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May PTC/MW Luncheon  

Date: Wednesday, May 12, 2004 

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:  $19.00 members, $22.00 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 sign up via our website, http://www.ptcmw.org.  If you do not have internet 
access, you may 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., Mo nday, May 10th.  Cancel by 2:00 
p.m. Tuesday to avoid having to pay for the meal. 

Topic: Review of recent revision of SIOP’s Principles for the Validation and 
Use of Personnel Selection Procedures  

Speaker:  Wanda J. Campbell, Ph.D., Edison Electric Institute 

The most recent revision of the SIOP Principles for the Validation and Use of Personnel Selection 
Procedures (Principles) was published in 2003.  A major goal in the revision was to align the SIOP 
Principles with the most recently revised Standards for Educational and Psychological Testing, which were 
published in 1999.  Some of the major changes in the new Principles include: 

· Reconceptualization of validity as a unified concept with various sources of validity evidence; 
· Expansion of the treatment of validity generalization; 
· Broader, concentrated coverage of fairness and bias; and 
· Expanded coverage of operational considerations. 

This presentation will review some of the most important changes in the Principles and address how they 
impact your work as a practitioner. 

Wanda J. Campbell is the Director of Employment Testing at Edison Electric Institute, where she directs a 
nationwide testing program for shareholder-owned electric utility companies.  Dr. Campbell served on the 
most recent Ad Hoc Committee on the Revision of the Principles.  She has been with EEI since 1990 
when she earned her doctorate in industrial/organizational psychology from Old Dominion University in 
Norfolk, VA.  Prior to returning to graduate school, Dr. Campbell spent five years as an investigator with 
EEOC, and one year enforcing labor laws for the Wage-Hour Division of the U.S. Department of Labor. 
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Ellen Kollar  
U.S. Dept of Veterans Affairs 
 

This past month, I had the pleasure of hearing Peter 
Ramstad address human resource executives on the 
need for human resources (HR) to have a science or 
body of knowledge guiding decisions on employee talent 
in order to gain credibility.  In hiring, Mr. Ramstad noted 
that HR should be judged by the quality of the hiring 
decisions rather than on how efficiently individuals were 
hired.  However, most measures of staffing examine the 
efficiency of service delivery with criteria such as time to 
fill or cost of a new hire.   

Ramstad made analogies between HR and the history of 
finance and marketing.  Although accounting is important 
to all organizations, it was not until the decision science 
of finance was developed to make decisions about 
returns on investments that it became a prominent field.  
In the same way, marketing has created decision 
models, such as “customer segmentation,” from the 
practice of sales.  As a result, the functions of finance 
and marketing have a “seat at the table” for 
organizational strategy discussions while professional 
practices such as accounting, sales and HR do not. 

The roots of much of the movement to measure the 
value of HR are in human capital economics rather than 
I/O psychology.  Since most of the economy today is 
based on knowledge workers, economists have tried to 
apply accounting theory to quantifying the value of 
human capital.  Some Scandinavian companies have 
even gone so far as to include their human assets in 
their shareholder reports.  Obviously, if the cliché that  
“people are our greatest asset” is true, then it should be 
possible to measure intangibles such as human capital 
and place it on the balance sheet. 

I/O psychologists have often looked at the return on 
investment of a specific HR program or intervention, 
especially in the areas of selection and training.  HR 
scorecards and dashboards take a broader view of HR 
policies and strategies to demonstrate HR’s 
effectiveness and contribution to the “bottom line.”  The 
HR Scorecard by Becker, Huselid and Ulrich (2001) 
described how companies with effective HR policies, as 
measured with the High Performance Work Systems 
Index, had higher returns to shareholders.   

Ramstad and his research colleague, John Boudreau, 
argue that to be a decision science with the same rigor 
as financial analysis, HR must focus on talent pools 

where variability in quality will make a significant 
difference.  They cite Disney as an example.  The key to 
their analysis is understanding where the business needs 
talent for the business strategy to work.  Disney parks 
compete by providing maximum customer delight.  An 
examination of the key talent pools that make or break 
the business leads to somewhat surprising results.  
Sometimes where talent matters most is not where one 
would expect it and the occupations are frequently not 
the occupations that are the most highly paid.  For 
Disney, the key talent pool was not “the characters” or 
park designers, but the sweepers.  Sweepers spend the 
most time with customers and are expected to talk to 
them, give accurate information, and fix problems before 
they escalate.  HR practices and policies are designed to 
support high performance for this talent pool since it has 
a major impact on the organization. 

My initial reaction in reading Boudreau and Ramstad’s 
work was that I/O psychology should be the basis of a 
decision science about talent.  However, the focus of I/O 
psychology is often at the individual level rather than on 
the impact on the organization.  Multiple levels of 
measures and inferences complicate construct validity 
and selection as Ployhart and Schneider have noted.  
But measures and analysis at different levels are 
necessary to demonstrate impact.  Managers and 
executives are more interested in organizational 
performance than individual performance.  Quantitatively 
demonstrating a causal linkage between specific factors 
and business results should be a goal for I/O psychology 
as well as HR.  I invite your comments and feedback on 
this issue. 

��������������������������������������������������� �������� CONTINUED ON PAGE 5 
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MARCH WORKSHOP SUMMARY  

The Development, Validation, and 
Implementation of a Web-Based Prescreen 
and Its Integration into an Automated 
Selection System  
 
Robert Driggers,  Capital One 

Dr. Robert Driggers of Capital One in Richmond, VA, 
presented at the March PTC/MW Breakfast Workshop.  
Dr. Driggers discussed the development, validation, and 
implementation of a web-based prescreen used by 
Capital One and how it was integrated into an automated 
selection system.   

Dr. Driggers began the presentation with a discussion of 
the evolution of Capital One's culture and business 
model over the past decade and the means by which the 
selection system both led and responded to these 
changes.  

During the mid-1990s, Capital One's data-driven risk 
models propelled it forward as a highly profitable lender 
to the sub-prime credit market. Associates were required 
to understand and act upon data in this model.  During 
this period, Capital One's selection systems were 
focused primarily on obtaining analytically oriented 
associates.  As a result, the selection system was 
cognitively loaded. 

Over time, as the company matured and its business 
strategy shifted toward super-prime customers, the 
organizational culture realized the need for more well-
rounded associates. The selection model evolved in 
response to this change by selecting on both cognitive 
and non-cognitive characteristics. The number and 
variety of selection instruments increased as a result.  In 
addition, a greater amount of data was available to assist 
the organization in making decisions about each 
applicant.  Along with the greater number of data points 
were a greater number of possible combinations in terms 
of how these data would be combined and used. 

A final indication of this maturation was that Capital One 
split its concept of cognitive ability into two components: 
conceptual and numerical. Doing so allowed the 
corporation to maintain its focus of the numerical 
elements for its analyst population while simultaneously 
focusing on the conceptual aspect for non-analysts.  In 
other words, administrative efficiency was maintained as 
all applicants took the same test, however, the use of the 
different components was tailored specifically for the 
position being applied for. 

Throughout its history, Capital One has had a highly 
selective performance culture. While this strategy has 
paid off with regard to associate performance, this 
strategy tends to be costly, as pass rates tend to be 

lower. In order to address the issue of high recruiting 
costs, the company opted to increase onsite test pass 
rates by developing and implementing an internet-based 
prescreen. Thus, the prescreen was initially conceived as 
a tool to simply predict onsite test scores.   

However, during a thorough validation process with data 
from incumbents, it was found that the tool predicted 
broadly across Capital One performance dimensions.  
Therefore, the prescreen tool was effective in increasing 
pass rates for the onsite selection tools and was also 
effective in predicting success on the job. 

During his presentation, Dr. Driggers discussed the 
various selection strategies, approaches, and 
instruments considered for use by Capital One. The 
cognitive tools considered included tests, cases and 
simulations. The non-cognitive tools considered included 
off-the-shelf measures, modified off-the-shelf measures, 
customized conditional reasoning tools, customized 
situational judgment inventories, biodata instruments and 
a test for creativity.   

Following this, the discussion narrowed its focus to the 
processes and methods used to develop and validate the 
prescreen biodata items, as well as describing the other 
components of the prescreen (application, 
managerial/fiduciary items, and skills assessment). The 
prescreen included “gateway” items in order to reduce 
frustration among the applicants.  These items served 
the purpose of reducing the number of times that a 
candidate had to reply “not applicable” to items by 
skipping groups of items if a candidate indicated they 
had no experience in a broad topical area.  For example, 
if a candidate indicated that they had never held a job, 
they would skip the group of items related to work 
experience.  In addition, the prescreen also included 
items to determine if the candidate met minimum “QIA” 
requirements, namely, if the candidate was Qualified, 
Interested and Affordable. 

Dr. Driggers described the approach taken by Capital 
One for keying individual biodata response options 
against multiple criteria.  These data were collected from 
associates in both the United States and England.  
Criterion measures included test scores and also 
competency ratings from supervisors.  Items were 
retained if they predicted criterion scores, had sufficient 
face validity, and demonstrated little or no adverse 
impact.  
��������������������������������������������������� �������� CONTINUED ON PAGE 6 

���
���������
���
���������
���
���������
���
���������

 



March Workshop Sponsor 

 



Page 4  PTC/MW May 2004 

 
 
Court Approves Affirmative Action Plan for 
Remedy but Not Diversity 
 
Lance Seberhagen, Seberhagen & Associates 

Last December, the U.S. Court of Appeals for the 
Seventh Circuit relied on the 2003 Supreme Court 
decision in Grutter v. Bollinger (the University of 
Michigan case that ruled that diversity was a compelling 
state interest) to approve the use of race norming 
(standardized test scores by race) and out-of-rank 
selections to achieve racial and ethnic diversity in the 
Chicago Police Department (CPD) in the case of Petit v. 
Chicago (http://caselaw.lp.findlaw.com/data2/circs/7th/ 
024151p.pdf), even though such actions would seem to 
be prohibited by the 1991 revisions to Title VII.  Testing 
professionals have wondered if the Petit decision was 
the start of a trend or merely a unique set of 
circumstances.  The courts are still wrestling with this 
issue.  

On 3/30/04, in Kohlbek and Pritchard v. City of Omaha, 
the U.S. District Court in Nebraska relied on the 
Supreme Court’s decision in Grutter to approve the use 
of the City of Omaha’s 2002 Affirmative Action Plan to 
promote diversity.  Even though it recruited from a 50-
mile radius and had no residency requirements, the City 
estimated the racial composition of the relevant labor 
market primarily on the basis of the City population.  The 
City concluded that “underutilization” existed whenever 
the percentage of minorities in a City job classification 
fell below the percentage of minorities in the relevant 
labor market.   Whenever the City found underutilization, 
the City Personnel Director certified not only the highest 
scoring (top five) applicants to the Selecting Official but 
also the top two minority applicants who passed the 
exam for the job (which required out-of-rank 
certifications).  The Selecting Official then evaluated all 
certified candidates on an individual basis and selected 
the applicant that he/she felt was the best applicant for 
the position to be filled. 

The City’s firefighter union challenged the City’s use of 
selective certification by race on promotional exams (Fire 
Captain and Battalion Chief) within the Fire Department, 
alleging that white applicants were passed over for 
promotions in favor of African American applicants, in 
violation of their Constitutional rights under 42 USC 1981 
and 1983, as well as Title VII of the Civil Rights Act of 
1964, as amended.    

Expert witnesses for the plaintiff included Dr. Charles 
Mann (statistician), Charles R. Mann Associates, 
Washington, DC, and Dr. Lance Seberhagen (I/O 
psychologist), Seberhagen & Associates, Vienna, VA.  
Expert witnesses for the City included Dr. Faye Crosby 
(social psychologist), University of California at Santa 
Cruz; Dr. Chris Hornick (I/O psychologist), CWH 
Research, Englewood, CO; and Dr. Paul White 

(statistician), ERS Group, Washington, DC, among 
others. 

The plaintiffs did not dispute the fact that the Omaha Fire 
Department had a past history of racially discriminatory 
practices and racial segregation.  However, the plaintiffs 
contended that the City began active steps to correct that 
discrimination in 1957 and that, after more than 30 years 
of racial preferences, had remedied the effects of past 
discrimination in the Fire Department by 1991, as shown 
by a court decision in favor of the City in 1993. 

The City argued that it had two compelling interests to 
support its 2002 Affirmative Action Plan.  The first was to 
remedy past discrimination and the second was to 
provide a diverse Fire Department.  The City said that 
past discrimination was a continuing problem because 
there had been continuing complaints of discrimination 
within the Fire Department after 1991 and that the 
percentage of African Americans in the Fire Department 
had actually decreased from 7.1% to 6.3% from 1989 to 
2000.  The City said that a diverse Fire Department was 
needed to promote trust and confidence between the 
Department and the City residents served by the 
Department, as well as improve problem solving and 
effectiveness within the Department.  

The Court granted a Summary Judgment motion in favor 
of the City.  The Court agreed that the City had a 
compelling interest to remedy past discrimination and 
that continuing efforts were needed after 1991.  The 
Court further ruled that the City’s 2002 Affirmative Action 
Plan was narrowly tailored to achieve its purpose.  
However, the Court declined to rule on the City’s 
compelling need for diversity because the record on this 
issue was not sufficiently developed to permit the Court 
to make a decision.  

��������������������������������������������������� �������������������������������������  
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Lynn McFarland and Rob Ployhart are leaving George 
Mason University in May and moving to South Carolina. 
Rob will join the faculty at the University of South 
Carolina, and Lynn will work as an independent I/O 
consultant. 

Welcome New Members! 

Regular Member 
Paul Grade, U.S. Army Research Institute 
 
Student Member 
Lori J. Fred 
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“Workers Win” with Labor Department’s 
New Overtime Rules  
FairPay Initiative Guarantees Overtime Rights for 
Millions of Workers 

ESA News Release 

April 20, 2004 – U.S. Secretary of Labor Elaine L. Chao 
announced the final regulations governing overtime 
eligibility for “white-collar” workers under the Fair Labor 
Standards Act. The regulations had not been 
substantially updated for over 50 years, creating 
confusion for workers and employers, generating 
wasteful class action litigation, and failing to effectively 
protect workers’ pay rights. 

“Today, workers win. The department’s new rules 
guarantee and strengthen overtime rights for more 
American workers than ever before,” said Secretary 
Chao. 

“When workers know their rights and employers know 
how to pay workers, everybody wins,” added Chao. “With 
the ‘FairPay’ rule, we are restoring overtime to what it 
was intended to be: fair pay for workers, instead of a 
lawsuit lottery. And we will use these new clear 
standards to vigorously enforce the overtime laws on 
behalf of workers—building on this Administration’s 
strong record of pro-worker wage and hour 
enforcement.” 

The new rules expand the number of workers eligible for 
overtime by nearly tripling the salary threshold. Under the 
50-year-old regulations, only workers earning less than 
$8,060 annually were guaranteed overtime. Under the 
new rules, workers earning $23,660 or less are 
guaranteed overtime. This strengthens overtime 
protection for 6.7 million low-wage salaried workers, 
including 1.3 million salaried white collar workers who 
were not entitled to overtime pay under the existing 
regulations. These workers will gain up to $375 million in 
additional earnings every year. 

To provide even stronger overtime protection for 
workers, the FairPay rules add new sections that clearly 
state that “blue-collar” workers, police officers, fire 
fighters, paramedics, emergency medical technicians, 
and licensed practical nurses are entitled to overtime 
protection. 

The department’s new FairPay rule will take effect in 120 
days. It will be published in the Federal Register and a 
text version is available online at 
http://www.dol.gov/fairpay. For further information about 
the Fair Labor Standards Act, visit the Department’s 
Wage and Hour Division web page at http://www.dol.gov. 

��������������������������������������������������� �������������������������������������  

PRESIDENT’S MESSAGE, FROM PAGE 2 -------------------------- 
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At the PTC/MW luncheon on May 12th, Dr. Wanda 
Campbell , Edison Electric Institute, will talk about the 
revised SIOP Principles.  

At the PTC/MW breakfast workshop on June 9th, Dr. 
Elaine Pulakos  and Dr. Christelle LaPolice , Personnel 
Decisions Research Institute, will present on “Designing 
and Implementing Pay for Performance Systems in the 
Public and Private Sector.” 

On Wednesday, December 8, Dr. Ellen Kollar , 
President of PTC/MW, will give the annual PTC/MW 
President’s Address. 

 
 

 

If you have any news about PTC/MW members, please 
let us know.  

The Member News section is the perfect forum to 
announce job changes or promotions, member 
presentations and publications, degrees earned, 
interesting projects recently completed, etc. 

Send news to the Newsletter Editor for inclusion in the 
“Member News” section of this newsletter. 
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MARCH WORKSHOP, FROM PAGE 3 ------------------------------- 
Dr. Driggers then proceeded to discuss the applied 
issues encountered when implementing the prescreen as 
an element of an integrated, automated selection 
system. These issues included the evolution from a 
simple cut score model to a matrix model for both the 
biodata results and the onsite selection system. The 
resulting matrix model allows for candidates not only to 
receive pass/fail indicators for the job being applied for, 
but also to be scored against other Tier/Job Family 
combinations to allow for in-process re-tracking, leading 
to further reductions in recruiting costs. 

Finally, Dr. Driggers discussed approaches used by the 
company to make effective use of the selection system 
data in decision making. These included the use of 
"rolling composites" and the application of expectancy 
tables in the consensus meeting instrument.   

Dr. Robert Driggers is a Senior Selection Consultant in 
the Selection and Performance Management group at 
Capital One in Richmond, VA.  He received his Ph.D. 
from the University of Southern Mississippi.  Dr. Driggers 
specializes in developing, validating and implementing 
automated and web-based integrated selection systems. 

��������������������������������������������������� �������������������������������������  

 

Special Offer for PTC/MW Members! 
 

SAVINGS OF $12 
 

As a reward to all of our members who attend the 
luncheons regularly, PTC/MW is offering discount tickets 
good for three luncheons at a total cost of $45. These 
advance tickets can be used for any of the regular 
PTC/MW luncheons through December 2004. The 
tickets are transferable to another PTC/MW member, but 
only one of your tickets may be redeemed at each 
luncheon. 
 
Tickets can be purchased at the luncheons. You also 
can purchase tickets directly from the PTC/MW 
Treasurer, Ted Hayes, at (202) 715-3154. 
 
 
 
 
 
 
 
 
 
 
 

 

 

 
 
 

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/MW. 

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

 

 

 

Michelle Marks, a professor in the School of 
Management at George Mason University, is looking for 
full-time workers in their jobs less than 3 years to 
participate in a study.   

Participation involves only an anonymous web-based 
survey that takes 15 minutes to complete. The survey 
asks questions on experiences and beliefs about 
negotiating for jobs. 

To participate, complete the survey at: 

http://www.surveymonkey.com/s.asp?u=65794420962 

If you would like a summary of the overall research 
findings, e-mail Michelle Marks (mmarks@gmu.edu). 
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Principal Scientist.  Brainbench, an online assessment 
solutions company based in Northern Virginia, is seeking 
a Principal Scientist.  Under administrative supervision of 
the CEO, the Principal Scientist provides guidance in the 
development, administration, and use of Brainbench's 
products and services.  

Major Duties:  (1) Develops technical standards and 
works with content team to ensure technical quality and 
content efficacy.  (2) Supports the Product Marketing 
organization in setting and evaluating system and 
content development/enhancement priorities.  (3) 
Supports marketing activities, accompanying sales staff 
on customer meetings and assisting with needs 
development, solutions, and proposals.  (4) Provides 
training and technical assistance to Brainbench staff.  (5) 
Conceptualizes and develops new ideas to better 
address customer needs.  (6) Oversees and/or 
participates in delivery of various consulting activities and 
research studies for clients, including test development 
and maintenance, validation studies, needs assessment, 
job analysis, survey design, data analysis, job-role 
development, and statistical consultation. 

Key Abilities:  (1) Can communicate effectively in multiple 
settings and represent ideas and complicated technical 
subjects to non-technical audiences.  (2) Knowledge of 
I/O psychology, with specialization in job analysis and 
employee selection, including knowledge of different test 
types, individual assessment, professional standards, 
and potential legal issues in testing. (3) Results Focus. 
(4) Team Player. (5) Flexibility.       

Minimum Qualifications:  (1) Ph.D. in I/O psychology or 
closely related field.  (2) 4+ years of experience in the 
development, administration, and use of employee 
selection procedures and assessment devices in the 
workplace.  (3) Member of APA and SIOP. 

Contact Mike Russiello at (703) 437-5110 or 
mike@brainbench.com. Brainbench, 14901 Bogle Drive, 
Chantilly, VA  20151.  

�  

Consultant.   The Pittman McLenagan Group, L.C., a 
human resources consulting firm located in Bethesda, 
MD, is currently accepting applications for Consultant.  
This position requires working individually and as part of 
a team on projects that are, for the most part, focused at 
selection and promotion system development, validation, 
and administration.     

Essential requirements:  Master’s degree or Ph.D. in I/O 
psychology (or a related field) OR comparable technical 
training.  Experience conducting job analyses; 

developing or assisting in the development of 
assessment tools; and planning and conducting data 
analysis using statistical analysis software (e.g., SPSS or 
SAS).  Demonstrated strong written and oral 
communication skills.  Proven track record developing 
and maintaining client relationships.  Desire to learn and 
be challenged and enjoy working as part of a team.  
Proficient in using PC-based word processing, e-mail 
and spreadsheet software.  Ability and willingness to 
work in a fast-paced environment under tight deadlines, 
and to work extended hours and weekends as needed. 

Desirable requirements:  Experience using PC-based 
database and presentation software; developing test 
specifications; and administering tests. 

The position may require obtaining a government 
security clearance.  Interested candidates should submit 
their résumé and a cover letter to: Mike McLenagan, The 
Pittman McLenagan Group, L.C., 6626 A Wilson Lane, 
Bethesda, MD 20817, or MikeM@pmglc.com. 

�  

Assessors.  The Examination Division of the Personnel 
Board of Jefferson County (www.pbjcal.org/) is 
conducting a number of large-scale civil service test 
administrations and is recruiting individuals to serve as 
assessors in the evaluation process.  The assessment 
process can serve as a valuable applied learning 
experience for graduate students, since assessors will 
receive training in candidate selection processes, 
sources of bias and how to prevent them, and 
specifically, behavioral observation assessment 
techniques.  The Personnel Board is now recruiting for 
several assessments.  Contact Mary Stowe Mareno at 
205-327-3701 or marenom@pbjcal.org. 

All assessment processes will take place at the Sheraton 
Hotel (www.starwood.com/sheraton/search/ 
hotel_detail.html?propertyID=115&EM=aa_Overture_she
raton_birmingham_hotel) in downtown Birmingham, 
Alabama (www.bcvb.org/; (http://www.onb.org; 
http://www.urbanham.com).  Details of the arrangements 
will be outlined once participants are identified.  
Accounting Series Test Assessments:  Sun, May 2 - Fri, 
May 7, 2004; Clerical Series Test Assessments:  Sun, 
June 6 - Fri, June 11, 2004; Public Works Series Test 
Assessments: Sun, June 12 - Fri, June 18, 2004.  All 
assessors must complete an assessor interest and 
qualification form (www.pbjcal.org/AssessorForm.php).  
For further information regarding the assessment, please 
refer to the FAQs (www.pbjcal.org/ AssessorFAQ.php).  

��������������������������������������������������� �������� CONTINUED ON PAGE 8 
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JOB ANNOUNCEMENTS, FROM PAGE 7 ---------------------------- 

Mathematical Statistician Positions.   The Postal 
Service is seeking two (2) Mathematical Statisticians to 
work in the Revenue and Cost Systems organization at 
our headquarters in Washington, D.C. Successful 
applicants will work on an interdisciplinary team of 
statisticians, economists and analysts. Duties will include 
coordinating and conducting complex studies and 
projects to design, implement and improve statistical 
information systems. Successful applicants will be 
responsible for applying specialized mathematical and 
statistical methodologies to ensure the effective and 
efficient design and operation of the information systems. 
 (EAS 25, Salary Range $59,719 - $93,834) 

Applicants must be knowledgeable in: mathematical 
statistics, including sampling techniques and measures 
of precision; applied statistical methods; large scale 
survey sample design; operating systems and 
languages, particularly SAS; application of appropriate 
probability methods to design surveys, sampling plans, 
estimation measures of reliability and precision; and 
analysis of statistical estimates and the control of 
measurement errors and other non-sampling errors 
associated with data collection and data processing.   

More information on the two positions can be found at 
the following links: http://www.usps.com/employment/ 
documents/04066.htm. 

Non-postal applicants are encouraged to use a résumé 
format when following the application instructions 
described at the web site.  

�  

Data Analyst/Programmer.   Caliber Associates, Inc. is 
seeking a Data Analyst/Programmer. The Data 
Analyst/Programmer will play a Technical Lead role in 
the collection and analysis of data for large-scale 
automated report generation projects. Responsibilities 
will include developing analysis and reporting tools, 
analyzing quantitative and qualitative data, and producing 
reports suitable for multiple audiences. The Data Analyst 
Programmer will also act as liaison between research 
staff and the Information Technology Group. 

Master's Degree with 3 or more years experience 
required, including extensive experience with data 
analysis, data handling, and computer programming.  
Experience using Visual Basic for Applications (VBA) for 
OLE (Object Linking and Embedding) Automation 
strongly preferred. The successful applicant should have 
statistical experience as well as experience with SPSS 
and strong database design skills.  Experience using the 
SPSS Scripting facility is preferred.  The Data Analyst 
must be able to apply a variety of data collection and 
analysis methods and have experience using theory-
based approaches to evaluation and research. Strong 
methodological, communication, conceptual, and 

organizational skills, together with the ability to work in a 
team environment, are required 

Compensation is competitively matched to qualifications 
with excellent benefits. If interested, please forward a 
cover letter and résumé to:  Caliber Associates, Attn: 
HR-Data Analyst/Programmer, 10530 Rosehaven Street, 
Suite 400, Fairfax, VA 22030.  E-mail: 
careers@caliber.com.  Fax: 703 218-6930.  Website: 
www.calib.com.  Caliber Associates, the measure of 
excellence.  EOE 

�  

Internship Position.   Human Performance Systems, 
Inc. is currently accepting applications for an internship 
position.  This position includes working on projects that 
involve job analysis, test development and validation for 
selection and promotion, survey design, test 
administration, and ergonomic evaluation.  Qualified 
candidates for the internship position should be 
advanced Master’s Degree or Ph.D. students in I/O 
psychological and should possess strong interpersonal 
abilities, desire to learn new skills, proficiency in research 
and statistical methods. 

Send résumé to Human Performance Systems, Inc., 
Atten: HR 5000 Sunnyside Ave., Suite 203, Beltsville, 
MD 20705 or e-mail to hpsnhayles@erols.com. 

��������������������������������������������������� �������������������������������������  

 

 
 
PTC/MW publishes job announcements in its newsletter 
and now on its website  at no cost for positions in the 
Washington, D.C., metropolitan area that are related to 
testing and Industrial/Organizational Psychology. 

To publish a job announcement in the newsletter and 
online, send the announcement (200 words or less) to: 

Lia Meyer, PTC/MW Newsletter Editor 
The Pittman McLenagan Group, L.C. 

6626-A Wilson Lane, Bethesda, MD 20817 
E-mail: LiaM@PMGLC.com 

Phone: (301) 320-9500 
Fax: (301) 320-9525 

The deadline for announcements is the second 
Wednesday of each month. 
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by Lance W. Seberhagen, Seberhagen & Associates, se be@erols.com  

  
May 7 HR Leadership Forum.  Business Meeting + Expert Panel.  “Pros and Cons of Using e-Learning for Leadership Development.”  

Arlington, VA.  Contact: Martha Heisel, 703-532-9473 or www.hrleadershipforum.org. 
  
MAY 12 PTC/MW.  LUNCHEON MEETING.  Dr. Wanda Campbe ll, Edison Electric Institute, Washington, DC.  “Th e Revised SIOP 

Principles.”  Pier 7 Restaurant, Washington, DC.  C ontact: Receptionist, Caliber Associates, 703-385-3 200 or www.ptcmw.org.  
  
May 13-15 University of North Carolina.  Conference.  “Factor Analysis at 100: Historical Developments and Future Directions.”  Chapel Hill, NC.  

Contact: Patrick Curran, UNC, 919-962-5235 or www.fa100.info. 
  
May 18-21 Organization Development Institute.  Annual Conference.  “What is New in Organization Development and Human Resource 

Development?"  Chicago, IL.  Contact: ODI, 440-729-7419 or DonWCole@aol.com. 
  
May 21-27 American Society for Training and Development.  Annual Conference.  Washington, DC.  Contact:  ASTD, 703-683-8100 or astd.org. 
  
May 27-30 American Psychological Society.  Annual Convention.  Chicago, IL.  Contact: APS, 202-783-2077 or www.psychologicalscience.org. 
  
Jun 7-11 University of Colorado.  Seminar.  “Faculty Development in International Human Resource Management.  Denver, CO.  Contact:  Dr. 

Manuel Serapio, Jr., UCD, 303-556-4738 or mserapio@carbon.cudenver.edu. 
  
JUN 9 PTC/MW.  SPECIAL EVENT!  BREAKFAST WORKSHOP ( 8:00 am – 11:30 am).  Dr. Elaine Pulakos and Dr. Ch ristelle LaPolice, 

Personnel Decisions Research Institute, Arlington, VA.  “Designing and Implementing Pay for Performanc e Systems in the 
Public and Private Sector.”  Pier 7 Restaurant, Was hington, DC.  Contact: Receptionist, Caliber Associ ates, 703-385-3200 or 
www.ptcmw.org.  

  
Jun 14-17 American Psychological Association.  Advanced Training Institute.  “Meta-Analytic Procedures.”  Riverside, CA.  Contact: APA Science 

Directorate, 202-336-6000 or www.apa.org/science.  
  
Jun 20-23 IPMA Assessment Council.  Annual Conference.  Seattle, WA.  Contact: IPMA-HR, 703-549-7100 or www.ipmaac.org. 
  
Jun 24-25 SEAK, Inc.  Annual National Expert Witness Conference.  Hyannis, MA.  Contact:  SEAK, 508-457-1111 or www.seak.com. 
  
Jun 27-30 Society for Human Resource Management.  Annual Conference.  New Orleans, LA.  Contact:  SHRM, 703-548-3440 or www.shrm.org. 
  
JUL 14 PTC/MW.  LUNCHEON MEETING.  Speaker to be an nounced.  Pier 7 Restaurant, Washington, DC.  Conta ct: Receptionist, 

Caliber Associates, 703-385-3200 or www.ptcmw.org.  
  
Jul 28-Aug 1 American Psychological Association.  .  Annual Convention.  Honolulu, Hawaii.  Contact: APA, 202-336-6020 or www.apa.org. 
  
Aug 1-3 American Psychological Association.  Advanced Training Institute.  “Structural Equation Modeling in Longitudinal Research.”  

Honolulu, HI.  Contact: APA Science Directorate, 202-336-6000 or www.apa.org/science. 
  
Aug 6-11 Academy of Management.  Annual Meeting.  New Orleans, LA.  Contact:  AOM, 914-923-2607 or www.aomonline.org. 
  
Aug 8-12 American Statistical Association.  Annual Convention.  Toronto, Canada.  Contact: ASA, 703-684-1221 or www.amstat.org. 
  
AUG 11 PTC/MW.  LUNCHEON MEETING.  Speaker to be an nounced.  Pier 7 Restaurant, Washington, DC.  Conta ct: Receptionist, 

Caliber Associates, 703-385-3200 or www.ptcmw.org.  
  
SEP 8 PTC/MW.  LUNCHEON MEETING.  Speaker to be ann ounced.  Pier 7 Restaurant, Washington, DC.  Contac t: Receptionist, 

Caliber Associates, 703-385-3200 or www.ptcmw.org.  
  
Sep 20-24 Human Factors and Ergonomics Society.  Annual Meeting.  New Orleans, LA.  Contact: HFES, 310-394-1811 or http://hfes.org. 
  
Sep 27-29 University of North Texas, Center for Collaborative Organizations.  Annual Conference.  Fort Worth, TX.  Contact: Kathy Belcher, 

University of North Texas, Center for Collaborative Organizations, 940-565-2177 or www.workteams.unt.edu. 
  
Oct 3-6 Organization Development Network.  Annual Conference.  San Juan, PR.  Contact:  ODN, 973-763-7337 or www.odnetwork.org. 
  
Oct 5-8 Development Dimensions International.  International Congress on Assessment Center Methods.  Las Vegas, NV.  Contact: Cathy 

Nelson, DDI, 412-257-3952 or www.assessmentcenters.org. 
  

Future SIOP:   Los Angeles, 2005.  Dallas, 2006.  New York, 2007.  San Francisco, 2008. 
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PTC/MW Elected Officers, 2004 

Office  Name Affiliation Work Phone E-Mail 
President Ellen Kollar, Ph.D. U.S. Dept of Veterans Affairs (202) 273-9748 ellen.kollar@mail.va.gov 
Past President Lance Anderson, Ph.D. Caliber Associates (703) 219-4448 anderson@calib.com 
President-Elect Julia McElreath, Ph.D. U.S. Dept of Homeland Security (202) 305-0596 julia.mcelreath@dhs.gov 
Vice President Jennifer Fisher, Ph.D. BearingPoint (703) 253-6834 jenniferfisher@bearingpoint.net 
Secretary David Hamill, M.S. U.S. Dept of Homeland Security (202) 305-1746 david.hamill@dhs.gov 
Treasurer Ted Hayes, Ph.D. The Gallup Organization (202) 715-3154 ted_hayes@gallup.com 
Recorder Martha Hennen, Ph.D. United States Postal Service (202) 268-6831 mehennen@juno.com 
 

PTC/MW Committee Chairs, 2004 
Committee Name Affiliation Work Phone E-Mail 
Nom/Elections Lance Anderson, Ph.D. Caliber Associates (703) 219-4448 anderson@calib.com 
Membership Tim McGonigle, Ph.D. Caliber Associates (703) 279-6298 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 Matthew Dreyer, M.A. Aon Consulting (703) 208-6807 matthew_j_dreyer@aoncons.com 
Calendar Lance Seberhagen, Ph.D. Seberhagen & Associates (703) 790-0796 sebe@erols.com 

Copyright �  2004, 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 June newsletter is Wednesday, M ay 12, 2004. 
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