October PTC/MW Breakfast Workshop

Date: Wednesday, October 8, 2003

Time: 8:00 a.m. to 11:30 a.m.

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: Fresh fruit plate, an omelet of your choice, hash brown potatoes, breakfast pastries,

petite breakfast rolls, coffee/tea/decaf, and juice. Choices for the omelet include:
Eggbeaters (no cholesterol) plain, Eggbeaters with vegetables, Eggbeaters with
ham and cheese, regular egg plain, regular egg with vegetables, or regular egg with
ham and cheese.

Reservations:  Please sign up via our website, http://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, October 6th.
Cancel by 2:00 p.m. Tuesday to avoid having to pay the registration fee.

Topic: How to Develop Valid Assessments Using Logic-Based
Measurement

Speakers: Robert Simpson and Mary Anne Nester, Ph.D., U.S. Department of Homeland
Security

Tests of logic-based reasoning have been used in place of reading comprehension tests in selection
instruments for numerous jobs in the Federal Government, because they provide a superior
measurement of the highly interrelated skills of reading and reasoning. This workshop aims to: (1)
Provide human resource professionals with information on the reliability and validity of logic-based
measurement instruments. (2) Teach question writers of all experience levels how to develop test
guestions using logic-based measurement. It will provide an opportunity for question writers to
develop logic-based questions and receive immediate feedback on their questions. The workshop
also will provide a logic-based taxonomy to enable attendees to develop questions immediately.

Dr. Mary Anne Nester is the Acting Director of the Research and Development Branch of the Bureau
of Immigration and Customs Enforcement in the Department of Homeland Security. The Branch is
responsible for the design, development, and validation of assessments for selecting entry-level
officers, managers, and executives in the Bureau.

Robert Simpson is a Social Science Analyst in the Research and Development Branch of the Bureau
of Immigration and Customs Enforcement in the Department of Homeland Security. He specializes in
the development of logic-based measurements of reasoning skills for entry-level, managerial- and
supervisory-level, and executive-level personnel selection assessments.
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Share Your Project
Information with Others

Lance Anderson
Caliber Associates

Recently, | was at a conference and | overheard a
conversation about an issue that | was facing on a
current project. | listened stealthily for a while and then
seized my opportunity to meet the person and discuss
the issue. It turned out that this person had many of the
same concerns that | had about the issue, and we had
both done some unique thinking about approaches. We
shared information about current research, discussed
the ideal research design, and exchanged business
cards. Later, we spoke via phone and e-mail about the
topic. We both learned about a different perspective on
the issue and we learned about ways that we could
improve our projects. The genesis of this interaction was
the basic project information that | overheard.

One small thing we can all do to advance the state of the
art in personnel assessment is to share project
information. Such sharing has many benefits including
opening up the discussion about techniques, learning
about the priorities of organizations, learning about the
skills and experiences of our members, and providing us
with a picture of the state of the art in our field. Plus, it's
not a bad way to meet new friends and potential future
business partners.

The PTC/MW newsletter would be an excellent forum for
sharing project information because the information in it
is current, and the Newsletter goes to all of our
membership, and presumably, all of the membership are
working on some kind of project related to personnel
assessment. For similar reasons, the PTC/MW website
would also be an excellent forum for sharing project
information. However, apart from the information on our
monthly sponsored events, the newsletter and the
website have not contained much information on projects
being conducted by members.

There are likely to be multiple reasons why the
Newsletter editor does not receive project descriptions
for our monthly publication. Perhaps the chief reason is
that there is no established norm or model for doing this.
Members may fear that submitting project information for
the newsletter may make them appear as though they
are shamelessly self-promoting their work or their
organization, or they may think that other members
wouldn’t be interested. Members may also lack the time
it takes to provide original content for the newsletter.

To address these issues and to encourage members to
share basic project information, | have developed, with
the input of the Board, a form for submitting project
abstracts to the Editor (see Exhibit 1). In addition, | have
developed a set of guidelines for submitting and
publishing these abstracts (see Exhibit 2).

EXHIBIT 1

FORM FOR SUBMITTING PROJECT ABSTRACTS FOR PUBLICATION IN THE
PTC/MW NEWSLETTER AND AT WWWw.ptcmw.org

Your Project

Information Needed Example :
Information

PTC/MW members
working on the project
and their employing
organization(s) (list
current members only)

Organization(s)
performing the work

Organization for whom
the work is being
performed

Project Title

Purpose of Project (one "# %
to three sentences, with
each sentence starting 1y

: (]
with a verb)

Starting date and ending &$'(()*&$'((+
date (submission of
information to PTC/MW
must occur within this
timeframe)

Contact person for more
information (include an e-
mail address or phone
number)

Please indicate the PTC/MW forum(s) where you would like to have
your abstract published: [J Newsletter O
Website

CONTINUED ON PAGE 6
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AUGUST LUNCHEON SUMMARY

Demystifying Emotional Intelligence:
Psychometric Answers and Practical
Applications

Marilyn Gowing, Ph.D., Aon Consulting

Brian O'Leary, Ph.D., U.S. Office of Personnel
Management

At the August 2003 PTC/MW luncheon, Dr. Marilyn
Gowing and Dr. Brian O’Leary reviewed the development
of the concept of Emotional Intelligence (El), discussed
some of the major measures of El, and reviewed the
evidence on the validity of EI.

Although the concept of Emotional Intelligence was
popularized by Dan Goleman’s best selling book in 1995,
psychologists had been investigating the concept of
“social intelligence” since the 1930's and 1940's. For
example, the George Washington University Social
Intelligence test was published in 1947. In 1955, Robert
Katz, in the Harvard Business Review, described the
gualities of an effective administrator as including
Technical skills, Conceptual skills, and Human skKills.
Human skill was defined by Katz as “the way the
individual perceives (and recognizes the perception of)
his supervisors, equals, and subordinates, and the way
he behaves subsequently.”

Three major models/measures of emotional intelligence
were discussed at the PTC/MW luncheon: (1) Mayer,
Salovey, and Caruso, (2) Bar-On, and (3) Boyatzis and
Goleman. Mayer, Salovey and Caruso’'s model of El
views El as intelligence per se, in that it relates to
processing information. It is an ability model of EI.
People may be more or less intelligent in dealing with
emotions just as they may show intelligence in their
understanding and use of numbers or words. Mayer and
his associates studied several conceptually related
abilities including facility in identifying emotions, in
understanding the causes and consequences of
emotions, and in managing emotions. Items in their test,
the MSCEIT, ask one to indicate the emotions shown in
a picture of an individual's face, what moods might be
helpful in various social situations, and how a person
would feel in certain situations. The correct answer can
be determined by an expert panel or a consensus
method.

Reuven Bar-On began investigating the various factors
thought to be key components of effective emotional and
social functioning that lead to psychological well-being.
His test, the EQ-i, is a self-report instrument that is
divided into five sections: intrapersonal, interpersonal,
stress management, adaptability, and general mood.
tems on this test are very similar to traditional

personality test items. The Bar-On EQ-i has been used
to select Air Force recruiters, resulting in lower turnover
of recruiters and millions of dollars in savings in training
and relocation expenses.

Richard Boyatzis and Daniel Goleman have developed
the “Emotional Competence Inventory” (ECI), which
builds on the Hay Group’s competency research in
identifying those competencies that distinguish star
performers. In studies of top-level executives in global
companies, emotional competencies distinguish stars
from the average performers. The ECI is a multi-rater
(360) instrument that measures: Self-Awareness, Self-
Management, Social Awareness, and Social Skills.

Van Rooy and Viswesvaran have recently published a
meta-analysis of Emotional Intelligence (Journal of
Vocational Behavior, In Press). Their study indicates that
El does predict work performance. They found that the
correlation of El and work performance is .24 (similar to
the correlation between personality and job
performance). Interestingly, the correlation between El
and academic performance was only .10. Correlation
between El and the “Big Five” personality dimensions
range from .23 to .34. Moreover, the correlation between
the ability model of EI (Mayer, et al.) and measures of
general mental ability was .33, while the other El
measures correlated .09 with general mental ability.

Gowing and O’Leary pointed out that many existing
measures or competency models include emotional
inteligence competencies. Crosswalks between the
following measures and EI shop overlap with many of the
El competencies: the NEO, the Center for Creative
Leadership’s Benchmarks instrument, and the Office of
Personnel Management'’s (OPM) Leadership
Competency model.

Conceptualizing El as an organizational level
phenomenon is a new area of research. The overall level
of El displayed by an organization may play a large part
in its success. Researchers at OPM have developed an
organizational El index based on items from OPM'’s
organizational climate survey, the Organizational
Assessment Survey.

For an excellent source on El, the reader is referred to
the Consortium for Research on Emotional Intelligence in
Organizations (CREIO) at www.eiconsortium.org.
CREIO was formed in 1996 to promote research on El in
organizations.

PTC

Visit PTC online at
http://www.ptcmw.org
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Legal/Professional Update
Lance Seberhagen, Seberhagen & Associates

SIOP Revises Principles . The Society for Industrial and
Organizational Psychology (SIOP) has just completed
the revision of the Principles for the Validation and Use
of Personnel Selection Procedures (SIOP, 1987). The
purpose of the revision was to ensure consistency with
the Standards for Educational and Psychological Testing
(AERA, APA, NCME, 1999) and to keep up with recent
developments in theory and research. Dick Jeanneret,
Jeanneret & Associates, Houston, TX, and Chair of
SIOP’s Principles Revision Committee, reports that the
American Psychological Association (APA) approved the
final draft of the revised Principles in August and that
SIOP is now planning how to publish and distribute the
2003 edition of the Principles. An electronic version of
the Principles may be available by as soon as the end of
September 2003, and the printed version should be
available by the end of the year.

The revision process began when SIOP appointed an Ad
Hoc Committee to revise the Principles in April 2000, and
the Revision Committee held its first meeting in July
2000. After much internal work, the Revision Committee
issued a draft of the revised Principles for review and
comment by all SIOP members in March 2002. After
taking those comments into account, SIOP submitted an
updated draft of the revised Principles to APA for review
and approval in the Fall of 2002. After a review by all
APA divisions and offices, the APA Board of Directors
and Council of Representatives gave official approval of
the revised Principles at the APA convention in August
2003.

Dick Jeanneret reports that the final version of the
Principles is “not markedly different” from the March
2002 draft that was available to all SIOP members for
review and comment — mostly just word changes and
clarifications. Some additional guidance was provided
regarding criterion bias, normative data, and testing
persons with disabilities. The revised Principles also
made more explicit the point that the Principles were not
intended to be absolute requirements and that “sound
professional judgment” should be used in any validation
study.

Court Orders Hiring of White Firefighters. In August
2003, the U.S. District Court in Quinn v. City of Boston
ordered the Boston Fire Department to hire four white
applicants who successfully challenged the Department’s
affirmative action hiring policy, after the Department
passed them over three years ago to hire lower scoring
minority applicants for the job of Firefighter. The four
men will be hired as soon as vacancies occur and
receive the back pay and seniority (for retirement
purposes) they would have earned if they had been hired
three years ago, provided that they pass the remaining

parts of the hiring process (i.e., medical exam,
background check, drug test, physical agility test,
residence requirement, and academy training).

NAACP sued Massachusetts municipalities (including
the City of Boston) for discriminatory Firefighter selection
practices in the early 1970s. The case was resolved in
1974, when the District Court issued a consent decree
requiring the municipalities to follow affirmative action
hiring procedures (alternate between the top white
candidate and the top minority candidate on the eligible
list) until the fire departments achieved parity with the
percentage of minorities in the relevant local population
(NAACP v. Beecher, approved by the 1st Circuit Court of
Appeals in 1975).

Over the years, 45 fire departments improved their
minority employment percentages and were released
from the consent decree, but the City of Boston
continued to follow the hiring rules under the consent
decree. In 1992, the 1st Circuit confirmed that the City
should continue under the consent decree, but in 1998,
five white firefighter candidates challenged the consent
decree again. The District Court ruled against the
challenge, but in March 2003, the 1st Circuit ruled in
favor of plaintiffs in Quinn v. City of Boston
(http://caselaw.Ip.findlaw.com/scripts/getcase.pl?navby=
case&court=1st&no=02-1727).

After ruling that the minority comparison should be based
on the entry-level Firefighter job only (as opposed to all
ranks in the Department) and on overall population (as
opposed to employment-eligible population), the Appeals
Court found that the percentage of African American and
Hispanic Firefighters in the Boston Fire Department was
40 percent, compared to 38 percent in the overall
population of Boston. Therefore, minority parity had
been achieved, and the City was eligible for release from
the consent decree. The Appeals Court found no
evidence of bad faith by the City in continuing to follow
the consent decree after parity had been achieved, so
the Appeals Court did not force the City to rescind any
hires and sent the case back to the District Court to work
out the final details.

In August 2003, the District Court ordered the hiring of
four white male plaintiffs, as described above. The
Boston Fire Department had already hired the fifth white
male plaintiff in the case, but that plaintiff will now also
get the same back pay and seniority as the four other
plaintiffs.

CONTINUED ON PAGE 5
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LEGAL/PROFESSIONAL UPDATE, FROM PAGE 4

DOE Reduces Use of Polygraph Tests.  According to
GovExec.com (September 5, 2003), the U.S.
Department of Energy (DOE) plans to reduce its use of
polygraph testing for national security purposes by 78
percent in response to recent scientific reports, including
one from the National Research Council (NRC), which
have concluded that polygraph tests are often misleading
and have limited value to federal agencies. Current DOE
policy requires about 20,000 employees and contractors
to be tested periodically. That number would drop to
about 4,500 under the proposed new policy, which will be
published in the Federal Register by the end of the year.

On September 4, 2003, Stephen Fienberg, professor of
statistics, Carnegie Mellon University, and Chair of the
NRC’s Committee to Review the Scientific Evidence on
the Polygraph, testified before the Senate Committee on
Energy and Natural Resources, regarding the NRC's
report on The Polygraph and Lie Detection (2003,
http://www.nap.edu/catalog/10420.html). Fienberg
testified that, “Polygraph testing yields an unacceptable
choice for DOE employee security screening between
too many loyal employees falsely judged deceptive and
too many major security threats left undetected.” In
particular, Fienberg noted that any spy or terrorist who
took DOE's polygraph test was far more likely to “pass”
the test than to “fail” it, even without using any
countermeasures, which would further increase the
chances of “passing” the test. Fienberg warned against
over-reliance on polygraph testing and recommended
the use of other management actions to prevent the
unauthorized release of national secrets, along with more
limited use of polygraph testing.

Assessment Centers Come to Madison Avenue

Talk about “thinking outside the bun,” an advertising
agency in New York City has come with a creative, new
way to select Account Executives. As reported in the
Wall Street Journal's CareerJournal.com (August 4,
2003), DiMassimo Brand Advertising has developed a
survival-of-the-fittest type of selection procedure for
hiring Account Executives. The advertising industry has
experienced widespread layoffs in recent years, so jobs
are scarce and the supply of qualified applicants is high.
DiMassimo recently screened hundreds of applicants to
identify the top 10 finalists for one Account Executive
position, paying $25,000-$30,000 per year. The 10
finalists will live at DiMassimo’s headquarters for one
week in September and complete a series of exercises
that measure the ability to satisfy demanding clients.
Each night, DiMassimo executives will decide who gets
“voted off the island.” Some of the exercises include:

1. Buzz. Design a grass-roots campaign for Bally
Total Fitness’s “Crunch Fitness,” with an ad budget
of only $1,000.

2. Get the Meeting. Arrange a meeting with David
Neeleman, CEO of JetBlue Airways and a client
that DiMassimo would dearly like to have.

3. All-Nighter. Design an advertising campaign for
Instinet in 24 hours (without sleep), and then
present the idea to the client in the morning.

Some of DiMassimo’s competitors are skeptical of the
selection procedure, but DiMassimo says, “We are not
asking people to do anything that we don’t do often.”
Another interesting aspect of the selection procedure is
that the agency plans to film the entire event in hopes of
selling it to television. “We’ll make one advertising
executive and nine TV stars,” said Mark DiMassimo,
founder of the agency.

PTC

David Pollack, Julia Leaman, Anthony Bayless, Greg
Beatty, llene Gast, and David Hamill, of the U.S.
Department of Homeland Security, are working on a
competency-based promotional assessments project.
For this project, they have been tasked with developing,
validating, and implementing assessments to be used as
the basis of promotion for first-line supervisory positions
up to the GS-15 level for DHS'’s core occupations. One
of their challenges is ensuring the assessment process
can be administered to candidates nationwide in a cost-
effective manner. If you would like more information
about this project, contact Greg Beatty,
gobeatty@yahoo.com, (202) 305-0593.

The column is a forum to facilitate

information exchange among PTC/MW members. If you
are currently working on a testing/assessment project
that you think others would be interested in learning
about, please contact the PTC/MW Newsletter Editor, Lia
Meyer, at liam@pmglc.com or (301) 320-9500.
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Job Announcements

Industrial  Psychologists. Personnel Decisions
Research Institutes, Inc. (PDRI) is currently accepting
applications for positions in its Washington, D.C. office
(in Arlington, VA, one block from the Rosslyn Metro
Station). 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 I/O Psychologists with a minimum of
three years of experience, a Master’s degree or a Ph.D.
(preferably) in 1/O Psychology. We are also seeking
applicants with a new Ph.D. in /O Psychology.
Experienced applicants should have proven skills in
customer and project management and business
development. Qualified candidates will have a strong
background in the development, validation, and
implementation of human capital systems, and a Ph.D.
or Master's degree in industrial/organizational
psychology. Strong  written communication,
interpersonal, research, and statistical skills are also
essential.

U.S. citizenship is necessary and most positions will
require obtaining a high-level government security
clearance. Current possession of U.S. government
security clearances is desirable.

Submit résumé and cover letter to: Elizabeth Marino,
Personnel Decisions Research Institutes, Inc., 1300
North 17th Street, Suite 1010, Arlington, VA 22209,
Elizabeth.Marino@pdri.com.

Manager of Integrated Performance Consulting
(Charlotte, NC). Responsibilities:  Reports to the
Director of Performance and Leadership Consulting and
is responsible for providing integrated performance
effectiveness strategies, methodologies, tools and
resources that deliver support for Business Unit
achievement of performance goals.

Requirements: Seven to ten years of experience in a
combination of the listed position responsibilities.
Working knowledge of organizational development
theory and practice with the knowledge of methods to
apply these to the business unit. Strong consulting,
influencing and negotiation skills. Ph.D. in Industrial
Organizational Psychology required. Knowledge of a
matrix infrastructure and the proven ability to drive
results across organizational boundaries. Contact Cathy
Maxfield (540) 721-9029.

PTC

PRESIDENT’'S MESSAGE, FROM PAGE 2

EXHIBIT 2

GUIDELINES FOR SUBMITTING PROJECT ABSTRACTS FOR
PUBLICATION IN THE PTC/MW NEWSLETTER AND AT
WWW.ptcmw.org

1. Members should provide information on projects
(including basic and applied research, as well as the
provision of services) related to testing or performance
assessment.

2. Members should provide only the information requested.

3. Members should avoid shameless self-promotion in the
language of the abstract.

4. Members should provide project information for current
projects, or projects completed within the last six months.

5. PTC/MW will publish no more than one abstract per
month from each PTC/MW member’s employing
organization.

6. PTC/MW will publish an abstract on a given project only
once.

7. All abstracts are subject to approval by the Editor and
the Board.

This form and the associated guidelines should facilitate
the sharing of basic project information in that they make
it so that:

The abstracts will provide a high level understanding
of the purpose of the work

Information on a variety of projects (including basic
research, applied research, and provision of on-
going services) can be provided

Persons from a variety of different types of
organizations and perspectives (e.g., government,
private sector, consulting, academia) should be
comfortable providing information

We avoid the slippery slope toward encouraging
shameless self-promotion in the newsletter

There is little effort required to provide the
information

Now comes your part. If you are currently working on a
project related to testing or assessment, and you would
like readers of the PTC/MW newsletter to know about it,
please provide the information requested in the Form to
our Newsletter Editor, Lia Meyer (liam@pmglc.com). By
the time this newsletter is published, you may have
already received an e-mail message from me inviting you
to provide this information. Our intention is to publish
your project abstract in the PTC/MW newsletter and/or at
www.ptcmw.org.

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

Sep 29-Oct 1  Pennsylvania State University/CPAS. Seminar. “Examination Planning.” Crystal City, VA. Contact: Avis Kunz, PSU, 814-863-6725 or
outreach.psu.edu/cpas.

Sep 29-Oct2  Development Dimensions International. International Congress on Assessment Center Methods. Atlanta, GA. Contact: Cathy Nelson,
DDI, 412-257-3952 or assessmentcenters.org.

Oct 2-3 American Bar Association & American Psychological Association. Seminar. “Psychological and Other Expert Testimony in Civil and
Criminal Litigation.” Chicago, IL. Contact: ABA, 800-285-2221 or abanet.org.

Oct 3 HR Leadership Forum. Meeting. Sidney Finkelstein, author. “Why Smart Executives Fail.” Arlington, VA. Contact: Fran Gillen, (703)
979-4500 or frangillen@aol.com.

OCT 8 PTC/MW. SPECIAL EVENT! BREAKFAST WORKSHOP ( 8:00-11:30 am). Mr. Robert Simpson and Dr. Mary An  n Nester, U.S.
Department of Homeland Security. “How to Develop V  alid Assessments Using Logic Based Measurement.” P ier7
Restaurant, Washington, DC. Contact: Receptionist, Caliber Associates, 703-385-3200 or www.ptcmw.org.

Oct 10-16 Organization Development Network. Annual Conference. Portland, OR. Contact: ODN, 973-763-7337 or odnetwork.org.

Oct 13-17 Human Factors & Ergonomics Society. Annual Meeting. Denver, CO. Contact: HFES, 310-394-1881 or hfes.org.

Oct 14 Washington Statistical Society. Lecture. “New Methods of Estimating and Analyzing Measurement Error in Surveys.” Washington,
DC. Contact: David Marker, WSS, 301-251-4398 or www.science.gmu.edu/~wss.

Oct 20-22 Pennsylvania State University/CPAS. Seminar. “Oral Examinations.” Pittsburgh, PA. Contact: Avis Kunz, PSU, 814-863-6725 or
outreach.psu.edu/cpas.

Oct 21-25 International Association of Chiefs of Police. Annual Conference. Philadelphia, PA. Contact: IACP, 800-843-4227 or
www.theiacp.org.

Oct 23-24 PTC Southern California. 50" Anniversary Fall Conference. Long Beach, CA. Contact: Monica Budd, 909-387-9686 or
mbudd@hr.sbcounty.gov.

Oct 26-29 HR.com & Linkage Inc. Human Resources Masters Symposium. Palm Desert, CA. Contact: Terri Joosten, HR.com, 866-888-4767
or thehrmasters.com/symposium.asp.

Oct 27-29 Society for Human Resource Management. Conference. “Workplace Diversity.” New York, NY. Contact: SHRM, 703-548-3440 or
www.shrm.org.

Nov 3-6 International Military Testing Association. Annual Conference. Pensacola, FL. Contact: www.internationalmta.org.

Nov 7 HR Leadership Forum. Meeting. Dr. Skip Leonard, Personnel Decisions International, Rosslyn, VA. “Talentship.” Arlington, VA.
Contact: Fran Gillen, (703) 979-4500 or frangillen@aol.com.

NOV 12 PTC/MW. LUNCHEON MEETING. Dr. Jose Cortina , George Mason University. Topic to be announced. Pier 7 Restaurant,
Washington, DC. Contact: Receptionist, Caliber Ass  ociates, 703-385-3200 or www.ptcmw.org.

Future SIOP: Chicago, 2004; Los Angeles, 2005; Dallas, 2006.

_ PTC Join PTC/MW! PTC

Long-time PTC/MW member Dr. Earnest James, Jr.,

passed Wednesday August 27, 2003. He was Human Benefits include the membership directory, monthly
Resources  Specialist in the Postal Employee newsletter, luncheon meetings with invited speakers,
Development Center in Cleveland, Ohio. workshops, employment opportunities and more! Dues

are $30/year for regular memberships or $15/year for
students. Download the application off the Internet at
Welcome New Members! http://www.ptcmw.org, or contact Membership Chair Tim

Reqular Member McGonigle at mcgonigt@calib.com if you have any

Leslie J. Gorman-Anich, Spotsylvania County Public Schools questions.
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PTC/MW Elected Officers, 2003

Office

Name

Affiliation

Work Phone

-Mail

President

Lance Anderson, Ph.D.

Caliber Associates

(703) 219-4448

anderson@calib.com

Past President

Suzanne Tsacoumis, Ph.D.

HumRRO

(703) 706-5660

stsacoumis@humrro.org

President-Elect

Ellen Kollar, Ph.D.

U.S. Dept of Veterans Affairs

(202) 273-9748

ellen.kollar@mail.va.gov

Vice President

Ted Hayes, Ph.D.

Transportation Security Admin

(571) 227-1811

ted.hayes@dhs.gov

Secretary Julia McElreath, Ph.D. U.S. Dept of Homeland Security | (202) 305-0596 | julia.mcelreath@dhs.gov

Treasurer Shirley Plunkett, M.A. U.S. Postal Service (202) 268-3955 | shirley.m.plunkett@usps.gov

Recorder Greg Beatty, Ph.D. U.S. Dept of Homeland Security | (202) 305-0593 | greg.beatty@dhs.gov
PTC/MW Committee Chairs, 2003

Committee Name Affiliation (Vork Phone -Mail

Nom/Elections | Suzanne Tsacoumis, Ph.D. HumRRO (703) 706-5660 | stsacoumis@humrro.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@pmglc.com

Website W. Benjamin Porr, M.A. George Mason University (703) 617-0331 | wporr@gmu.edu

Training Pat Curtin, Ph.D. Caliber Associates (703) 219-4394 | curtinp@calib.com

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

Copyright 2003, 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.

official opinions or policies of the Personnel Testing Council of Metropolitan Washington.
submissions for the November newsletter is Wednesda

PTC/MW
Julia McElreath

800 K Street NW Room 5000

Washington, DC 20536

y, October 8, 2003.
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The deadline for

FIRST CLASS
U.S. POSTAGE
PAID
Permit No. 116
ALEXANDRIA, VA




