;111(1)11):;:5 atlore_
t deal of practitioner advice about tl?lS matter, .
asearcgreﬁ is availalg)le on this topic. Readers interested in lemmg mo;‘eHab(I)}ix;
Michael’s work or obtaining a copy or his survey should call Michael Har
at (314) 553-6280.
A Tall Order *
The Department of Labor established the Secretgly’s Commis(;slor; ;11;
Achieving Necessary Skills (SCANS for short) to examine the de?manths Sc; e
workplace and whether our young people are capable of meeting tho

i issi directed to advise the Secretary of
ands. Specifically, the Commission was ' .
;_l.labor onpﬂ?; kinds of skills required by young adults entering the workforce.

98

Norm Peterson, Deborah Whetzel and many other I/O praciitioners are
involved in this project. SCANS has prehiminarily determined two distinct sets
of skills; Functional Skills and Enabling Skills, Enabling Skills underlie the
Functional Skills. At this point in SCANS work, the highest ranking Enabling
Skills are conscientiousness, cooperation, work orientation, listenin g skills and
speaking skills. The most critical Functiona] Skills are serves clients/custom-
ers, participates as a member of a tcam, manages time, undersiands how
systems work and works with cultural diversity. SCANS is now entering
PHASE II consisting of additional, confirmatory job analyses. A final report is
anticipated next month and Practice Network will update you in April.

Practice Network is a unique outlet for discussing practitioner issucs and
opinions. Your input is essential to the continued success of this column,
Contact Practice Network by calling Thomas G. Baker, Micro Motion, Inc.,
Boulder, CO. Telephone (303) 530-8 143, FAX (303) 530-8422.

FOOTNOTES
! Caldwell, D, E. & O'Reilly, C-A. ITI (1990). Measuring person-job fit with a profile-com-
patisen techrique. Journal of Applied Psychology, 75, 648-657,
jlbid, page 654,

Thanks to New York’s MetroNews for the tip off to free publications for APA members.

r for information on SCANS (most of this section was
shamelessly plagiarized from an article by Jess Robinson). The Personnel Testing Conncil of
Metropolitan Washington has a great newsletter with many interesting features,

The SIOP-APS Connection

Lee Herring Eugene F, Stone
American Psychological Society State University of New
York, Albany

PUBLIC POLICY

APS is celebrating perhaps its most significant public policy victory o
date, the creation of a separate Directorate for behavioral and social science
disciplines within the National Science Foundation (NSF). (See the November
1991 APS Observer newsletter for further details.) On October 11, NSF Direc-
tor Walter Massey announced he would pull the behavioral and social science
disciplines out from under the Jurisdiction of the biological directorate and
form a separate entity.

The directorate’s formation was the direct result of intense and long-term
efforts by APS staff 1o effect this organizational change. This most recent
milesione is but one of an overall set of goals—and ongoing efforts—io

achieve within the NSF a heightened level of administrative policy level
participation for psychological science. It is expected that APS can help “level
the playing field” for behavioral and social science disciplines by getting NSF
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to recognize these disciplines at the highest levels of its policy and administra-
tive structure.

Organizational research is directly supported by NSF ihrough several pro-
grams including some that are currently housed in the Social and Economic
Sciences Division: Decision, Risk and Management Science; Sociology; Po-
litical Science; Law and Social Sciences; and Measurement Methods and Data
Improvement. This Division's programs will be housed in the new directorate.

Nominations for the head of the new Directorate were due December 2, and
it is hoped that the new Assistant Director will be in place or committed by
March, in time to participate in the 1994 fiscal year’s budget planning. In the
meantime, Acting Assistant Director Frank Harris, an environmental biologist,
hopes to begin pursuing some major behavioral science initiatives (e.g., Cog-
nitive Science) that have been in development.

ANNUAL SUMMIT

Fducational program accreditation will be the primary topic of the fourth
annual Behavioral Science Summit to be held in Chicago in March or April,
1992. APS has been urged by other organizations to address the issue of
psychology program accreditation. The APS Graduate Education Committee’s
Accreditation Task Force (Maritynn Brewer, Chair, Emanuel Donchin, Rich
Weinberg, and Ursula Delworth) is organizing the 3-day 1992 meeting. The
1991 Summit held in Houston, Texas, attracted some 100 representatives of 65
scientific psychology-related organizations. SIOP’s own Milton Hakel (Bowl-
ing Green State University) served on the steering committee of last year’s
Summit and continues to chair the post-Summit follow-up committee. One of
the final products of that Summit, the Human Capital Initiative document,

summarizing for policy makers research contributions and opportunities of

behavioral science, is nearing its final stages of production. The Summit’s
purpose is to discuss and address important issues facing scientific psychol-

0gy.
1992 APS CONVENTION

The fourth annual APS convention will be held at the Sheraton Harbor
Island Hotel from Jurie 20-22, 1992. The program for the conference is devel-
oping rapidly. Presentation proposals (e.g., posters, papers) were due on De-
cember 6, 1991. Thomas Nelson (University of Washington) is Chairing the
Program Committce and SIOP member Eugene F. Stone (State University of
New York, Albany) is serving as Chair of the Poster Subcommitice. In addi-
tion, approximately 20 SIOP members are serving as reviewers of poster
proposals.

The Socicty expects to receive over 800 poster proposals for the conven-
tion. Tt is anticipated that a substantial proportion of these will be submitted by
SIOP members: At the 1991 convention the number of posters dealing with
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pdustnal apd organizational psychology placed a close second to those focus-
ing on social p§ychology. One item among several of particular interest to
SIQP membf:rs 1s an invited symposiom on motivation and performance that is
being organized by Carol Dweck (Columbia University),

LOCATION, LOCATION . .,

APS headquarters relocated in July 1991, around the corner from its former
office oq K Street, NW, to a larger office on Vermont Avenue, NW (the new
address is shown below). The relocation was necessitated l;artly by APS’
growth (from 4 staff throngh March 1991 10 9 currently).

NEW JOURNAL

.The ﬁ{st 1ssue of APS’ second journal, Current Directions in Psychological
Science, is sch(_aduled for appearance in February 1992. Chief editors, Sandra
Scarr (University of Virginia) and Charles Gallistel (UCLA) are puEting the
final toucl_les_on the first issue of this bimonthly journal which will consist of
ab(?u_t 10 invited 3-page review articles that capture the essence of research
ac_l:lv1ty on t!'l& entire range of areas within scientific psychology. The journal
will be published by Cambridge University Press, the world’s oldest continu-

ously operating press and publisher of APS’ j 1 3
oy p of APS’ first journal, Psychological Sci-

MEMBERSHIP

The Society’s membership, present i
; X y over 12,000, continues to grow and
members tend to stay with APS once they join: the annual renewal gr;?e is 95
percent. A free 1_992 APS membership Directory will be sent to each member
who retumned their 1992 dues to APS by December 1, 1991.

ADDITIONAL INFORMATION

) For further information about APS, including membership application
orms, contact: APS, 1010 Vermont Avenue, NW, Suite 1109, Washington, DC

20005-4907, Telephone: 202-783-207 . ’
APS2@UMUC.BITNET. 7, Fax: 202-783-2083, Email;
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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 figld worg
and over a million dollars of investment produced a practical itz;n
effective software toolkit. Now we seek o share this technology with a

few good 10 firms.
Behavior Description Effectiveness

Recent meta-analytic research
reveals the incredible power of BD
methods to predict job performance.
With an .80s corrected populat@on
validity, BD enjoys the highest hiring
accuracy known {o sciencs.

Meta-analysis of screening methods
finds a 30 point increase for. 8D
wrillen examples overresume ratings.

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

BD Software Technology

Job Research— PC-PRO cuts ﬁrqe
and facilitates client turnaround in
data collection,

Job Analysis— TopicBank and
QuestionBank Word Perfect
tempiates help form performance
topics and BD questions quickly.

Guide Templates--PageMaker
templates for Job Preview, BD
Interview, New Hire Coaching, and
Performance Review guides rqake
producing professional  ciient
instruments easy and efficient.

Guide Generator |JI- Programs for
quickly generating professional Bp
Interview Guides following a topic
selection routine.

Keyboard Interviewer— A program
that asks BD questions and collects
the answers via a PC. The answers
can ba client or professionally scored.

The BD Training Disk-- Computer-
assisted instruction moduies that
integrate PRE and POST with the
HPS designed skills workshop.

Call 1 800 661-1564

For a FREE Review Kit or !0
arrange for a software
demonstration during APA in San
Francisco.

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

O C O
Committees

New Directions For SIOP Workshops
Georgia T. Chao and T. Craig Williams
Co-chairs, Continuing Education & Workshop Committee

There have been three recent changes in the Continuing Education and
Workshop Committee that were implemented to minimize operating costs and
1o maximize workshop benefits to SIOP members. First, the planming process
switched to an earlier timetable, In order to reduce travel expenses, the work-
shop commitiee will plan next year’s SIOP workshops the day before carrent
SIOP workshops are held. We tried this new approach last year in St. Louis
and the process worked weil. Proposals for 1993 SIOP workshops in San
Francisco, will be accepted until April 15, 1992. If you are interested in
proposing a workshop, please contact Craig Williams at Burroughs Well-
come, PO. Box 1887, Greenville, NC 27835-1887. For further information,
please look for the call for proposals elsewhere in this issne.

A second change concerns workshop offerings before the APA conference
in August. Perhaps due to the success of SIOP workshops, attendance af APA
workshops has steadily declined over the years. Although these workshops
receive high evaluations. the number of registrations in 1990 and 1991 were
44 and 22, respectively. The low mumber of workshop registrations did not
affect the time and amount of work required to present and manage quality
workshops. Thus, after much thought and debate, the Executive Committes
decided not to sponsor APA workshops in the foreseeable futre, Therefore,
there will not be any workshops sponsored by Division 14 at the APA confer-
ence in Washington, D.C,, this year.

The last change in workshops was the offering of a workshop independent
of any conference, The two-day workshop provided an additional opportunity
to develop skills beyond the half-day workshops that are offered at SIOP, On
June 27-28, 1991, the first non-conference workshop, “An Introduction to
Individual Assessment,” was presented by Erich Prien, Garry Hughes, Fred
Sales, and Jeffrey Schippmann. Many people who autended the workshop
believed it provided valuable skills even to those highly experienced in indi-
vidual assessment, Special thanks are due to the presenters and to Steve
Doerflein and Jay Thomas for ensuring the success of this workshop. This
first session was an experiment and future non-conference workshops will be
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discussed at the next Executive Committee meeting. If you have any com-
ments or suggestions, please contact Georgia Chao at (517) 353-5415 or any
member of the Executive Committee.

Finally, this issue of 7IP describes the 12 pre-conference workshops that
will be offered in Montréal on April 30, 1992. Since last year’s workshops
were sold out, we urge all people who plan to attend workshops to register
early! Early registration will help you get into the workshops you are most
interested in. If you have any questions about workshop registrations, please
contact Jay Thomas at (503) 281-8060 between 9:00 - 5:00 Pacific Time.

What SIOP Can Learn from ENOP

Barbara B. Ellis
External Affairs, International Affairs Subcommittee

The European Network of Organizational and Work Psychologists, ENOP,
is a group of approximately 40 I/O psychologists from 17 Eastern and Western
European countrics. In anticipation of a united Europe, ENOP set out ten yeats
ago to enhance cooperation and information exchange among researchers,
Over the years, ENOP’s mission has broadened to include personnel ex-
changes between East and West with support from various universities and
national academic institutions, and the Maison des Sciences de I’Homme.

To foster the exchange of information, ENOP publishes a bi-annual news-
letter and has sponsored more than 20 symposia and workshops over the past
10 years. A sample of topics covered include: professionat issues in work and
organizational (W/O) psychology; educational exchange and cooperation in
W/O psychology; methodological questions for W/O psychology; new tech-
nology, obsolescence, and work; information technelogy and work; and the
meaning of work. A workshop series entitled “New Technology and Work—
NetWork,” started in 1984, has dealt with various aspects of teaching and
managing new technologies as well as safety related to new techoologies.

In addition to information exchange, ENOP has sponsored personnel ex-
changes, one example being a four-week summer school for post-graduates
held in Berlin in 1989. The program entitled “New Information Technology
and Work Psychology” was attended by 25 post-gradoates recruited and se-
lected by ENOP from 12 countries. This encounter spawned three research
networks that have continued to interact via electronic mail and periodic
reunions at international conferences. A second summer school is planned for

1992.

ENOP’s efforts to exchange information and personnel have produced a
number of cooperative research projects: an examination of work motivation
in different cultural contexts; a study of organizational culture in seven coun-
tries; a project on work socialization of youth in nine countries; and a 12-coun-
try study on industrial democracy in Europe.
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ENOP demonstrates the benefits and achievements that can come from an
organized international cffort to exchange information and personnel, Recent
events, such as the discussions of free trade, the umiting of the European
community, and the removal of the physical barriers between Fast and West,
all point to a need for international research in /O psychology. We believe that
SIOP’s leadership can and should take an active role in establishing an organi-
zation based on the ENOP model that will promote the exchange of research
information and personnel between I/0 psychologists in the United States and
others in the international community.

Note: Information on ENOP was obtained from a manuscript by Bernhard
Wilpert, Technische Universitit Berlin, entitled “European Network of Organ-
izational and Work Psychologists/ENOP: Ten Years of International Scientific
Cooperation,” March, 1991,

SIOP Awards Committee Seeks

Nominees for APA Awards

Wayne J. Camara
APA Science Directorate

The Awards Commitice has completed it’s review of nominees for six of
the Society’s Awards that will be presented at the SIOP Annual Conference in
Toronto. Recommendations from the Awards Committee will be submitted to
SIOP’s Executive Committee for action in February, 1992,

This year, the Awards Committee received one of the largest mumber of
nominations for the six SIOP awards; a total of over 32 submissions for these
six awards: Distinguished Scientific Contributions Award Distinguished Pro-
fessional Contributions, Distinguished Service Contributions, Edwin B. Ghis-
elli Award for Research Design, Emest McCormick Early Career Contribu-
tions Award, and the S. Rains Wallace Dissertation Research Award. It is not
too early to begin thinking about deserving nominees for the 1993 SIOP
Awards.

The Awards Committee is currently reviewing distinguished scientists, pro-
fessionals, and educators for APA Awards in Science, Practice, Education, and
Public Service. SIOP members may directly submit nominations to APA for a
variety of awards. The deadline is February 1, 1992.

Each APA award has slightly different requirements and questions can be
forwarded directly to APA staff at APA Staff (202) 955-7600 (before Janary
27) or (202) 336-5500 (after January 27).

Science - Suzanne Wandersman, Science Directorate APA - Include 2 letter
of nomination and statement of worthiness, a current viia, a recent bibliog-
raphy, and up to five reprints. Awards include: Distinguished Scientific Contri-
bution Award, Distinguished Scientific Award for An Early Career Contribu-
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tion to Psychology, Distinguished Scientific Award for the Applications of
Psychology.

Practice - Include a letter of nomination or statement of worthiness, with a
vita or letiers of support optional. Awards include: Distinguished Professional
Contributions 10 Knowledge, Distinguished Professional Contributions to
Public Service, and Distinguished Contributions to Applied Psychology as a
Professional Practice.

Public Interest - Include a letter of nomination or statement of worthiness,
with a vita or letters of support optional. Awards include: Distinguished Con-
tributions to Psychology in the Public Interest, Distinguished Contributions to
Rescarch in Public Policy, Distinguished Early Career Contributions to Psy-
chology in the Public Interest, and Leadership Citation for Women in Psychol-
ogy {with an April 1 deadline).

Education - Include a letter of nomination, a vita, and (wo supporting
letters. Awards include: Distinguished Career Contribution (to education and
tratning in psychology), and Distinguished Contribution {a major contribution
to education and training at some point in a career).

Other awards are offered by APA, its Divisions and State Psychological
Associations, as well as the American Psychological Foundation (although the
deadline was 1/1/92 for APF). For a complete listing call APA for a copy of
“Awards, Honors and Prizes in Psychology, 1991.”

APA STUDENT AWARDS

The Science Directorate is sponsoring its fifth annual competition for
graduate student travel and dissertation research grants. Applicants must be
student affiliates of APA and enrolled in graduate studies in a department listed
in Graduate Study in Psychology and Associated Fields (APA). Support will
be provided to up to 100 students in each category.

Travel Grants are made available to graduate students who have had re-
search papers (or posters) accepted to be presented at the 1992 APA Annual
Convention in Washington D.C. The grant award is $300 to defray travel costs
to the convention. The deadline is April 6,

Dissertation research Awards are a $500 grant which helps 1o offset the
costs associated with conducting dissertation research. Students must have
their dissertation proposals approved by their committee prior (o application.
The deadline for application is February 14, 1992,

Student award applications have been mailed to Chairs of all Departments
of Psychology. Additional applications can be obtained from Cheri Fullerton,
APA Science Directorate, 750 First St., NE; Washington, DC 20002-4242;
(202)336-6000,

Finally, the Public Interest Directorate provides three awards annually for
Qutstanding Dissertation involving ethnic and minority affairs. Research must
focus on a contribution that enhances: the understanding of ethnic minorities;
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service delivery systems in ethnic minority communities; new theories rele-
vant to ethnic minority populations; or other methodological paradigms and
approaches sensitive to ethnic minority communities. The deadline is April 15,
Contact APA’s Office of Ethnic Minority Affairs for more information,

SIOP Membership Criteria
Marcia M. Andberg
American Guidance Service, Inc.

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

SIOP’s Purpose

Article I, Section 2 of the Society’s By-laws describes the Society’s pur-
pose as “to promote human welfare through the various applications of psy-
chology to all types of organizations providing goods and services.” Examples
of such applications include: selection and placement of employees, organiza-
tional development, personnel research, design and optimization of work envi-
Tonments, career development, consumer research and product evaluation, and
other areas affecting individual performance in or interaction with organiza-
tions.

Criteria for Membership in SIOP

Applicants for Society membership must: () currently be members in good
standing of either APA or APS; (2) have a doctoral degree based in part upon a
psychological dissertation conferred by a graduate school of recognized stand-
ing; (3) be engaged in study or professional work that is primarily psychologi-
cal in nature; (4) be engaged in professional activities (research, (eaching,
practice) related to the purpose of the Society, as stated above.

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

* APS does not have a separate category for associate membership but does admit individn-
als to full memberskip who de not possess a doctoral degree.
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Applicants for Society Associate membership must: (1) currently be associ-
ate members in good standing of APA; (2) have completed two years of
graduate study in psychology at a recognized school; (3} have a Master’s
degree in psychology from a recognized graduate school; and (4) be engaged
in professional or graduate work related to the purpose of the Society, as stated
above.

Applicanis for Society Foreign Affiliate membership must: (1) reside in a
country other than the United States; and (2) meet all the criteria for Society
Member or Society Associate Status with the exception that membership in
APA or APS is not required.

Undergraduate and graduate students are eligible for student affiliate status
in SIOP. Individuals applying for student affiliate status do not necessarily
need to be majoring in psychology, but must have their faculty advisor sign
their application form to verify they are currently a student in good standing.
Student members are not required to be student members of APA or APS, but
must be presently engaged in formal study related to the purpose of the
Society, as stated above.

SIOP Application Process

Individuals interested in applying for any membership status in the Society
should complete a member/associate member application or the SIOP student
affiliate application and return it to:

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

Application information and forms are printed in TIP twice each year.
Additional application forms can also be obtained from the SIOP Administra-
tive Office.

The application review process for members and associate members may
take 60 days or more. Once your application is returned to the SIOP Adminis-
trative Office, membership in APA or APS must be verified and you will then
receive an acknowledgement that SIOP received and is processing your appli-
cation. Next, applications and supporting documentation arc mailed to the
SIOP Membership Committee for review and evaluation. You will be peri-

odically notified of the status of your application during this process. You will

not be officially admitted into SIOP until payment of SIOP dues.

Applications from student affiliates are processed within 30 days of receipt
because approval and review by the full Membership Committee is not re-
quired. New applicants for SIOP student affiliate status should enclose a check
or money order made payable to SIOP for $10.00 with the application.
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Duoes

Dues statements are mailed each spring to all members, associate members,
and student affiliates of SIOP. Dues for SIOP members and associates are
$32.00 per year. Dues for student affiliates are $10.00 per year. Students will
need to obtain the signature of their faculty advisor each year on the dues
statement in order 1o retain student affiliate status in SIOP. Annual dues cover
the calendar year for SIOP (May through April). Individuals accepted into
SIOP prior to April 1st of each year will be billed the fll dues for that year and
receive all back issues of TIP and other mailings in that year.

Individuals may contact Marcia M. Andberg at (612) 7864343 for more
information.

SIOP Calendar

TIP Deadline for April Issue February 15

SIOP Conference Mail March 277
Registration Deadline

SIOP Conference Hotel March 30
Registration Deadline

SIOP Pre-Conference Workshops April 3
Mail Registration Deadline
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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 Institution

Department

Address of Institution

Check the degree you are pursuing;
Doctorate Bachelors level

Masters level Other, specify:

Year you expect degree

Check the area of specification:

I/O Psychology General Psychology
Organizational Behavior Business ‘
Psychometrics Other, specify:
Social Psychology

Advisor: Advisor’s signature:

* Student Affiliate Annual Dues are $10.00 and include a subscription to
the Industrial-Organizational Psychologist (TTP) and all other SIOP

mailings

* Please enclose a check or money order payable in U.S. currency to:
SIOP

* Mail to: SIOP Administrative Office, 657 East Golf Road, Suite 309,
Arlington Heights, IL 60005

Upcoming Conferences and Meetings
This list was prepared by Julic Rheinstein for SIOP’s External Affairs
Committee. To submit entries, contact; Julie Rheinstein, OPRD Room 6462,
U.S. Office of Personnel Management, 1900 E, Street, NW, Washington,
DC 20415, or call 202-606-0388, or FAX 202-606-1399.

1992

Feb. 20-23 Annual Conference of Society for Psychologists in Man-
agement. Tampa, Florida. Contact: Marc Frankel, PhD,
Membership Chairperson, SPIM, 131 W. Monroe, Suile 4,
Kirkwood, MO 63122.

April 29 I/0-OB Doctoral Student Consortinm. Montréal, Canada.
Contact: Jan Cleveland, Colorado State University, (303)
491-6808.

April 30-May 3 Society for Industrial and Organizational Psychology An-

nual Conference, Montréal, Canada. Contact; Katherine

Klein, U of MD. (301) 405-5929.

Research/Study Team on Nonviclent Change. George Wil-

liams College, near Chicago, IL. Contact: Jeanne Gour-

guechon (312) 893-1600, ext 7409, or FAX (312) 893-1648.

22nd Information Exchange: What is New in OD and Hy-

man Resource Development. George Williamg College,

near Chicago, IL. Contact: Jeanne Gourguechon (312) 893-

1600, ext 7409, or FAX (312) 893-1648,

International Congress on the Assessment Center Method.

Williamsburg, VA. Contact: Development Dimensions In-

temational, (412) 257-0600.

June 7-11 TIPMAAC 16th Annual Conference. Baltimore, MD. Con-
tact: Doris M. Maye, 1617 Duke St., Alexandria, VA 223 14,
(703} 549-7100.

July 12-15 Third International Conference on Work and Organizational
Values by the International Society for the Study of Work
and Organizational Values (ISSWOV). Karlsbad, Czech.
Contact: Prof. George W. England, The University of OK,
307 West Brooks St., Rm. 4, Norman, Oklahoma 73519-
0450, FAX (405) 325-7688.

July 19-25 XXV International Congress of Psychology. Brussels, Bel-
gium. 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@bleukulll.cam.

May 17-19

May 19-22

May 19-22
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Aungust 9-13

August 14-18

1994
Tuly 17-22

American Statistical Association. Annual Convention. Bos-
ton, MA. Contact: ASA, (703) 684-1221, _
American Psychological Association. Annual Convention.
Washington, DC. Contact: APA (202) 955-7707.

23rd International Congress of Applied Psychqlogy. W-
drid, Spain. Contact: Secretariat, Colegio Oficial de Psi-
cologos, 23 IAAP Congress, Nunez de Balboa, 58, 5, 29001

Madrid, Spain.

Contact
Manager to advertise in TIP.
Michael K. Lindell, Depart-
ment of Psychology, 129
Psychology Research Build-
ing, Michigan State Univer-
sity, East Lansing, MI
48824-1117. (517-353-8855).

JOB
OPENINGS?

the Business
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ADVERTISE IN TIP

_ If you have written a book, offer a product or ser-

vice, or have a position opening in your organiza-
tion, advertise in TIP. TIP is the official newsletter
of the Society for Industrial and Organizational
Psychology. TIP is distributed four times a year to
more than 2,500 Society members, who include
academicians and professional-practitioners in
the field. In addition, TIP is distributed to foreign
affiliates, graduate students, leaders in the Ameri-
I can Psychological Association and American
Psychological Society, and individual and institu-
tional subscribers.

For more information contact the TIP Business
Manager:

Michael K. Lindell
Department of Psychology
129 Psychology Research Building
Michigan State University
East Lansing, Mi 48824-1117
Phone: 517-353-8855
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. Publication Month Deadline 5 for Industrial/Organizational Psychology Continuing Education and
$ E Workshop Committee is now accepting pre-conference workshop proposals for the
$ May 15 3 1993 Society Conference to be held in San Francisco on April 30, 1993.
$ July t 15 EE Submission Procedure. Intetested individuals should submit a one-page description
4 October Augus 3 of the proposed workshop, behaviorally-based learning objectives, and indicate a sug-
4 J November 15 : gested length (half or full day) for the workshap. Please include your vitae or the name,
$ anuary 5 b4 address, and qualifications of a suggested esenter(s)

$ April February 1 3 »and g ggested pr :

v 4

b 3

[

: Invitations to present workshops are contingent upon committec review and ap-
___________________________________________ proval. Proposals promoting business interests, including products and services, will

""""""""" not be considered. The committee reserves the right 10 modify and/or combine pro-
posed workshops as appropriate, to meet the needs and interests of workshop partici-
pants.

Workshop proposals should be sent to:

T. Craig Williams
Site Training and Development
Burronghs Wellcome Co.
P.O. Box 1887
Greenville, NC 27835-1887
FAX: (919) 830-7046
Deadline for receipt of workshop proposals is April 15, 1992,

) : Call For Nominations: Awards For Excellence in Consultation

Submit All TIP Manuscripts and News Items To: : :::-:-_ The Division of Consulting Psychology announces a call for nominations for three
e awards for excellence in consultation. This year, our two traditional awards, the Perry
Dr. Steve W. J. Kozlowski '*5:_::_5 L. Rohrer Award and the National Psychological Consultants to Management
- ) iy Award, are being joined by a third, the Harry Levinson Award. All three will be

Editor, TIP | | presented at the APA Convention in Washington in August. 1097
Department of Psycho ogy The Perry L. Robrer Award is given o an APA member whose career achieve-
Psychology Research B.UIldlI'IQ ments reflect outstanding service o organizations, public or private, by helping them
Michigan State University respond more effectively to human needs. This award, accompanied by a check for
East Lansing, M| 48824-1117 $1,000, is funded anmually by the consulting firm of RHR International, in honor of a
founding member who epitomized the standards of excellence which they and the

Phone: 517/353-8924 g Division seck to perpetuate.

L The National Psychological Consaltants to Management Award is given to an
APA member, or member-sponsored student, whose work has had a significant positive
impact on an organization andfor has enhanced our knowledge and utilization of the
consulting process, The award, which includes 2 check for 31,000, is named for the
organization which funds it annually, an association of psychological consulting firms

il6

117




dedicated to professional development of the field by recognizing and rewarding inno-
vative, meritorious achievement.

The Harry Levinson Award will be given to an APA member who has demon-
sirated exceptional ability to intcgrate a wide range of psychological theory and con-
cepts and convert that integration into applications by which leaders and managers may
create more effective, healthy, and humane organizations. This award, funded by the
camings from a trust fund established by Harry Levinson and administercd by the
American Psychological Foundation, will offer a check to the first recipient in 1992 for
$s00.
For more information, contact: David C. Munz, Ph.D., Chair, Div. 13 Awards
Committee, Department of Psychology, St. Louis University, 221 North Grand
Boulevard, St. Louis, MO 63103, Phone: (314) 658-2300.

Call For Award Nominations
The Organizational Behavidor Division of the Academy of Management anmounces
its annual call for nominations for its “Outstanding Publication in Organizational
Behavior Award.” The award will be presented to the authors of a publication appearing
during the 1991 calendar year in a recognized outlet generally available to division
members. Recipients of the award need not Pelong to the Academy of Management.

The "Outstanding Publication in Organizational Behavior Award” is given for the
most significant coniribution to the advancement of the field of Organizational Behav-
jor. Theoretical and empirically-based research publications are eligible.

Each Academy of Management member may nominate one publication for the
award, but no member may nominate more than one publication. Nominations should
be made in writing and must include: (a) a rationale justifying receipt of the award by
the nominee(s), and (b) a full bibliographic citation of the nominated work. Self-nomi-
nations will not be accepted. To receive consideration, material must be postmarked
po later than March 30, 1992.

The recipient of the award will be announced at the Augnst 1992 Academy meeting
during the OB Division’s business meeting, where a certificate of recognition will be

presented.

Al nominations should be sent to: Jerald Greenberg, OB Program Chair-Elect, 5

College of Business, The Ohio State University, 1773 College Road, Columbus, OH
43210-1399. :
Call For Nominations

The Personnel/Human Resources Division of the Academy of Management an-
nounces a call for nominations for its annual “Scholarly Achievement Award.” The
award will be presented:to a work published in recognized periodical outlets, such as
journals and research annuals, that are generally available to Division members. Nomi-
nated papers must have a publication date of 1991. Recipients of the award need not
belong to the Academy of Management or the Personmel/Human Resources Division.

The Personnel/Human Resource Scholarly Achievement Award is given for the
most significant publication on issues important to the Personnel/Human Resource

Management ficld. Publications may be empirically or non-empirically based. Papers .

nominated for this award will be judged on two criteria: (1) the significance and
importance of the problem to P/HR or Industrial Relations and (2) the extent to which
the design, solution or orientation advances research or theory in the field.
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ey - Deadline for proposals is May
Call for Paper:
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The 22nd Annual Information Exchange on “What Is New In Organization Devel-
opment and Human Resource Development” will be held May 19-22, 1992 at Geo;%;
Williams College outside Chicago. Presentations arc requested. Conm?; 1]2‘1{;.‘6[;?;1333
W. Cole, RODC, 681 Beta Drive, Suite K, Cleveland, OH 44143. Tel:

ot
o &nhﬁggtogrn::;ﬁzaﬁon Development World Congress wi‘ll be held July 14-18,1399“]2
in Vilnius, Lithuania. Papers are invited. For more information contact: Dr. ]')02111:15 il .
Cole, 781 Beta Drive, Suite K, Cleveland, OH 44143 USA. Telephone: -
4333.
Call for Consultants

The Organization Development Institute will again take a te:amI ‘Ef I;/;a:t?i?lnzz
Psychologists and Organization Development Consultants to Pol?fnd lthy o %,, =
2, 1992 immediately following The 12th O.D. World Congress in Li ‘um;aiEShe
te:ach modem management concepts to Polish managers and c‘onsult w:1th 0] - tc::og::
panies. The ability to speak Polish is not required. For more mfo-rmatlor} oo;; az X e.
Donald W. Cole, RODC, c/o The Q.. Institute, 781 Beta Drive, Suite K, Cleve-

land, OH 44143. Tel: 216/461-4333. Fax: 216/729-9319.

Call For Papers

The Third International Conference on Self-Manage<d Work Te@, sponsor;d by
Texas Instruments and the University of Neorth Texas, will be held in Dallas, . ei(as
September 30 - Ociober 2nd, 1992. The conference grew ﬁom 350 to 550 peop a;ﬂ;st
year, with attenders and presentations from the Far East, Middle East, EuroPe, C . 2
and ,the United States. We invite submissions of b9d1 res::arch and app}wd ]1:11;1'_1(:_}[&(: :
addressing the conference theme. The Theme for l'lus_year s conference lskS(;xie lan
aged Work Teams: Optimizing Performance. Toplcs such as JIT, wor C:lllg;x;
participation, efc. are invited if related to the main theme of the conferc;ce. ol a
(817) 565-3096, or (317) 565-4806 (FAX)) for  formal call for papers. Sen forretp?hle
dence to The Center For The Study of Work Teams, Psychology Department,
University of North Texas, Denton, Texas, 76203-3587.

Call For Information

Barrett & Associates, Inc. is performing contractual work for the General ;f':&c;ount-
ing Office (GAO) on a project titled, Examination of the Fec?eral 'Gavemmen! sH afiilor
FEvalu-+i~n System (FES) for Gender Bias. First, as part of this pro_]e.c.t we are (;:o ec; Sf,:
Questionnaires that have been developed by federal and state agemnles.to alf :;: c Fﬁass
ifying positions using the Factor Evaluation System (FES) or a variation o dc. - .
Second, we are also seeking data collection msu'umcnt‘s which }%avc lfen 1.1.:]‘:}1 ? P ;
equity studies in order to identify work characteristics * stereotyplcall){ 1deq de‘ wi
jobs dominated by men,: women or minorities. And third, we. are mtere'stc [hm. any
literature, techmical reports, pre-prints or published resca_rch which deals v_mh e;ﬂ 1;5;:
of pay equity. As a rescarcher in this area, any information you can prov1d.e wol e
appreciated. This information will be utilized in m‘; development of questionnaires ©
be used in the study, and to write an annotated bibliography of the current literature
e ;1(')31? -may, if you desire, assert a business conﬁdenti‘ality f:laim cavering gartmor élkg
the information. If you do assert a claim, the information will be disclosed y81 cpublic
only to the extent, and by means of the procedures, set forth in 4 CFR Part 81,
Awvailability of General Accounting Office (GAQO) Records.
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If you choose to assert a claim, {wel the Contractor shall, in accordance with FAR
Part 9, execute a written agreement regarding the limitations of the use of this informa-
tion and forward a copy of the agreement to the Contracting Officer of the GAQ. Upon
receiving the information, [we] the Contractor shall make a written notation that the
notice set out above was given to the source, by whom, in what form, and on what date.
When we subtnit the information to the GAO, we shall identify the information accord-
ing 0 source, and indicate whether the source made any confidentiality claim and the
nature and extent of the claim. We shall keep all information collected from nonpublic
sources confidential in accordance with our contract with the GAQ. If nio claim is made
at the time this information is received by the Contractor, it may be made available to
the public by the GAQ without further notice to you.

Contact: Barrett & Associates, Ine., Schoolhouse Building, 500 West Exchange
Street, Akron, Ohjo 44302-1428, (216) 762-2323, FAX - (216) 762-5857.

Cali For Information

Software of interest to psychologists is being collected for the third edition of
Computer Use in Psychology. This volume, published by the American Psychological
Association, describes software for academic use, clinical applications, psychological
assessment, and statistics, rescarch, and presentation aids. The authors are soliciting
information about software fiting one of the above categories. Please send information
to Computer Use in Psychology, 1228 N. Augusta Street, Staunton, VA 24401.

The second edition of Computer Use in Psychology contained 883 software listings.
Each listing provided a description of the software, the hardware requirements, and
purchasing information. In order 1o ensure accuracy, software authors are asked to
verify the information before the Eisting is published in the Directory.

Announcement

The theme of the 1992 Division 21 Midyear Meeting will be advances in presenting
information to enhance humean performance. Research topics that will be discussed
melude the glass cockpit, virtual imagery, displays for maintenance, information dis-
play for data bases, and aural presentation of information, Outstanding investigators
have agreed to review these arcas and their work in them.

The Midyear Meeting sponsored by APA Division 21 and HFS Potormac Chapter
will be held March 5 and 6, 1992. It will be a one and a half day meeting with a tutorial
Thursday afternoon and a symposium afi day Friday.

In the Thursday tutorial session Professor Christopher D. Wickens, currenily at the
Air Force Academy, will present an overview of research for the display of information
for human performance,

The presenters for the Friday symposium and their tentative topics are listed below.

John M. Reising, Wright-Patterson AFB—Displaying Information in Future Cock-
pits,

Stephen R, Ellis, NASA Ames Research Center—Displays and the Virtual Wonld.

Cathy Abbott, NSAS Langley Research Center—Displaying Information for Fault
Localization.

Deborah Boehm-Davis, George Mason University—Information Display for Data
Bases

James Ballas, Naval Research Laboratory—Audition and Information Systems.
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The meeting will be held at the GWU Crystal City Center. The point of contact is
Mr. David Burt (703) 521-9722. George Washington University Crystal City Cen-

ter, 3 Crystal Park, Arlington, VA 22202.

) Announcement

The Tnternational Association for Conflict Management (JACM) will hold its vp-
coming international conference on June 17-20, 1992. The conference will be held at
the Hubert H. Humphery Conflict and Change Center, University of Minnesota, Min-
neapolis. Papers presentations will deal with the following conflict management arcas:
organizational, communication, negotiation, bargaining, mediation, arbitration, social
justice, intergroup, public sector, intenational, and decision making. If you wish to
submit a paper for possible presentation at the conference, please write to William H.
Ross, Department of Management, University of Wisconsin—La Crosse, 1725 State
Street, La Crosse, WI 54601 USA, or call (608) 785-8450 for additional inferma-
tion.

Conference on April 13, 1992
OUR FAMILIES IN CRISIS
Conceptualization & Intervention Strategies: A Multicultural
& Multiethnic Perspective
St. John’s University
Call (718) 380-7711

Announcement

The Department of Psychology at California State University, San Bernardino, is

pleased to announce a Master of Science program in Industrial/Orgamizational Psychol-
ogy, debuting in Fall, 1992. The new program will combine traditional academic
training with required practical application courses. The current Master of Art program
in IO will be phased out.
Apnouncement
The Organization Studies department at Boston Coflege is accepting applications
for the first class in the Ph.D. program in management with a concentration in Organi-
zation Studies. The Ph.D. program is designed to provide its students with the knowl-
edge and analytical sbilides nécessary 1o conduct the highest quality research and
teaching in the field of organization studies. The intellectual theme of the program
emphasizes organizational transformation, which refers to findamental changes in
organizations that influence their character and cffectiveness. A number of fellowships
are available for highly qualified students. Application deadline is March 1, 1992. For
further information please contact: Chairperson, Ph.D. program, Organization
Studies Department, Boston College, Fulton Hall 214, Chestout Hili, MA 02167,
telephome 617-552-3955.
Call for Information
A considerable amount of testing was conducted with veterans who sought voca-
tional counseling
Temperment Survey, Thurstone Temperment Schedul
chanical, Otis, etc. These data represent a potential base for som

you have access to these data, know the status of
contact: James Mitchell, 217 Old Elm Road, Joliet, IL 60433.
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under the GI bill during :the 1950°s, e.g., the Gilford-Zimmerman :
, Kuder, Strong, Bennett Me-
¢ very interesting

follow-up research on the effects of personality and interests on long-ferm OUtcOmMEs. It
the data, or are interested in this issue, -

Positions Available

Michael K. Lindell

Faculty Search

Agsistant Professor of Industrial/Organizational
- (Human Factors/Engineering) Psychology
uchiel College of Arts and Sciences, De
el Co (s an partment of Psychol
_The 'Unfversz.ly. The University of AkI‘OI’l is the third Iargestystat(::-oagisted
university in Ohio. It offers its 29,000 day and evening students more than 230
assoctates, bachelor_ and master degree programs, and 14 doctoral degree
sroian;s Located in a metropolitan area of 500,000 people only 30 miles
outh o Cleveland, UA has the advantage of city life as well as the area’
exceptional natural resources. .
aghe tg'ollege/Department. The Department of Psychology currently has 172
;g,‘;frithulaO students. A human performance/information processing laboratory
resemhncTt:orked PCs and a.full-time programmer/technician is available for
' th e SllCCﬁSSfl.ll apl.)hcal}t will join one to the leading programs of its
gpe in the country. 'It is unique in having eight full-time faculty members in
d;shemall()rgamzamnal Psychology,
position. One tenure track position beginni i
‘ ginning August 31, 1992 wit
gecavy emphasis on graduate teaching and research productivity. He or shwsalvsl?ilzl1
> g(pected o cg]laborate on rgsearch with faculty and graduate students in
. .D. pI;ograms m.counsehng, industrial gerontology, and applied cognitive
aging. He or _she will also be expected to develop an active research
in the industrial/organizational area. pogR
Q]L:aly‘ican_c?ns. Applicants must complete all requirements for a Ph.D. in
apfl)éc ology pn(?r to t'he position start date. In addition to a strong founéaﬁon
e l::e;mh orientation in Industrial/Organization Psychology, the preference
. ;)5'1 anda%phi:lant with a focus in Human Factors/Engineering Psychol-
, y defined to include applied human experimental
_ psychology and
the psycholc?gy of slglled human performance and applied cognitive psg 3cz:hol—
ong/human information processing. ’
alary. Starting salary is competitive, benefi
reseanch . teach . St p ., benefits are excellent, as arc the
' Apphcgnons. Applicants should send a letter of application together with
g}tla,_ reIp;rmts, 'and l;hree leFters of recommendation to Dr. Ralph Alexander
air, dus_mal/‘Orgamzatlonal Search Committee, Department of PsychoI:
ogy., The University of Akron, Akron, OH 44325.4301.
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Deadline. Applications will be accepted until January 31, 1992.
EEO Statement. The University of Akron is an Equal Education and Em-
ployment Institution. Women and minorities are strongly urged to apply.

ORGANIZATION/MANAGEMENT DEVELOPMENT PROFES-
SIONAL — Florida Power Corporation, headquartered in St. Petersburg, has
an immediate opening for our corporate facility. The individual will design,
implement and analyze our assessment and testing systems to complement our
strategic initiatives and our leadership-management model. This highly visible
position will lead the design aspects of assessment center activities through
regular interface will all levels of management and employees. Additional
accountabilities: operations management of the corporate testing program,
statistical analyses of the assessment center, testing and employee survey
databases.

The ideal candidate will possess a Ph.D or Master’s in I/O Psychology or
related field, with a strong background in design and implementation of as-
sessment methodologies for supervisory and managerial staff. Excellent com-
munication skills and experience with personnel selection and validation tech-
nologies. Familiarity with organizational employee surveying and feedback
processes in highly desirable.

This outstanding opportunity includes a competitive salary and benefit
progtam including relocation assistance. For confidential consideration, please
send resume and salary history to: Florida Power Corporation, Recruitment
Dept. D2A/IOP, P.O. Box 14042, St. Petersburg, FL 33733, Equal Opportu-
nity Employer M/F/H/V.

Entrepreneurial opportunity for seasoned senior consulting organizational
psychologist with established and growing regional IO management consult-
ing firm. This is an equity track position with a successful firm whose client
base includes business, industrial, health care, governmental, and not-for-
profit organizations. Clients range from small to Fortune 100 companies.
Qualified candidates should have a track record (10+ years) of proven per-
formance in individual asscssment, team development, and organizational de-
velopment, as well as marketing and product development. This person needs
to be comfortable working as a member of a team in a flexible, highly respon-
sive, small firm environment. Candidates should possess:

(1) Ph.D. in Industrial/Organizational or Clinical/Organizational
Psychology, and should be licensable in Missouri.

(2) Strong interpersonal skills and the ability to relate effectively
with all levels of management.
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(3) Strong strategic skills,
(4) Strong oral and written communication skills.
(5) Strong desire 10 leamn and grow professionally.

Send confidentiai letter and resume to: Colarelli, Meyer & Associates,
Inc., 7751 Carondelet Avenue, St. Louis, Missouri 63105.

Consultant, Research Associate
Continued growth has created exciting career opportunities at Development
Dimensions Internationat (DDI), 2 major intemational management consulting
and training firm. Our products and services are on the leading edge of em-
ployee development, personnel selection, and customer service.

Consultant—Selection and Assessment

Clients have used our state-of-the-art assessment technologies to select
team members for new plants, to promote salespeople to sales manage-
ment positions, and to fill middle/senior management positions. You
will work closely with our clients in conducting job analyses, designing
selection systems, and implementing our programs.

You will have an opportunity to work on a range of exciting new
products and approaches with an array of client organizations. DDI’s
Selection and Assessment consultants have achieved outstanding repu-
tations of satisfying our clients by: 1) configuring selection and assess-
ment systems to fit clients’ needs and 2) developing new assessmerit
products and strategies whenever current methodologies will not appro-
priately address a particular client’s needs.

The successfil candidate will have an advanced degree in Industrial/Or-
ganizational Psychology, at least seven years of experience in selec-
tion/promotion system design, major project management and strong
mterpersonal/communication skills,

Research Associate

This high-growth position is an excellent opportunity for an individual with
a master’s or doctorate in Industrial/Organizational Psychology to work on a
stimulating variety of projects. This person will report directly to the Senior
Vice President and will:
* Design and conduct studies to evaluate DDI's training programs,
* Develop and validate state-of-the-art assessment/selection instru-
mentation.

* Conduct survey research on a variety of topics.
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* Write technical reports on all of the above for publication and/or
marketing support.

The successful candidate will possess superior oral and written comimu-
npication skills and a desire to interact with both internal and external
clients. A strong background in test development and validation re-
search is needed, and relevant experience in consulting and/or applied
research is preferred.

The positions are Pittsburgh based and require moderate travel (approxi-
mately 40% for the Consultant position, 25% for the Research Associate). We
offer an attractive compensation and benefits package and an opportunity to
work and grow in a highly professional, fast-paced, team environment. We
hope that you are excited about the prospect of joining DDI. Please send your
resume and salary requirements with a letter relating your experience to:
Bernie Korize, Development Dimensions International, 1225 Washington
Pike, Bridgeville, PA 15107-2838. Equal Opportunity Employer.

/O PSYCHOLOGIST— The Dow Chemical Company, in Midland,
Michigan, is seeking an I/O Psychologist for a contract position in Human
Resources Research. Qualified candidates should have training or experience
in attitude research, selection test development and validation, organizational
effectiveness, statistical analysis, and research design. Outstanding interper-
sonal and communication (verbal and writien) skills are essential as are con-
sulting skills and the ability to relate effectively with all levels of management.
Contract to begin immediately or within the first quarter of 1992.

Please send your resume along with a letter of interest to: Technical Re-
cruiting, Department MD2, Dow U.S.A., 1801 Building, Midland, Michi-
gan 48674, An Equal Opportunity Employer.

CONSULTANT/PROJECT MANAGER. Personnel Decisions, Inc.
(PDI) is a premier human resources and management consulting firm, special-
izing in assessment-based development. Having grown at rates of up to 30%
per year, we now have more than 55 consulting psychologists, and offices in
Minneapolis, New York, and Dallas. PDI serves organizations in both the
public and private sectors; our clients are predominantly Fortune 500 compa-
nies, in all industry groups. In order to meet the growing demands of our
clients, we are seeking a Minneapolis-based project manager to assume re-
sponsibility for our plant start-up services. Primary duties will involve assist-
ing clients with the selection and training of employees for new manufacturing
facilities, to include large scale project management, job analysis, design of
selection tools and processes, training, and quality assurance, 5+ years experi-
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ence with plant start-up operations, self-directed work teams, selection, train-
ing, design and validation of assessment tools, and multiple site project man-
agement is required. Business development and client management experience
is helpful. The ideal candidate will also have a MLA. in IfO Psychology or
Industrial Relations. Growth opportunities are available commensurate with
demonstrated contributions and skill. PDI is an equal opportunity employer
committed to employing a team of diverse professionals. Please send you
resume and salary expectation, with a letter relating your experience to our job
requirements, w: Cathy Nelson, Director of Human Resources, Personnel
Decisions, Inc., 2000 Plaza VII Tower, 45 South 7th Street, Minneapolis,
MN 55402.

PERSONNEL RESEARCH INTERNSHIPS. Southwestern Bell Tele-
phone Company, a leading telecommunications company, is currently seeking
applications for a Pre-Doctoral (third or fourth year) Industrial/Organizational
Psychelogy internship. This position will provide an excellent cpportunity to
gain experience in a major corporation and become part of a team consisting
of three I/O Psychologists, a research assistant and staff responsible for Com-
pany-wide employment procedures, Research projects may include condoct-
ing job analyses, analyzing test validation data, constructing sclection tests,
construction surveys based upon client requests, and writing technical reports.
Strong written and oral communication skills is essential. Expertise int SAS in
the TSO computer environment is highly desirable. This is a 6-month, full
time position beginning July, 1992. Qualified applicants should be ¢nrolled in
an I/O Psychology doctoral program, and have competed a Master’s degree or
equivalent.

Interested sdents are invited to send a resume and two letters of recom-
mendation no later than April 15, 1992 10: Internship Director, Southwest-
ern Bell Telephone Company, 1010 Pine Street, Room 1305, St. Lounis, MO
63101.

ASSISTANT PROFESSOR, INDUSTRIAL/ORGANIZATIONAL
PSYCHOLOGY. The Department of Psychology, Louisiana State University
is seeking applicants for 1 tenure track appointment at the Assistant Professor
level. The appointment will be effective August, 1992. The ideal candidate
will have strong academic credentials and a commitment to furthering the
Department’s and the University’s thrust toward scholarly excellence. Specific
interests and strengths within traditional I/O topics are totally open. LSU
offers a Ph.D. in YO psychology and currently has 4 full-time /O faculty
members. The Department offers research facilities, teaching loads, and sala-
ries commensurate with other Research I institutions. Inferested candidates
should send a letter of application, curriculum vitae, selected publications, and
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three letters of recommendation to: Dr. Iry Lane, Chair, Department of
Psychology, Louisiana State University, Baton Ronge, LA 70803-5501. The
search will remain open until at least January 10th, 1992 and will continue
until the position is filled. Louisiana State University and A & M College
assures equal opportunity for all qualified persons without regard to race,
color, religion, sex, national origin, age, handicap, marital status, or veteran’s
status in the admission to, participation in, treatment of, or employment in the
programs and activities which the University operates.

RENSSELAER POLYTECHNIC INSTITUTE VISITING FACULTY
CHAIR. The Psychology Department at Rensselaer Polytechnic Institute
seeks applicants for a one-year visiting assistant professor position beginning
August 1992. Applicants whose primary teaching and research expericnce are
in Industrial/Organizational or closcly related areas are especially encouraged
to apply.

Rensselaer is located near New York’s Capital District and is within an
hour’s drive of some of the most attractive vacation areas in the Northeastern
U.S. and within three hours of Boston {160 miles) and New York City (150
miles).

Applications from qualified minority and women candidates are especially
invited. To ensure that your application will be considered, it should be com-
plete by February 1st, 1992. However, applications will continue to be
screened until the position is filled. Please send letter of application, vita and
three letters of recommendation to: Visiting Search Committee, Department of
Psychology, 305 Carnegie, Rensselaer Polytechnic Institute, Troy, NY 12180-
3590.

THE DEPARTMENT OF PSYCHOLOGY AT KANSAS STATE UNI-
VERSITY invites applications for a tenure-track position at the rank of Assis-
tant Professor available in the Fall of 1992. Candidates are expected o have
eamned the Ph.D, at the time of appointment. We seck an indusirial/organiza-
tional psychologist with an conceniration in one or more personnel or human-
resources fopics (selection, appraisal, training, efc.). Additional expertise in
topics pertaining to human factors is desirable, but not essential, Responsibili-
ties include teaching graduate and undergraduate courses in personnel/human-
resources psychology and related areas, and establishing a strong research
program as evidenced by publication, acquisition of extramural funding and
supervision of graduate students’ research. Salary is competitive and depend-
ent upon qualifications. Submit letter of application indication area(s) of inter-
est and professional objectives, vita, three letiers of recommendation and
reprints/preprints to: Dr. Frank E. Saal, Department of Psychology,
Bluemont Hall, Kansas State University, Manhattan, KS 66506-5302. Ap-
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plications should be competed by February 1, 1992. Kansas Statc Univer-
sity is an Affirmative Action/Equal Opportunity Employer, and encourages
applications from qualified female and minority candidates.

TENURE TRACK POSITION IN I/O PSYCHOLOGY. The Depart-
ment of Psychology at Auburn University solicits applications for a faculty
position in I/O psychology. Responsibilities include gradnate and undergradu-
ate teaching, supervision of student research and practica in Auburn’s doctoral
I/O psychology program, and the development of an active research program.
Evidence of, or potential for a productive research career will be given high
priority in screening applicants. Rank open. Forward a leiter describing current
interest, a vita, selected reprints/preprints and three letters of recommendation
to I/O Faculty Search Committee, Department of Psychology, Auburn Univer-
sity, AL 36849-5214, Minorities and women are especially encouraged to
apply. Auburn University is an Equal Opportunity/Affirmative Action Em-
ployer.

1/0 GRADUATE INTERN. Wells Fargo Bank, a leading financial institu-
tion based in San Francisco, is actively seeking an I/O graduate student inter-
ested in a challenging 1992 sammer internship. This position will have signifi-
cant impact on a bankwide employee selection project, and participate in other
senior management initiatives involving survey research and employee reten-
tion.

The intern position is full-time and will be a minimum of three months in
duration. Qualifications include graduate work in I/O psychology (preferably
3rd and 4th year) with knowledge of test validation procedures and PC SAS
skills being highly desirable.

For a rewarding summer internship in a beautiful location, please send your
resume and a letter of interest to: Intern Position, Staff Analysis Department
0107-035, Wells Fargo Bank, 394 Pacific Avenue, San Francisco, CA
94163. An equal opportunity employer.

ORGANIZATIONAL/CLINICAL PSYCHOLOGIST. INTERACTION
DYNAMICS secks to establish a formal referral and service network of small
consulting groups with expertise in clinical and organizational assessment.
The purpose of the network is 10 provide local servicing to our national
clientele and to develop and project sophisticated regional and national public
awareness programs, For more information and to provide us with your
group’s capabilities, please contact: Robert (Uri) Heller Ph.D., President,
444 North Orleans St., 4th Fi., Chicago, IL. 60610, (312) 245-9452 FAX
(312) 245-9457.
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CONSULTANT OR SENIOR CONSULTANT. HRStrategies (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, pharmaceutical, petroleum, health care and
entertainment industries. We work in both the public and private sectors. We
are seeking Ph.D. or Master’s level I-O psychologists who have strong
writing, presentation, psychometric and statistical skills. Initial job duties
would depend upon previous experience, and would include participation ina
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, MI 438236.

HUMAN RESOURCES RESEARCH INTERNS. BellSouth Corporation, a
leader in the telecommunications industry, is currently accepting applications
for Pre-Doctoral (3rd and 4th year) Industrial/Organizational Psychology
internships. These positions provide an excellent opportunity to conduct
applied research, develop human resource programs, and gain insight into the
environment of a major corporation while interacting with other I/0
psychologists. The intérnships are full-time and are normally six months in
duration (January-June, July-December). All positiens are located in Atlanta,
Georgia.

Qualified applicants will be enrolled in an }/O Psychology doctoral
program, and have completed a Master’s degree or equivalent (ie., admitted to
doctoral candidacy). Applicants should possess strong research and analytical
skills as well as good written communication skills. Expertise in computer
skills {SAS, SPSS, PC) is highly desirable.

Interested graduate students are invited to submit a cover letter, vita, and
two letters of recommendation to: Dan Whiteneck, Ph.D., BellSouth
Corporation, Room 13E, 1155 Peachtree Street N.E., Atlanta, Georgia
30367-6000.

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

1987
Available Now From:

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

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 SCIENCE ANDPACICE OF
INDUSTRIAL AND ORGANIZATIONAL
PSYCHOLOGY

This brochure, published by the Society, describes the

| work |-O psychologists do, how organizations can work with

them, educational requirements, and the role of the Society.

Single Copies Free
Packages of 10 available for $5.00
Write to: Society for Industrial and Organizational
Psychology, Inc.
657 East Golf Road, Suite 309
Arlington Heights, IL 60005
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