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June 1999 PTC/MW Luncheon
Date: June 9, 1999
Time: 11:30 a.m. to 1:30 p.m. Lunch is served at noon and is included in the registration fee.
Place: Pier 7 Restaurant. 650 Water Street, SW, Washington, DC (1 block left of Hogates).
Price: $16.00 members, $20.00 non-members. Free parking up to 3 hours.
Menu: Medallions of New York Sirloin, Breast of Chicken Tarragon, Chef Salad, Broiled Filet of Sole

and Scallops, Seafood Newburg with Rice, Vegetable Plate, or Fruit Plate.

Reservations: Please contact Emma James at HUmMRRO in Alexandria. Emma can be reached via voice mail
at (703) 706-5692 or e-mail at ejames@humrro.org. Please include the following information
in your message: name, membership status, menu selection, e-mail address, and telephone
number. The deadline for luncheon reservations is 2:00 p.m., Monday, June 7th. Cancel
by 2:00 p.m. Tuesday or else you must pay for your meal. Members are welcome to come for
the program only without having lunch. (The program begins at approximately 12:45 p.m.)

Topic: Non-traditional Predictors of Leader Performance

Speaker: Dr. Lance Anderson, American Institutes for Research, Washington, DC
Dr. Michael Rumsey, Army Research Institute, Alexandria, VA

Lance Anderson and Mike Rumsey will discuss a project whose goal was to improve prediction of performance of
Non-Commissioned Officers (NCOs) by identifying, developing, and validating non-traditional predictor measures
of leadership, decision making, and interpersonal abilities. Three new predictor measures were developed and
examined in a concurrent validation design involving various criteria of NCO performance. Two of the predictors
were shown to have incremental validity over traditional cognitive ability measures. The findings have important
implications for understanding and predicting leadership performance. This project was conducted for the Army
Research Institute through a team effort between the American Institutes for Research and Human Resources
Research Organization.

Dr. Anderson is a Senior Research Scientist at the American Institutes for Research. Previously, he was a
Research Psychologist with the National Security Agency. For the past 10 years, Dr. Anderson has been
developing, validating, and implementing assessments for the selection and certification of employees. Dr.
Anderson also helped to develop and implement research to create the Department of Labor's Occupational
Information Network (O*NET). He has published a number of papers and presented at various conferences on
issues including selection and job analysis. Dr. Anderson received his Ph.D. in Industrial/ Organizational
Psychology from Bowling Green State University.

Michael Rumsey graduated from Purdue University with a Doctorate in Social Personality Psychology in 1975.
He has worked as a Research Psychologist at the Army Research Institute since 1975 and has been Chief of the
Selection and Assignment Research Unit since 1989. He has worked primarily in the fields of selection,
assignment, and performance measurement, and was senior editor of the book: "Selection and Classification."
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President's Message
Deirdre J. Knapp
Human Resources Research Organization

As chance would have it, I am working with my
colleagues here at HUMRRO to start up three different
job analysis projects simultaneously. Sounds like some
people’s idea of a nightmare, doesn't it? Fortunately, |
don't think of it that way. I'm almost embarrassed to
admit it, but...l kind of like job analysis. Yes, it can be
tedious to develop those task and KSA lists, but this is
where you get to know the job and its incumbents. [I've
never conducted a job analysis in which | didn't learn
something of interest about a job or job context, no
matter how ordinary the job may seem at first. Further,
the job analysis is usually the first step in a larger effort
that involves the design of something (one of my favorite
activities), so it's something | generally embark on with a
sense of real anticipation.

I'm actually currently working on four job analyses (I
know most of you are groaning now!). Two are being
conducted to support professional education and
certification programs — one for an existing certification
program for legal principal administrators and one for a
potential new certification program for Unix-based
system administrators. The system administrator project
is particularly exciting, not only because it involves the
design of a new assessment program, but also because
it involves a fast-growing profession that is struggling to
develop professional (as opposed to vendor system-
specific) standards and educational programs where few
currently exist. A third job analysis project is providing
information to support HR functions for paid field staff
working for the Girl Scouts of America. In a fourth
project, we are trying to predict attribute requirements for
soldiers working in future Army eras (Army XXI and the
Army After Next). This is a challenging task, indeed,
given that these future eras are ill-defined and their
characteristics are quite uncertain, even though much
has been written about them.

I enjoy working on job analysis projects, not just because
they signify the start of something new or improved or
because of the interesting information that is gained, but
also because of the challenges inherent in these
projects. It's true that some job analysis efforts require a
fairly “cookbook” approach (yawn!), but | find that this is
the exception rather than the rule. At a minimum, it is
generally necessary to find out about and be sensitive to
local political issues in the design and implementation of
job analysis activities. The job analysis is usually the first
big step in the implementation of a system that will need
stakeholder buy-in to ensure its success. If job analysis
activities are not well-received or do not serve to
generate good will for the larger effort, much has been
lost.

Another challenge is to design the job analysis so that it
yields the required information. This seems like an
obvious consideration, but I've often seen job analyses
that were off-target for a given purpose. | suspect a
major reason for this is that the job analyst falls back on
the procedures he/she typically uses and fails to
adequately change the approach when information
needs or operational constraints are different than what
he/she usually encounters. | have certainly faced this
myself, especially when | first started doing job analyses
to support certification programs and my prior experience
(and education) had been geared to supporting selection
systems. The information needs in these two contexts
are different.

A significant methodological challenge that is becoming
increasingly common is the fast pace of change in some
of the jobs we are trying to study. A related issue is
assuring that job changes (whether they are frequent or
not) are anticipated far enough in advance to allow
organizations to stay ahead of the curve in the design of
their programs. Last year | was involved in a very
interesting project to develop a future-oriented job
analysis methodology for use by the Federal Aviation
Administration. The proposed methodology was
designed for the air traffic controller specialist job, but
could be adapted to other jobs. Unfortunately, I'm finding
that it won't serve the needs of the system administrator
occupation, so now I'm on the hook to design a process
for keeping up with this extremely dynamic job!

Finally, I'd like to say a word about automation. These
days there are more options for how to administer a job
analysis survey than ever before. And the choice for
survey delivery that makes most sense today may not be
the choice that will make most sense tomorrow.
Naturally, the system administrator project | mentioned
above will make use of a web-based automated survey.
The legal administrators will get the traditional mailed out
scannable form this time around, but this will likely be the
last time that this approach will make sense for them.
For the Army Research Institute, HUmMRRO has been
involved in the development and administration of
automated surveys that are delivered via diskettes.
Clearly, the software and related technologies are
changing very fast. We need to take advantage of
advances, not just with regard to our testing processes,
but with regard to our job analysis procedures as well.

So much for my musings on job analysis. Until next time,
best regards to all.

PTC
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ADA Update
Rheta B. King
ADA Consultant, Pasadena, CA

When a job applicant or employee requests
reasonable accommodation on account of a disability,
the employer is entitled to require that the individual
provide documentation of the alleged disability.
EEOC Assistant Legal Counsel Christopher J.
Kuczynski advises that if the individual fails to provide
sufficient information to substantiate the existence of
the alleged ADA-protected disability and the need for
reasonable accommodation, the employer should
explain the type of documentation needed and allow
the individual an opportunity to provide the necessary
data. When requiring documentation, Kuczynski says,
the employer may either allow the individual to obtain
the needed information from his or her own health
care provider, or the employer may require that the
individual be examined by a health care professional
of the employer's choosing. If the individual selects a
health care provider, the individual bears all costs;
conversely, if the employer selects the provider, the
employer is responsible for the costs.

In reply to a query about the recency of
documentation, Kuczynski opines that the age of the
documentation is not relevant if the disability is of
such a nature that it would not have significantly
improved in the intervening years. For example, he
says, if the individual has a chronic, life-long
impairment that substantially limits a major life
activity, then the employer cannot require him or her
to obtain more current documentation. However, if an
employer has reason to believe that the individual no
longer has the disorder, or that the condition may
have improved to the point that it no longer
substantially limits a major life activity, then the
employer can require more recent documentation.

Regarding claimed learning disabilities, Kuczynski
advises that documentation sufficient to verify the
presence of a learning disability protected by the ADA
includes: the diagnosis of a specific learning disorder,
information about the tests that were administered to
determine the diagnosis, description of the major life
activities affected by the learning disorder, and the
gualifications of the professional who conducted the
testing and made the diagnosis.

PTC
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Benefits

Membership directory

Monthly newsletter with hot topics and legal
updates

Monthly luncheon meetings with invited speakers
Interactive workshops

Information clearinghouse

Networking

Employment opportunities

Internet web site

and more!
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Dues

Regular membership @ $30/year
Student membership @ $15/year

How to Join

Contact Anthony Bayless, Membership Committee Chair,
at (703) 219-4306 or baylessa@calib.com, or print the
membership application off of our website and mail it,
with dues, to PTC. http://www.ptcmw.org

Make a Note of It

July’s Workshop will be scheduled
for the FIRST Wednesday of the month,
instead of the usual second Wednesday.




Page 4

June 1999

APRIL LUNCHEON SUMMARY

Assisting Training Evaluation in Military

Training Environments
Randy Agee
Institute for Job and Occupational Analysis

Summary prepared by Suzanne Tsacoumis
HumRRO

Randy Agee, the team leader for contractor support to
the Army Research Institute for the Behavioral Sciences
Occupational Analysis Office, provided a summary of the
work that is being conducted to support US military
services in their efforts in training evaluation. Training is
one key component for creating military forces that have
the capacity and resolve to prevail over adversaries
when national interests are threatened. The ultimate
“product” of military service is national security. Given
this, training involves practical preparations to do work
directed by our national leaders.

Currently, the US Military provides some of the best
technical training in the world. According to Randy, this
is accomplished by following the basic steps associated
with Systems Development Models.  First, training
requirements are identified which describe what soldiers,
sailors, and airmen are expected to do. In addition,
these requirements indicate the criteria to which they
must perform. The next step involves determining how
the training requirement is best fulfilled. This includes
identifying the best site for training, selecting training
materials, designing tests, and developing the
curriculum. Third, the training is conducted. During the
final step, training is evaluated and recommendations for
improvement are prepared.

Task-based Occupational Analysis (OA) involves
conducting large-scale studies to identify the real-world
job demands. Specifically, surveys are administered to
determine (1) the tasks likely to be performed, (2) the
frequency of performance by various skill groups, (3) the
relative priorities of the many tasks for training, and (4)
the relative difficulty for incumbents to learn or to perform
the tasks. In some cases this information is
supplemented with data on the knowledge requirements,
skill proficiency requirements, selection and retention
criteria (i.e., abilities) or other measures.

Once training has been initiated, it's important to conduct
an evaluation to determine if the training is meeting the
various needs. Randy identified four levels of evaluation:
Level 1 - student reaction, Level 2 - change
assessment, Level 3 — student performance, and Level 4
— mission readiness.

Level 1 evaluation involves collecting data directly from
students to identify their reactions to the training and
solicit suggestions for modifications. The purpose of the

Level 2 evaluation is to determine if change took place.
This type of evaluation is completed by administering
pre-tests and post-tests to assess the knowledge and
abilities gained from a course. Feedback is provided to
students, trainers, and sponsors.

A Level 3 evaluation is designed to determine if students
are using what they learned during training on the job.
Typically, surveys that target specific objectives of the
course are developed as a means to assess post-
graduate job performance. Both student and supervisor
perceptions are collected and then compared to one
another. Randy notes, however, that this type of
evaluation is complicated by one’s opportunity to perform
newly trained tasks.

A Level 4 evaluation focuses on determining the
readiness of the organization, rather than the individual.
Given the difficulty of collecting this type of data, an
organization typically has to rely on indirect measures of
unit readiness such as deployment success and exercise
results.

In terms of the future, Randy noted that there is a trend
toward internet surveys, interactive job aids, and
embedded training. This will likely result in more training
and provide a means to unobtrusively monitor Level 1, 2,
and 3 data and adjust training rapidly to feedback.

PTC

PTC/MW Workshop
Wednesday, July 7, 1999
of July

Title: Team Performance Measurement

Speaker: Janis Cannon-Bowers
Research Scientist in the Science and
Technology Division of the Naval Air Warfare
Center Training Systems Division

Time: 11:30 a.m. to 3:45 p.m.

Register by June 21 and receive discounted rates:
Members: $60; Non-members: $75; Students: $40.
Late registration rates are: Members: $70; Non-
Members: $85; Students: $50.

The workshop registration form is on page 6 of this
newsletter.

Note: FIRST
Wednesday



Page 5

June 1999

Update on Test Anxiety Case
Heather Roberts Fox
APA Science Directorate

The U.S. Supreme Court has rejected the case of a
student who sued a university after receiving
mediocre grades in two courses (see April 1999 TIP
for story). Mr. McGuinness charged that the anxiety
he experienced during chemistry and mathematics
tests was a disability protected by the law. He asked
the Justices to overturn a November ruling by a panel
of the U.S. Court of Appeals for the 10™ Circuit, which
had found that his anxiety did not qualify for
protection under the ADA or the Rehabilitation Act of
1973. The decision by the U.S. Supreme Court in
April to let this ruling stand supports the distinctions
that can be made among disabilities that are
protected by federal law.

PTC

Cdll for Nominations

It is time to start thinking about the roster of candidates
for the elections to the PTC Board for the year 2000. As
stated in the PTC/MW Bylaws, the nominee for elected
office must (1) be a current regular member of PTC/MW
for at least one year at the time of the nomination, (2)
have good standing within the profession, and (3) be
willing to work actively for the objectives of PTC/MW.

We are seeking nominations for the following elected
offices:

President-Elect
Vice President
Secretary
Treasurer
Recorder

Please forward your nominations by June 30 to: Bev
Dugan, HUmRRO, 66 Canal Center Plaza, Suite 400,
Alexandria VA 22314. Phone (703) 706-5681; Fax (703)
549-9025; email bdugan@humrro.org.

. NOTE: THE DUE DATE FOR NEWSLETTER

| SUBMISSIONS HAS BEEN MOVED UP FROM THE

| SECOND FRIDAY OF EACH MONTH TO THE

. SECOND WEDNESDAY oF EACH MONTH.
. MOST MONTHS, THIS COINCIDES WITH THE

| MONTHLY LUNCHEON/WORKSHOP PRESENTATION.

+ DUE DATE FOR JULY NEWSLETTER SUBMISSIONS IS
: WEDNESDAY, JUNE 9.

GET INVOLVED IN PTC/MW

Opportunities to get involved in PTC/MW
activities abound! If you are interested in
getting actively involved in this organization,
contact PTC/MW President Deirdre Knapp via
telephone at (703) 549-3611 or e-mail at
dknapp@.humrro.org.

VISIT PTC ON-LINE

Visit us at http.//www.ptcmw.org.

Find out about recent legal and

other developments in our field
O

Check the calendar for upcoming

professional events
O

Learn about PTC

Find out how to become a PTC member




PTC/MW Workshop Registration Form
Team Performance Measurement
July 7, 1999

Date: Wednesday, July 7, 1999
Time 11:30a.m.to 3:45 p.m.
Place: Pier 7 Restaurant, 650 Water Street, Washington, DC
Price (includes lunch):
Register by June 21 and pay early registration fees:
Students: $40, Members. $60, Non-members. $75
After June 21, pay:
Students: $50, Members: $70, Non-members: $85

Yes! I'd like to attend the PTC/MW Half-Day Workshop on July 7, 1999 from
11:30 am to 3:45 pm at the Pier 7 restaurant, 650 Water Street, Washington, D.C.

Name:
Organization:
Street Address:
City/State/Zip:
Work Phone: () Home Phone( )
e-mail address:

| have enclosed a check made payable to PTC/MW for the amount indicated below:

0 Students $40 O Members $60 O Non-members $75
(before 6/21) (before 6/21) (before 6/21)

Above amountsinclude lunch. Pleaseindicate your luncheon selection below:

0 Medallionsof NY Sirloin 0 Vegetable Plate

[0 Breast of Chicken Tarragon [0 Seafood Newburg with Rice

0 Chef Salad 0 Broiled Filet of Sole and Scallops
0 Fruit Plate

Send completed form and check to:  Suzanne Tsacoumis
HumRRO
66 Canal Center Plaza, Suite 400
Alexandria, VA 22314
703.706.5660
Stsacoumis@HuUmMRRO.org

Note: PTC EIN 510227161
Completed forms must be received by Friday, July 2, 1999.
Cancellations are refundable only through June 30, 1999.



Jun 17-18 SEAK, Inc. Expert Witness and Litigation Seminar. Cape Cod, MA. Contact: SEAK, (508) 457-1111.

Jun 27-30 Society for HR Management. Annual Conference. Atlanta, GA. Contact: SHRM, (703) 548-3440.

Jun 29 National Occupational Competency Testing Institute. National Canference on Skills Assessment. "Tools and Techniques for
Enhancing Performance " Kansas City, MO Contact: NOCTI, (800) 334-6283.

Jul 12-14 international Quality & Productivity Center. Conference. "Broadbanding: Aligning Compensation and Career Deveiopment io
Drive Organizational Performance.” Chicago, IL. Contact: IQPC, (800) 882-8684.

Aug 6-11 Academy of Management. Annual Conference. Chicago, IL. Contact: AOM, (914) 923-2607.

Aug 8-12 American Statistical Association. Annual Convention. Baltimore, MD. Contact: ASA, (703) 684-1221.

AUG 11 PTC/MW. LUNCHEON MEETING. Dr. Deborah Gebhardt, Human Performance Systems, Hyattsville, MD. "Medical Stan-
dards and Physical Ability Tests.” Pier 7 Restaurant, Washington, DC. Contaci: Suzanne Tsacoumis, HUMRRO, (703)
706-5660.

Aug 20-24 American Psychological Association. Annual Convention. Boston, MA. Contact: APA, (202) 336-6020.

Sep 8-9 U.S. Office of Personnel Management. Conference. “Strategic Compensation.” Alexandria, VA. Contact: Radiah Rose, OPM,
(202) 606-8486 or totalcomp@opm.gov.

Sep 8-1C institute for Professionai Education. Seminar. "Appiied Muitivariate Methods Using Popuiar Statisticai Computing Packages.”
Washington, DC. Contact: IPE, (703) 527-8700.

Sep 8-10 Institute for Professional Education. Seminar. "Categorical Data Analysis." Washington, DC. Contact: IPE, (703) 527-8700.

Sep 13-15 University of North Texas. International Conference. "Work Teams." Dallas, TX. Contact: Melanie Bullock, Center for Study
of Work Teams, UNT, (940) 565-2198 or workteams@@unt.edu.

Sep 13-15 institute for Professional Education. Seminar. "Applied Statistics." Washington, DC. Contact: IPE, (703) 527-8700

Sep 27 Linkage Inc. Conference. "Emotional Inteligence: Optimizing Human Performance in the Workplace." Chicago, iL. Contact:
LI, (781) 862-3157.

Sep 28-Oct 2 Human Factors & Ergonomics Society. Annual Conference. Houston, TX. Contact: HFES, (310) 304-1811

Sep 29-Oct 1 Mid-Atlantic Personnel Assessment Consortium. Fail Meeting. New York, NY. Contact: David Hamill, The Pittman Mct.enagan
Group, (301) 320-8500 or davidh@pittmanic.com.

Oct 9-13 OD Network. Annual Conference. San Diego, CA. Contact: ODN, (973) 763-7337 x25.

OCT 13 PTC/MW. SPECIAL EVENT! LUNCHEON/WORKSHOP (11:30 am - 3:45 pm, extra charge). Dr. Garnett Stokes, University
of Georgia. "Biodata.” Pier 7 Restaurant, Washington, DC. Contact: Suzanne Tsacoumis, HumRRO, (703) 708-5660.

Future SIOP: New Orleans, 2000; San Diego, 2001, Toronto, 2002; Orlando, 2003; Chicago, 2004; Los Angeles, 2005.




PERSONNEL TESTING COUNCIL OF METROPOLITAN WASHINGTON
475 L’Enfant Plaza, SW, Room 9671, Washington, DC 20260-4250

http://www.ptcmw.org

PTC/MW Elected Officers, 1999

Office Name Affiliation Work Phone E-Mail
President Deirdre Knapp, Ph.D. HumRRO (703) 549-3611 | dknapp@humrro.org
Past President Bev Dugan, Ph.D. HumRRO (703) 706-5681 | bdugan@humrro.org

President-Elect

Shane Pittman, Ph.D.

Pittman McLenagan Group

(301) 320-9500

shanep@pittmanlic.com

Vice-President

Suzanne Tsacoumis, Ph.D.

HumRRO

(703) 706-5660

stsacoumis@humrro.org

Secretary Ann Quigley, Ph.D. U.S. Postal Service (202) 268-3952 | aquigley@email.usps.gov
Treasurer Julia Leaman, Ph.D. Immigration and (202) 305-0602 | julia.a.leaman@usdoj.gov
Naturalization Service

Recorder Dwayne Norris, Ph.D. AIR (202) 342-5129 | dnorris@air-dc.org
PTC/MW Committee Chairs, 1999

Committee Name Affiliation Work Phone E-Mail

Legal Heather Roberts Fox, Ph.D. | APA Science Directorate (202) 336-6000 | hrfox@apa.org

Membership Anthony Bayless, Ph.D. Caliber Associates (703) 219-4306 | baylessa@calib.com

Nom/Elections Bev Dugan, Ph.D. HumRRO (703) 706-5681 | bdugan@humrro.org

Employment Lia Meyer, M.A. NCS (703) 284-5676 | limeyer@ncs.com

Internet Jennifer Naughton, M.A. HumRRO (703) 706-5665 | jnaughto@humrro.org

Training Suzanne Tsacoumis, Ph.D. HumRRO (703) 706-5660 | stsacoumis@humrro.org

Calendar Lance Seberhagen, Ph.D. Seberhagen & Associates (703) 790-0796 | sebe@erols.com

Copyright 00 1999, Personnel Testing Council of Metropolitan Washington. PTC/MW encourages other groups to reprint
articles from the PTC/MW Newsletter, provided that credit is given to the author(s) and to the PTC/MW Newsletter. All
statements expressed in this newsletter are those of the authors and do not necessarily reflect the official opinions or
policies of the Personnel Testing Council of Metropolitan Washington.
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