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April PTC/MW Luncheon  

Date: Wednesday, April 3, 2002 

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 (approximately one block south of 
the intersection of Maine Avenue and 7th Street SW). 

Price:  $17.50 members, $20.50 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 sign up via our website, www.ptcmw.org.  If you do not have internet access, you can 
contact the receptionist at Caliber Associates, Tel: (703) 385-3200, Fax: (703) 385-3206.  
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, April 1 st.  Cancel by 2:00 p.m. Tuesday to avoid having to pay for the meal. 
 Members are welcome to come for the program only without having lunch. (The program begins 
at approximately 12:30 p.m.) 

Topic: Work Experience Measures – Most Used, Least Validat ed, Often 
Overlooked  

Speakers:  Matt Redmond,  Ph.D., Aon Consulting 
Chuck MacLane, Ph.D.,  Office of Personnel Management 

Work experience information collected via résumés and applications are commonly used as an initial employment 
screen.  While research points to its effectiveness, information on construct and criterion-related validity is 
limited.  Development procedures, content, and legal requirements are in question.  This presentation promotes a 
better understanding of these measures and offers effective development and implementation approaches.  

Dr. Matt Redmond is Senior Vice President and head of the Aon Consulting Management Consulting Group’s 
Washington, D.C. Metro Area office.  He has over 14 years of human resource consulting experience in both the 
public and private sector.  He has conducted and managed major projects in areas such as: competency 
modeling and job analysis, recruitment and selection design and implementation, employee assessment and 
development, performance management, benchmarking and opinion surveys, and employee retention and 
commitment.  He received a Ph.D. in Industrial and Organizational Psychology from the Georgia Institute of 
Technology.  

Dr. Chuck MacLane has been a Personnel Research Psychologist in the Competency Assessment Division of the 
Personnel Resources and Development Center of the Office of Personnel Management since 1974. His work 
focuses on alternative assessment procedures and he has developed government-wide and agency-specific 
applications for occupations as diverse as foreign service officers, clerical workers, deputy marshals, and 
attorneys. He received his Ph.D. in 1974 from Case Western Reserve University. 
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Suzanne Tsacoumis  
Human Resources Research 
Organization 

Several years ago, I received a call from an organization 
that was interested in having their certification program 
evaluated. Individuals who were interested in working in 
this particular occupation were required to participate in 
basic training.  At the end of each training section, the 
instructor administered a test.  If the individual 
successfully completed all of basic training (i.e., passed 
all the tests), then this person was deemed “certified.”  
Apparently, there were several people within the 
organization who were concerned about the validity of 
the certification program. Given this, they were seeking 
an outside consultant to conduct an evaluation. I thought 
it would be an interesting and new challenge. 

During the course of this project, I discovered testing 
practices that I would never dream could exist. I also 
uncovered, first-hand, why it’s often difficult to have such 
a close relationship between training and certification 
programs. First, about the practices. I was pleased to 
find that they collected job analysis information. 
However, only task data was gathered; there was no 
information on knowledge, skills, abilities, or other 
characteristics (KSAOs). The task data were used to 
develop the training curricula.  Then, each instructor 
wrote test questions that essentially paralleled each 
course objective. To ensure my point is clear, when I 
mean “paralleled,” I mean that the items looked almost 
identical to the objectives.   

For the most part, the test questions required rote 
memory and often tapped irrelevant areas (e.g., what 
does the acronym ABC stand for). Given that the exams 
are administered at the culmination of a particular basic 
training course, that particular instructor is responsible 
for preparing the exam questions.  In fact, there is a pool 
(note: I did not say a large pool) of items from which the 
exam is constructed.  The items are used countless 
times during a single year and have been operational for 
many, many years. So, let’s recap:  The instructor writes 
the items, the instructor teaches the material, and the 
same items have been used for years. Is it a surprise 
that a very large majority of the students pass the exam? 
And, in turn, most students become certified.   

I also discovered that a student who failed an exam often 
visits the testing staff to determine why s/he failed.  In 
many cases, the instructor and student review the items 

the student missed. Then, at this point, it is not 
uncommon for the instructor to explain that, in fact, s/he 
did not provide the student sufficient information to 
answer a particular question and therefore that question 
should be dropped.  The student passes. 

Truthfully, I’ve just scratched the surface, but hopefully 
I’ve provided enough information for you to recognize 
that there was plenty of advice to be given.  I prepared a 
lengthy report explaining the various issues and the 
implications for proceeding with their existing program.  I 
also documented, in detail, the requisite steps for 
developing and maintaining a valid testing/certification 
program. Some of these steps included:  

· conducting a comprehensive job analysis 
(including KSAOs),  

· separating the certification program from the 
training program,  

· developing a separate certification exam,  
· identifying appropriate item writers,  
· developing a test blueprint,  
· training the item writers to prepare good 

performance-based questions,  
· collecting content validity evidence,  
· establishing a valid cut score, and  
· developing and maintaining an item bank. 

The client was thrilled with the report and the 
recommendations.  They believed it was just what they 
needed to convince the executives to make the 
necessary changes to the program.  I trained the testing 
staff on all the items listed above, in addition to how to 
conduct and interpret item analyses.  I knew they had a 
very long road ahead of them, but felt that the issues 
were clearly illustrated and that maybe, very slowly, 
changes could be implemented.  Every few months, the 
client calls to tell me that they haven’t given up; they are 
still optimistic that the program will improve.  However, 
they haven’t been able to implement any of my 
recommendations.  

The phone call I received yesterday was the most 
fascinating to date. They would like to select 70% as 
their cut score and were wondering if I could provide the 
history associated with using 70% as the cut point.  
When I reminded them of the procedures for establishing 
a valid cut score, they explained that since so many 
organizations use 70%, there must be some relevant 
history that could be cited to justify its use.  Oh well…I 
tried. 

As always, if you have any thoughts, concerns or issues 
associated with PTC/MW, please feel free to contact me. 
Also, if you would like to volunteer to help with our 
various efforts, please let me know.   

Take care. 
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FEBRUARY WORKSHOP SUMMARY  

Transporting Validity in the Real World 
 

Nancy T. Tippins,  Personnel Research Associates 
S. Morton McPhail,  Jeanneret & Associates 

Summary by Ted Hayes , INS  

For many years, Industrial/Organizational psychologists 
supported the view that a test could have significant 
criterion-related validity in one setting, but that the same 
test would not necessarily have a significant relation to 
the criterion in another similar setting. Psychometric 
validity generalization (VG) methods have since brought 
this hypothesis into question.  By the late 1970’s, 
substantial evidence for the ability of tests to generalize 
across settings was being developed.  With the advent of 
the 1978 Uniform Guidelines, this new understanding led 
to the development of techniques for transporting validity 
from one situation to another. In their PTC/MW 
workshop, Drs. Tippins and McPhail argued that validity 
transportation is an appropriate methodology in many 
circumstances either instead of or supplemental to VG.  
VG as a psychometric technique is typically most 
powerful when predictor constructs that are similar 
across situations are correlated with criterion constructs 
that are similar across situations.  In contrast, validity 
transportation focuses exclusively on the 
appropriateness of implementing a particular test in a 
new situation similar to the one where validation 
evidence was collected.   Validity transportation methods 
are a viable option for practitioners who cannot carry out 
a technically sound validation study in a new job setting 
or who choose a transportability strategy in order to save 
the organization time or money. Job component validity 
or synthetic validity techniques may also be applied, 
particularly when such strategies are part of the initial 
validation plan. 

The Uniform Guidelines and professional test guidelines 
(SIOP Principles; APA Standards) support the use of 
validity transportation approaches.  Section 5 of the 
Uniform Guidelines supports the interim use of tests in 
new settings when the user has substantial evidence of 
the test’s validity from other settings and the user has a 
process in place to study the validity of the test in the 
new setting.  Sections 7 A and B of the Uniform 
Guidelines state that previous studies may be used as 
evidence of validity as long as they allow for 
comparisons of work-related behaviors, present criterion-
related validity evidence, address test fairness with 
regard to protected groups, and allow the current user to 
establish the similarity of the current situation to previous 
situations.  Section 7 C of the Guidelines is relevant to 
multi-site studies within the same company.  In a multi-
site validation study, validity evidence is not required for 

each operating unit as long as there are no 
demonstrable factors that may moderate validity at any 
given unit.  The demonstration of no obvious moderators 
is typically made through job analysis information, though 
it may be difficult to get job analysis information from 
sources (such as other consultants or test publishers) 
not involved in the current study.  Finally, Section 15 of 
the Guidelines details what would constitute evidence for 
validity transportation across sites.  Ultimately, the 
Guidelines discuss what evidence and conditions are 
necessary for transportability, but the user must be able 
to document the rationales and practices used for 
transportability.   

Much of the Standards and Principles focus on validity 
generalization, but both contain sections germane to 
transportation.  Standards 1.20 and 1.21 (and 
subsequent commentary) note that VG evidence should 
be based on studies with strong correspondence to the 
new job to which the test is being transported; no 
guidance is offered on how to establish the 
correspondence between jobs.  Standards 14.2 and 14.6 
(and subsequent commentary) warn that local validation 
studies may not be appropriate if a substantial body of 
validation evidence already exists.  The Principles state 
that VG studies may be used, but the user must be able 
to document that the current job is similar to those from 
the studies included in the VG study.  Also, relevant 
moderators should be assessed while establishing the 
boundaries of expected validity. 

Drs. Tippins and McPhail also reviewed numerous court 
cases where validity transportation defenses have 
prevailed.  Users have defended both abilities- and task-
oriented transportation approaches.  Six recent journal 
publications have reviewed varying approaches to validity 
transportation.  Highlighted topics in these cases and 
articles include: What level of analysis is appropriate? 
How closely must the jobs match in order to have 
confidence in validity transportation? Can cut-off scores 
be transported? What about fairness analyses?  The 
answers depend to a large extent on the risk tolerance of 
the client organization.  In general, multiple sources of 
evidence are needed; the match must be determined 
through both quantitative and qualitative reviews; and 
both cut scores and fairness analyses should be re-
evaluated in the new job.  In conclusion, validity 
transportation requires careful documentation, clear 
communication, and the integration and application of 
rigorous psychometric techniques. 
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Transportation Secretary Mineta 
Announces Recruitment Targeting 30,000 
Federal Security Workers – NCS Pearson 
Inc., to Assist TSA in Latest Phase of 
Airport Security Federalization 
 

Press Release  
U.S. Department of Transportation 

WASHINGTON, DC – U.S. Secretary of Transportation 
Norman Y. Mineta on March 4 announced the 
Transportation Security Administration (TSA) has begun 
the process of actively recruiting more than 30,000 
federal security personnel to perform airport screening 
duties and other functions at each of the nation’s 
commercial airports. 

Joined by Under Secretary of Transportation for Security 
John Magaw, Secretary Mineta announced that NCS 
Pearson Inc. will assist in the recruitment and hiring 
process by providing an automated, Web-based system 
for the recruitment and placement of personnel.  Under 
the terms of the $103.4 million competitively procured 
contract, the company will also provide on-going human 
resources services for these personnel deployed 
throughout the country. 

“Today marks another major step in the recruitment and 
deployment of a modern, well-trained and highly qualified 
federal security workforce to provide world class security 
and customer service at airports around the country,” 
said Secretary Mineta.  “I am personally committed to 
ensuring that security professionals protecting our 
nation’s travelers be highly trained, better paid and 
provide top-quality service.” 

Under the terms of the contract, NCS Pearson will: 
· Post and capture security screener job applications 

using an automated process that is managed 
nationally and recruits locally to find the most 
qualified candidates under the stringent standards 
required by the TSA; 

· Establish and manage multiple Assessment Center 
facilities for TSA physical standards, aptitude and 
English proficiency testing of candidates; 

· Manage candidate selection: interviews, and new 
employee processing; and 

· Provide day-to-day servicing in all areas of Human 
Resource support. 

Those selected for these new TSA security positions 
must meet stringent requirements established by law.  
“Our goal is to hire the best and the brightest in these 
critical security positions to provide the highest level of 
security and service to the traveling public,” said Under 
Secretary John Magaw. 
������������������������������������������������� CONTINUED ON PAGE 7 

 
Screener Employment Eligibility Requirements 

 
Under the Transportation Security Administration (TSA), all 
newly hired screeners must: 
1. Possess a high school diploma or general education 

diploma or have one year of any type of work experience 
that demonstrates the applicant's ability to perform the 
work of the position. 

2. Be a U.S. Citizen. 
3. Pass a background and security investigation, including a 

criminal records check, in accordance with Federal law and 
standards established by the Transportation Security 
Administration. 

4. Possess certain basic aptitudes and physical abilities as 
measured through a medical examination.  These include 
color perception, visual and aural acuity, physical 
coordination, and motor skills, that satisfy the following 
standards: 

 a. Be able to distinguish objects on the screening 
equipment monitor at the appropriate imaging standard 
as specified by the Transportation Security 
Administration; 

 b. Be able to distinguish each color displayed on every 
type of screening equipment and explain what each 
color signifies; 

 c. Be able to hear and respond to the spoken voice and to 
audible alarms generated by screening equipment in an 
active checkpoint environment; 

 d. Be able efficiently and thoroughly to manipulate and 
handle baggage, containers, and other objects subject 
to security processing; and 

 e. Have sufficient dexterity and capability to conduct hand-
metal detector and pat-down search procedures 
thoroughly over an individual’s entire body. 

5. Be able to read, speak, and write English well enough to: 
 a. Carry out written and oral instructions regarding the 

proper performance of screening duties; 
 b. Read English language identification media, 

credentials, airline tickets, and labels on items normally 
encountered in the screening process; 

 c. Provide direction to and understand and answer 
questions from English-speaking individuals undergoing 
screening; and 

 d. Write incident reports and statements and log entries 
into security records in the English language. 

6. After tentative selection for a position, be subject to a pre-
employment or pre-appointment drug-screening test.  
Persons occupying screener positions will be subject to 
random drug and/or alcohol testing. 

7. Pass a Federal Civil Aviation Security Screener Aptitude 
test.  The test will measure: 

 a. Aptitude necessary to conduct screening; 
 b. Ability to deal effectively with the public; and 
 c. English proficiency. 
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Research Scientist.  Personnel Decisions Research 
Institutes, Inc. (PDRI), a premier human resources 
research and development organization, is currently 
accepting applications for Research Scientist positions in 
its Washington, D.C. office.  These positions require 
working as part of a team on projects involving 
innovative applied research, selection and promotion 
system development and validation, performance 
management and career development, and training 
needs analysis and training design. 

We are seeking an experienced I/O Psychologist (3-5 
years) with proven skills in project management and 
competitive proposal writing.  We are also seeking an 
entry-level I/O Psychologist with experience in one or 
more of the practice areas described above.  Qualified 
candidates will have a strong background in the 
development, validation, and implementation of human 
capital systems, and a Ph.D. in industrial/organizational 
psychology. Strong written communication, interpersonal, 
research, and statistical skills are also essential. 

All Research Scientist positions will require obtaining a 
high-level government security clearance. 

PDRI’s office is located in Arlington, VA, one block from 
the Rosslyn Metro Station.  Interested candidates should 
submit their résumé and a cover letter to:  Elizabeth 
Marino, Personnel Decisions Research Institutes, Inc., 
1300 Wilson Boulevard, Suite 1000, Arlington VA 22209, 
or Elizabeth.Marino@personneldecisions.com.  

�  

Consultant/Associate.   Human Performance Systems, 
Inc. has an immediate opening for a full time 
professional. Responsibilities include job analysis, test 
development and validation for selection and promotion, 
survey design, test administration, interacting with 
clients, and ergonomic evaluation.  The position requires 
a Master’s degree or PhD in I/O Psychology.  Candidates 
should possess strong interpersonal abilities, desire to 
learn new skills, proficiency in research and statistical 
methods, and attention to detail. 

Full benefits and growth opportunities.  Send résumé 
and salary history to Human Performance Systems, Inc., 
Attn: HR  5000 Sunnyside Ave., Suite 203, Beltsville, MD 
20705 or e-mail to hpsdgebhardt@erols.com.   

��������������������������������������������������� ���������������������������  
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Starting April 1, Dan Russell will be transferring within 
his current company, Aon Consulting, to be a Project 
Manager in Chicago. 

In January, Paige Wolf took a position as Assistant 
Professor in the School of Management at George 
Mason University.  Her new contact information is 
pwolf1@gmu.edu, phone number (703) 993-1758. 

 

   �  
At the PTC breakfast workshop on May 8th, Dr. Rod 
McCloy and Mr. Dan Putka , HumRRO, will present on 
“Reliability Estimation in Personnel Research and 
Practice: Conquering the Messiness of Real World 
Data.” 

 

 

 
 
 

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! 
 

Dues 

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

 
How to Join  

Print the membership application off of our website and 
mail it, with dues, to PTC. 

<http://www.ptcmw.org> 
Questions? Contact Tim McGonigle, Membership 
Committee Chair, at (703) 385-3200 or 
mcgonigt@calib.com. 

 

�����������	
	��� �
 



Page 6  PTC/MW April 2002 

 
 

����������	
��	
��
	��
by Lance W. Seberhagen, Seberhagen & Associates, se be@erols.com  

 
 
Apr 1-5 American Educational Research Association.  Annual Convention.  New Orleans, LA.  Contact: AERA, (202) 223-9485 or aera.net. 
 
Apr 2-4 National Council on Measurement in Education.  Annual Convention.  New Orleans, LA.  Contact: NCME, (202) 223-9318 or ncme.org. 
 
Apr 3 PTC/MW.  LUNCHEON MEETING.  (Special date due  to SIOP Conference next week).  Dr. Matthew Redmon d, Aon Management 

Consulting, Vienna, VA, and Dr. Charles MacLane, U. S. Office of Personnel Management.  "Work Experienc e Measures: Most 
Used, Least Validated, Often Overlooked."  Pier 7 R estaurant, Washington, DC.  Contact:  Receptionist,  Caliber Associates, Tel. 
(703) 385-3200, or ptcmw.org. 

 
Apr 9 HR Leadership Forum.  Meeting.  "e-Learning: Harnessing the Hype."  Arlington, VA.  Contact: Fran Gillen, (703) 979-4500 or 

frangillen@aol.com. 
 
Apr 11-12 National Law Journal.  Litigation Summit & Exposition.  San Antonio, TX.  Contact: NLJ, (212) 313-9139. 
 
Apr 11 Society for Industrial & Organizational Psychology.  I/O Psychology Doctoral Consortium.  Toronto, Canada.  Contact: Charlotte Gerstner, 

PDI, (212) 692-3325 or Charlotte.Gerstner@personneldecisions.com. 
 
Apr 11-14 Society for Industrial & Organizational Psychology.  Annual Conference & Workshops.  Toronto, Canada.  Contact: SIOP, (419) 353-0032 or 

siop.org. 
 
Apr 15-17 Society for Human Resource Management.  Global Forum.  New York, NY.  Contact: SHRM, (703) 548-3440 or shrm.org. 
 
Apr 17-19 Employment Management Association.  Conference.  San Francisco, CA.  Contact: SHRM, (703) 548-3440 or shrm.org. 
 
Apr 18-21 International Association of Rehabilitation Professionals.  Annual Conference (ADA issues).  San Diego, CA.  Contact: IARP, (800) 240-

9059 or rehabpro.org. 
 
Apr 23-24 Washington Statistical Society.  Short Course.  "Analysis of Sample Survey Data."  Washington, DC.  Contact: Robin Lee, (703) 750-6641 

or robinleehkmom@yahoo.com. 
 
May 8 PTC/MW.  SPECIAL EVENT!  Workshop.  Dr. Rod M cCloy and Mr. Dan Putka, HumRRO, Alexandria, VA.  " Reliability Estimation in 

Personnel Research and Practice: Conquering the Mes siness of Real World Data."  Pier 7 Restaurant, Was hington, DC.  Contact:  
Receptionist, Caliber Associates, Tel. (703) 385-32 00, or ptcmw.org. 

 
May 14 HR Leadership Forum.  Meeting.  "Rx for Health Care: Getting Your Money's Worth."  Arlington, VA.  Contact: Fran Gillen, (703) 979-4500 or 

frangillen@aol.com. 
 
May 21-24 Organization Development Institute.  Conference.  "What's New in OD."  Contact: ODI, (440) 729-7419 or members.aol.com/odinst. 
 
Jun 6-9 American Psychological Society.  Annual Conference.  New Orleans, LA.  Contact: APS, (202) 783-2077 or psychologicalscience.org. 
 
Jun 10-15 American Psychological Association.  Advanced Training Institute.  "Longitudinal Methods, Modeling, and Measurement."  Charlottesville, 

VA.  Contact: APA Science Directorate, (202) 336-6000 or ati@apa.org. 
 
Jun 12 PTC/MW.  LUNCHEON MEETING.  Dr. David Pollac k, U.S. Immigration and Naturalization Service.  "A ssessment Challenges 

Facing a Federal Law Enforcement Agency in the Afte rmath of September 11th."  Pier 7 Restaurant, Washi ngton, DC.  Contact:  
Receptionist, Caliber Associates, Tel. (703) 385-32 00, or ptcmw.org. 

 
Jun 16-24 A.K. Rice Institute.  National Group Relations Conference.  "Authority, Mutual Responsibility, and Interdependence in Organizational 

Systems and Society."  Chicago, IL.  Contact: Anne-Marie Kirkpatick, (561) 744-1350 or akriceinst@aol.com. 
 
Jun 20-21 SEAK, Inc.  National Expert Witness and Litigation Seminar.  Hyannis, MA.  Contact: SEAK, (508) 457-1111 or seak.com. 
 
Jun 23-26 Society for Human Resource Management.  Annual Conference.  Philadelphia, PA.  Contact: SHRM, (703) 548-3440 or shrm.org. 
 
Jun 30-Jul 3 IPMA Assessment Council.  Annual Conference.  New Orleans, LA.  Contact: IPMA, (703) 549-7100 or ipmaac.org. 
 
Jul 10-13 International Conference on Advances in Management.  Boston, MA.  Contact: Phil Benson, New Mexico State Univ, (505) 646-5695 or 

pbenson@nmsu.edu. 
 
Jul 31-Aug 3 International Association of Management.  Annual Conference.  Quebec, Canada.  Contact: aom-iaom.org. 
  
Future SIOP: Orlando, 2003;  Chicago, 2004;  Los Angeles, 2005. 
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PROFESSIONAL CALENDAR (cont)  
  
 
Aug 1-4 Society for Chaos Theory in Psychology & Life Sciences.  Annual Conference.  Portland, OR.  Contact: societyforchaostheory.org. 
 
Aug 4-7 American Statistical Association.  Conference on Multiple Comparison Procedures.  Bethesda, MD.  Contact: Peter Westfall, 

westfall@ba.ttu.edu or www.ba.ttu.edu/isqs/westfall/mcp2002.htm. 
 
Aug 4-7 International Conference on Multiple Comparison Procedures.  Bethesda, MD.  Contact: Peter Westfall, Texas Tech University, (806) 742-

2174 or ba.ttu.edu/isqs/westfall/mcp2002.htm. 
 
Aug 11-14 Academy of Management.  Annual Convention.  Denver, CO.  Contact: AOM, (914) 923-2607. 
 
Aug 11-15 American Statistical Association.  Annual Convention.  New York, NY.  Contact: ASA, (703) 684-1221. 
 
Aug 22-25 American Psychological Association.  Annual Convention.  Chicago, IL.  Contact: APA, (202) 336-6020 or apa.org. 
 
Sep 23-25 Center for the Study of Work Teams.  Annual Conference.  Dallas, TX.  Contact: CSWT, (940) 565-3096. 
 
Sept 23-27 Human Factors and Ergonomics Society.  Annual Conference.  Pittsburgh, PA.  Contact: HFES, (310) 394-1811 or http://hfes.org. 
 
Sep 27-29 American Psychological Association.  Conference.  "Measuring Up: Best Practices in Assessment."  Atlanta, GA.  Contact: Bill Hill, 

Kennesaw State University, bhill@kennesaw.edu or apsu.edu/psy_assessment/index.htm 
 
Oct 5-9 International Association of Chiefs of Police.  Annual Conference.  Minneapolis, MN.  Contact: IACP, (800) 843-4227 or theiacp.org. 
 
Oct 11-12 Boston College.  Conference.  "Diversity Challenge for 2002: How to Keep High-Stakes Tests from Making People Mentally Ill."  Boston, MA. 

 Contact: Kevin Henze, (617) 552-2482 or diversity.challenge@bc.edu. 
 
Oct 15-18 Development Dimensions International.  International Congress on the Assessment Center Method.  Pittsburgh, PA.  Contact: Cathy 

Nelson, DDI, (412) 257-3952 or assessmentcenters.org. 
 
Oct 22-24 International Military Testing Association.  Annual Conference.  Ottawa, Canada.  Contact: imta2002@internationalmta.org. 
 
Nov 14-17 American Statistical Association.  Conference.  "Questionnaire Development, Evaluation, and Testing Methods."  Charleston, SC.  Contact: 

Jennifer Rothgeb, jennifer.m.rothgeb@census.gov. 
 
Nov 16-18 U.S. Dept of Health & Human Services.  Research Conference on Research Integrity.  Potomac, MD.  Contact: Office of Research Integrity, 

(301) 443-5300 or http://ori.dhhs.gov/html/programs/RCRIConf2002.asp.  
 
 
FEDERAL SECURITY WORKERS, FROM PAGE 4 ����������������   
The Transportation Security Administration, which has 
responsibility for civil aviation security, is in the process 
of establishing federal security operations in the nation’s 
commercial airports.  TSA will deploy federal personnel, 
including passenger and baggage screeners, law 
enforcement officers and others to all airports by Nov. 
19, 2002.  

NCS Pearson is a global provider of applications, 
services and technologies for education, testing, 
assessment, government and complex data 
management.  The company is based in Eden Prairie, 
MN, and has more than 5,500 employees worldwide. 
NCS Pearson's Government Solutions business is based 
in Arlington, VA.  NCS Pearson operates as a business 
of Pearson Education, the world's largest integrated 
education company, which in turn is part of Pearson plc, 
the international media and education company. For 
more information, visit http://www.ncs.com. 
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The next Executive Board meeting will be on Thursday, 
April 4 at 6:00 p.m. at HumRRO.  Everyone is welcome 

to attend.  Please contact Suzanne Tsacoumis at 
(703) 706-5660 or stsacoum@humrro.org for directions. 
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1529 Corcoran Street, NW, Washington, DC  20009-380 5 

http://www.ptcmw.org  
  

PTC/MW Elected Officers, 2002 
Office  Name Affiliation Work Phone E-Mail 
President Suzanne Tsacoumis, Ph.D. HumRRO (703) 706-5660 stsacoum@humrro.org 
Past President Ann Quigley, M.A. National Skills Standards Board (202) 254-8628 quigley-ann@nssb.org 
President-Elect Lance Anderson, Ph.D. Caliber Associates (703) 219-4448 anderson@calib.com 
Vice President Ted Axton, Ph.D. Edison Electric Institute (202) 508-5157 taxton@eei.org 
Secretary Ellen Kollar, Ph.D. U.S. Dept of Veteran Affairs (202) 273-9748 ellen.kollar@mail.va.gov 

Treasurer Greg Beatty, Ph.D. Immigration and Naturalization 
Service (202) 305-0593 greg.o.beatty@usdoj.gov 

Recorder Julia McElreath, Ph.D. Immigration and Naturalization 
Service (202) 305-0596 julia.m.mcelreath@usdoj.gov 

 
PTC/MW Committee Chairs, 2002 

Committee Name Affiliation Work Phone E-Mail 
Nom/Elections Ann Quigley, M.A. National Skills Standards Board (202) 254-8628 quigley-ann@nssb.org 
Membership Tim McGonigle, Ph.D. Caliber Associates (703) 385-3200 mcgonigt@calib.com 
Legal Lance Seberhagen, Ph.D. Seberhagen & Associates (703) 790-0796 sebe@erols.com 
Newsletter Lia Meyer, M.A. Pittman McLenagan Group (301) 320-9500 liam@pittmanlc.com 
Website Lance Anderson, Ph.D. Caliber Associates (703) 219-4448 anderson@calib.com 

Training Ted Hayes, Ph.D. Immigration and Naturalization 
Service (202) 514-4383 theodore.l.hayes@usdoj.gov 

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

Copyright �  2002, 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.  The deadline for submissions for the May 
newsletter is Wednesday, April 10, 2002. 
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