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Preface

In 1997, we edited the book Applied Measurement Methods in Industrial
Psychology. The purposes of that book were to: (a) describe the process of job
analysis and test development in a hands-on way that practitioners can under-
stand; (b) provide background about the reliability, validity, and subgroup differ-
ences of measures used to predict job performance; and (c) describe various
methods for measuring job performance (e.g., ratings and work samples).

The original book received several positive reviews from academics and practi-
tioners. Malcolm Ree, formerly of Armstrong Laboratories and currently at Our
Lady of the Lakes University, reviewed the book in Personnel Psychology (Winter,
1998) and stated, ‘When asked to review this book, I did so because of the
promise held in the title and the editors. That promise has been fulfilled....
Applied Measurement Methods in Industrial Psychology has much to recommend
it to its intended audience ... it is a useful volume with concise information and
belongs in your library’ (pp. 1048-1050).

Walter Borman, Personnel Decisions Research Institute, stated:

A distinguishing feature of the book is a ‘how-to’ emphasis that should espe-
cially help students and early practitioners to work through applied prob-
lems, develop predictor and criterion instruments, conduct validation
analyses, and the like. So often, new I/O PhDs have few knowledges or skills
necessary to practice I/O psychology in the real world. This book should
greatly help them make this transition. (1997, personal communication)

Richard Klimoski, George Mason University, wrote:

It deals with key (but troublesome) issues in applied measurement that are
encountered by those interested in promoting effective performance in
work organizations: The successful identification of the individual differ-
ence constructs of interest and the translation of that knowledge into defen-
sible predictor and criterion measures. There are very few up-to-date
sources with this useful focus ... the manner in which the material is
presented ... is excellent. It is neither too general to be useful nor does it
get bogged down in minutia.... It is a very fine contribution indeed. (1997,
personal communication)

Carol Meyers, Arizona Public Service Company, wrote in a Personnel Testing
Council, Arizona newsletter:
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The features of the book that make it so useful are: 1) well-written in fairly
‘low-tech’ lingo, 2) very well organized material that is easy to follow, 3) use
of one job (electrician) as an example throughout the book, 4) written with
a view to the beginning practitioner or human resource professional—a real
‘how to’ and applications approach, 5) excellent information tables, and 6)
good summaries at the end of each chapter. (1997, p. 2)

The goal of the new book is to update the 1997 Applied Measurement volume. A
great deal of research has been conducted since 1997 on several of the topics
described in the earlier book (e.g., interviews, situational judgment tests, compe-
tency models). The purposes of the updated book remain the same: that is, to pro-
vide a single well-organized sourcebook for fundamental practices in industrial
psychology and human resources management.

BOOK CHAPTERS AND AUTHORS

Like its predecessor, this book takes an applied or how-to approach to instrument
development. Each chapter begins with an overview describing the job analysis or
measurement method. Following this overview, the authors describe the psycho-
metric characteristics (e.g., reliability, validity, subgroup differences) of each mea-
surement method. Each chapter concludes with a general how-to discussion that
spells out how each measurement method could be applied to any given job. As an
organizing theme and for purposes of illustration, the output of each technique is
provided for the job of electrician. Examples throughout the book pertain to the
electrician’s job so that readers can understand how job analysis data can be used
to develop the broad array of measurement instruments discussed in the book.

As one can see from the list of authors, we have called on some of the most
prominent researchers in the field to write chapters, including: Norm Peterson
and Dick Jeanneret on deductive methods of job analysis; Malcolm Ree and Tom
Carretta on cognitive ability; Allen Huffcutt on interviews; Mike Mumford on back-
ground data; Mike McDaniel on situational judgment tests; Elaine Pulakos on rat-
ings; Fritz Drasgow and Scott Oppler on validation techniques; and Jim Sharf and
Lisa Borden on methods for increasing the defensibility of systems in court. Most
of these individuals are Fellows of the Society for Industrial and Organizational
Psychology (SIOP) and two of them are SIOP past presidents. These authors,
based on their own expertise and research, have written chapters that update the
literature. For several of the chapters, we have called on other professionals with
extensive practical experience to provide the updates. Not all of these individuals
are academics, but they have a great deal of applied experience and many have
presented their methods and the results of their research at SIOP

DIFFERENCES BETWEEN THE NEW VOLUME AND THE FORMER BOOK

We have added three chapters, one on training and experience measures (chap. 6),
one on assessment centers (chap. 10), and one on methods for increasing the



PREFACE Xix

defensibility of selection systems in court (chap. 14). Training and experience
measures are among the most commonly used predictors, and it seemed fitting to
include this approach in the new volume. Concerning assessment centers, we use
a different exemplar job (supervisor or foreperson) to provide illustrative exam-
ples of the measures. The chapter on how to prepare for legal challenges is an
important addition, given the increased scrutiny that selection systems are receiv-
ing, particularly in regard to issues of content validity.

We have expanded the chapter on validation strategies to include an introduc-
tion to item response theory (IRT) and a discussion of ways in which IRT can be
used to refine various instruments. The chapter on measuring complex skills was
deleted because it overlaps with the cognitive ability chapter and because it
describes highly specialized research that is unlikely to have broad applicability.
We also changed the authorship of some chapters to include individuals who have
conducted more recent research in the field.

Other than these few changes, organization of chapters in the new book par-
allels that of the former volume. We start with chapters on job analysis that pro-
vide the foundation for the subsequent predictor and criterion development
chapters.

RELATIONSHIP OF THIS BOOK TO OTHERS IN I/O PSYCHOLOGY

This book should be used in concert with other volumes on related topics. This
book should not be viewed as ‘the’ book on testing and selection. Therefore, we
do not address issues such as banding, individual assessment, and ethical issues.
It is not intended to be the only 1/O book the students ever read. There are other
books (as there are courses) that thoroughly deal with psychometric and legal
issues and we do not discuss those topics at great length in the new volume.

It is our contention, as alluded to by Walter Borman earlier, that too many PhDs
leave graduate school having never written a task statement, developed questions
for an interview, or developed anchors for a rating scale. It seemed useful to have
a single how-to book that describes the process (i.e., starting with a job analysis
that leads to the development of useful measures designed to predict and
measure job performance). We also believe that such a book would be useful for
practitioners.
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CHAPTER ONE

Contexts for Developing Applied
Measurement Instruments

George R. Wheaton
American Institutes for Research (retired)

Deborah L. Whetzel
United States Postal Service

OVERVIEW

The primary purpose of this edited volume is to provide students and entry-level
practitioners with practical, systematic guidance on how to develop and evaluate
the kinds of measurement instruments frequently used in the management of
human resources. The authors, therefore, take a decidedly applied or how-to
approach to instrument development and evaluation. Their prescriptions are log-
ically organized and follow the process one would actually undertake to deter-
mine the constructs to measure, the measurement techniques to use, and the
reliability, validity, fairness, and legal defensibility of the resulting assessments.
Accordingly, the volume contains five major sections: conducting job analyses,
developing a test plan, developing measures to predict job performance, devel-
oping measures of job performance per se, and conducting studies to assess the
quality and defensibility of the measurement program.

The context in which we discuss the development of applied measurement
methods is the world of work. Thus, we want to assess the characteristics of job
applicants to determine who would most likely excel on the job, both in the near
term and in the longer run. Similarly, we periodically would want to assess
employee accomplishments, as well as their strengths and weaknesses in perfor-
mance, both as a basis for compensation and as a diagnostic tool for choosing

1
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appropriate developmental courses of action. Measurement also might be used to
assist in the planning of career trajectories, to support promotion decisions, and
to design and evaluate training programs. Measurement of this latter type could
be used not only to characterize how much employees have learned from expo-
sure to selected training programs, but also to evaluate the programs themselves
(e.g., by determining what facets of job performance are best trained using par-
ticular training methods).

The current text updates and expands the content of an earlier volume pre-
pared by the same editors and many of the same authors (Whetzel & Wheaton,
1997). The updated material and associated references document progress in
research on many of the book’s topics. Although certainly not the last word, the
book does reflect the state of the art in development and application of the meth-
ods described in each of its chapters, through the end of 2005.

The original text was expanded to include chapters on measurement of train-
ing and experience, assessment center methods, and legal issues and guidance.
Other material was elaborated (e.g., an introduction to the models and uses of
item response theory within the chapter on evaluation). The most difficult deci-
sion was what to exclude. For example, although reference is made to the Big 5
personality constructs as potential predictors of performance, we elected not to
include a chapter on personality. Several personality measures already exist; there-
fore, discussion of how to create new ones did not seem warranted. Moreover,
validity data from recent meta-analyses do not support their use as predictors of
job performance (Hurtz & Donovan, 2000), and personality measures are highly
susceptible to faking in applicant situations (Rosse, Stecher, Miller, & Levin, 1998;
Stark, Chernyshenko, Chan, Lee, & Drasgow, 2001).

There is a second context, in addition to the world of work, in which to
describe development, use, and evaluation of measurement techniques in sup-
port of human resources management. Applied measurement occurs within a
systems context that systematically proceeds from an analysis phase, to planning
the measurement approach, to development of predictor and criterion measures,
to evaluation of the entire program. We cannot emphasize strongly enough the
importance of conducting each phase of this process in meticulous fashion, and
of documenting, in great detail, each and every step along the way. This is one of
the important messages of the last chapter, “Developing Legally Defensible
Content Valid Selection Procedures.” Given the context of the age in which we
live, many would argue that this last chapter be read first.

CONDUCTING JOB ANALYSES

Job analysis is the necessary foundation of applied measurement for the purpose
of managing human resources. For example, job analysis is essential when inter-
est lies in predicting performance on the job. When developing a test or test
battery for the purpose of selecting employees from a pool of job candidates, the
first step is to conduct a job analysis that identifies the most critical aspects of
the job. The next step is to identify the knowledge, skills, and abilities needed to
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perform the critical job operations successfully. Once the knowledge, skills, and
abilities have been identified, tests that measure those attributes can be selected
or developed. Thus, the development of selection instruments depends on the
results of job analysis. One of the methods most commonly used to parse a job
into its critical tasks and to identify important worker characteristics is the job-task
analysis method.

Job analysis also is used as the basis for developing performance appraisal
instruments. For research purposes, measures of job performance often serve as
the criteria against which selection measures are validated. For the purpose of
assessing job performance operationally, job analysis can provide an empirical
basis for determining the characteristics of an entire appraisal system. For exam-
ple, job analysis can be used to identify the best source of information for the
appraisal of different components of job performance (e.g., peers may be the best
source for some components, whereas supervisors may be best for others). job
analysis might also provide information on the extent to which performance on
different components of the job is constrained by factors beyond the control of
individual workers (e.g., shortages in materials or personnel). One of the best job
analysis methods one can use for determining the content of performance
appraisals is the critical incident technique.

The results of job analysis are often used to support human engineering and
usability testing studies (Dumas & Redish, 1993). The goal of both types of studies
is to design machines and systems that can be easily and effectively used by humans.
Job analysis can be used to detect problems with machines (e.g., critical incidents
are often collected to document that a control mechanism or display has been
poorly designed or inappropriately placed within a work station). Job, and espe-
cially task, analysis can also be used to describe the operations involved in using a
system component (e.g., whether the task, subtask, or task element requires track-
ing, searching, monitoring, or decision making) and in determining the impact that
design will have on system operation. Again, the job-task inventory and critical inci-
dent methods often are useful precursors to these kinds of applications.

The results of job analysis are also used for job evaluation. Job evaluation is the
process by which wage rates are differentially applied to jobs. The analyst con-
ducting the job evaluation takes a number of factors in account (e.g., duties and
tasks performed, required knowledge and skills, the work environment and con-
ditions), weights those factors, and places each job at some point along a contin-
uum. The analyst then uses job analysis results to describe the continuum in terms
of a series of classes, usually corresponding to wage categories. There are several
well-known deductive job analysis methods that can be used for this purpose.
Finally, the results of job analysis are often used to support curriculum design and
development. The fundamental step in designing a training program is to conduct
a needs analysis that specifies a set of objectives for training. These objectives may
include the provision of particular knowledge, the development of specific skills,
or the formation of selected attitudes. Needs analysis consists of three separate
components: organizational analysis, job and task analysis, and person or worker
analysis. In this book we describe job and task analysis methods that can be used
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to determine instructional objectives related to particular job activities or operations.
When conducting analyses to support training design and development, the ques-
tion being asked is, “What skills, knowledge, and attitudes may be necessary for
successful performance of the job duties being considered?”

Within this broad context of work and job performance, the fundamental
building block of any measurement program designed to assess the strengths and
weaknesses of personnel is a job analysis. Job analysis consists of a systematic set
of procedures for determining what workers actually do on the job and for describ-
ing which aspects of worker knowledge, skill, ability, and other characteristics
(KSAOs) contribute to job performance. In this book we consider four different
job analysis methods.

In chapter 2, we describe deductive methods of job analysis in which jobs are
analyzed to determine which variables (from standard sets of variables) apply to
them. The methods are deductive in the sense that the analyst starts with a pre-
defined taxonomy to describe job requirements. Several deductive job analysis
schemes are available such as functional job analysis (Fine & Wiley, 1971), the
Position Analysis Questionnaire (McPhail, Jeanneret, McCormick, & Mecham,
1991), and the Occupational Information Network (O'NET), the latest and most
comprehensive of the deductive job analysis methods (Boese, Lewis, Frugoli, &
Litwin, 2001). These and other deductive job analysis schemes primarily differ in
terms of the standard set of descriptive variables they incorporate. In chapter 2,
we discuss the circumstances under which deductive job analysis is most useful,
describe several popular deductive job analysis methods that preceded the O'NET,
and discuss how the database underlying the O'NET can be used to streamline
deductive methods of job analysis.

In chapter 3, we describe inductive methods of job analysis in which the ana-
lyst begins by gathering detailed information about the job in terms of what work-
ers do and what they need to know to perform the work. This information is then
organized into categories and the analyst induces a higher order structure. In
chapter 3, we describe the job-task analysis method in which several procedures
(e.g., review of existing documentation, observations, interviews, surveys) are
used to obtain information about jobs. We also describe how to assemble typical
job analysis surveys, including how to define duty areas, how to write task state-
ments, and how to describe knowledge, skills, abilities, and other characteristics.
Finally, in chapter 3, we describe the critical incident technique (Flanagan, 1954),
which is another inductive method having great value in uncovering important
dimensions of job performance. We include guidance on how to conduct incident
writing workshops and how to analyze the incidents to identify underlying dimen-
sions of performance that can be used to construct behaviorally based rating
scales, and situational judgment tests, among many other applications.

DEVELOPING A MEASUREMENT PLAN

Though quite brief, consisting of but a single chapter, this section serves as a
bridge between guidance on how to conduct various types of job analysis and
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guidance on how to apply the results of those analyses to develop various kinds
of measurement instruments. The measurement plan is a formal way of helping
practitioners identify tests and other assessment tools that best satisfy the three
objectives of a personnel assessment system: to maximize validity, to minimize
adverse impact, and to enhance the efficiency of the measurement approach.

In chapter 4, we describe how to develop a measurement plan in the context
of developing an employee selection system. The measurement plan serves as a
blueprint that specifies what personnel characteristics are to be measured—as
determined from job analysis—and how the targeted characteristics may best be
measured to satisfy the three criteria just mentioned. Although we focus on activ-
ities in the context of employee selection, similar methods could be used for
designing training. For example, a well-conceived training plan would specify the
training objectives in behavioral terms and then indicate which training methods
to use to achieve each objective most effectively and efficiently.

DEVELOPING MEASURES TO PREDICT JOB PERFORMANCE

When selecting employees for jobs or training programs, it is important to use
predictors that are based on the requirements of the job and are valid for pre-
dicting performance on the job. Predictors can include cognitive ability tests, mea-
sures of training and experience, interviews, background data items, situational
inventories, and assessment centers. Each of these possibilities is discussed in sub-
sequent chapters along with practical advice on how to develop and implement
each type of measure.

Human resource planning—for example, managing growth, downsizing, and
reassignment—requires the development of predictors of job performance. To the
extent that jobs are changing (e.g., jobs become more technically challenging, job
requirements are redefined as a result of corporate mergers and acquisitions), the
constructs that predict performance on those jobs will also change. In all of these
circumstances, new predictors will be required to help determine which individ-
uals to hire, which to retain, or which to reassign to different departments.
Similarly, different kinds of selection measures can be used for career develop-
ment purposes, determining which employees are most likely to thrive in partic-
ular assignments and which are likely to benefit most from specific training
programs.

In this section, we describe six different methods that can be used to measure
potential predictor constructs identified during a job analysis. In chapter 5, we
discuss the nature of cognitive ability and offer definitions of this pervasive con-
struct domain (e.g., Ree & Carretta, 1996, 1998). We also explore important issues
surrounding the use of measures of cognitive ability as predictors of job perfor-
mance, including test fairness and subgroup differences. In the how-to portion of
this chapter we describe how to select an appropriate test and how to develop
one should the need arise. The latter guidance includes procedures for develop-
ing test specifications, creating items, conducting sensitivity reviews, trying out
items, and analyzing item data.
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In chapter 6, we discuss the development and use of measures of training and
experience. Although these measures have been used for many years to support a
variety of personnel actions, their theoretical underpinnings have lagged behind.
Recent advances in theory-based measurement (e.g., Quinones, Ford, & Teachout,
1995; Tesluk & Jacobs, 1998) are likely to improve the predictive quality of these
measures, especially those that assess amounts and quality of experience rather
than providing an amorphous holistic judgment. After reviewing the psychomet-
ric properties of training and experience measures, including discussion of sub-
group differences and response distortion, we provide practical guidance in the
development of alternative measures. These include task-based questionnaires,
KSA-based questionnaires, and accomplishment records. We also describe meth-
ods for encouraging truthful responses to the questionnaires.

In chapter 7, we discuss employment interviews. In the first part of the chapter
we describe what is meant by a structured interview and then consider different
levels of structure and different interview formats. Following this introduction, we
present research on the psychometric properties of the employment interview,
including reliability and validity (Conway, Jako, & Goodman, 1995; McDaniel,
Whetzel, Schmidt, & Mauer, 1994; Wiesner & Cronshaw, 1988), subgroup differ-
ences (Huffcut & Roth, 1998; Moscoso, 2000), and the incremental validity pro-
vided by interviews beyond cognitive ability (Pulakos & Schmitt, 1995; Salgado &
Moscoso, 2002). In the second part of this chapter we offer guidance on how to
use critical incidents to generate interview questions and response alternatives for
two types of structured interviews: situational interviews and behavior description
interviews.

We begin chapter 8 with a discussion of issues affecting the use of background
data questions in personnel selection (Mount, Witt, & Barrick, 2000; Mumford &
Owens, 1987; Owens, 1976). These issues include item relevance, faking, and
item content. We then discuss the theory underlying use of background or biodata
items—that past behavior is predictive of future behavior—and explore the exten-
sive research on the psychometric properties of these predictors. In later sections
of this chapter, we describe methods for generating several different types of back-
ground items, for assembling questionnaires, and for scaling and validating
responses.

In chapter 9, we discuss the use and development of situational judgment tests
as a form of low-fidelity job simulation. We describe what is meant by a situational
judgment test, discuss what such tests measure, and review their structure and
format, including video-based tests. We summarize research on the psychometric
characteristics of low-fidelity simulations (e.g., McDaniel, Hartman, & Grubb,
2003) and provide guidance on building situational judgment tests. This advice
includes methods for creating item stems and response options that describe
potential actions that might be taken in response to a particular situation.

In chapter 10, we explore the use of assessment center methodologies to eval-
uate an applicant’s strengths and weaknesses and to predict the applicant’s poten-
tial to succeed in a given position. The high-fidelity simulations comprising
assessment centers are an effective means of evaluating complex job performance
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including that, for example, of supervisors and managerial personnel. We begin by
considering several different types of exercises that might be included in an
assessment center. We then review psychometric research on validity and reliabil-
ity, as well as subgroup differences. In the second half of the chapter, we present
detailed guidance on how to develop assessment center exercises and rating
scales. Part of this guidance consists of steps in the selection and training of asses-
sors who will either play roles in selected exercises or be required to evaluate
applicant performance during or shortly after each exercise. We outline five train-
ing modules intended to promote high levels of assessment quality.

DEVELOPING MEASURES OF JOB PERFORMANCE

One of the most common reasons for developing measures of job performance is
to satisfy an organization’s need to determine how well its employees are per-
forming on the job. Operational performance appraisal systems are used to sup-
port a variety of personnel decisions, such as salary increases and promotions.
When jobs are redesigned or the job requirements change, companies may have
to determine which employees to retain or reassign. Measures of past perfor-
mance can be useful when reaching such decisions. Operational performance
appraisal systems also are used as feedback mechanisms, enabling employers to
explain developmental needs to their employees.

Another purpose for developing measures of job performance is to support
research efforts intended to establish the validity of selection instruments or to
assess the effectiveness of training. Measures of job performance, whether based
on rating scales, job knowledge tests, work sample tests, or combinations of these
three, provide criteria against which to validate the kinds of predictor instruments
discussed in earlier chapters. Measures of job performance can be used to evalu-
ate training. Evaluators often use paper-and-pencil measures of job knowledge to
evaluate the degree to which learning has occurred. Work sample measures are
used to indicate the extent of skill acquisition and the retention of that skill over
time. Rating scale data can inform evaluators about further needs for improve-
ment of performance that can be achieved through training.

Although we have categorized various measurement instruments as predictors
in one section and as performance measures in another, several instruments can
be used for either purpose. This certainly is true of rating scales, job knowledge
tests, work sample tests, and situational judgment tests. The use of various mea-
surement approaches and instruments depends on the purpose of the measure-
ment, as indicated by the study design and as specified in the measurement plan
documentation.

In chapter 11, we discuss issues surrounding the development of an effective
performance management system, including performance planning, ongoing
feedback, and performance evaluation. Having set the broad context within which
performance evaluation occurs, we then offer guidance on how to develop effec-
tive evaluation tools. Chief among these tools are rating scales, which when used
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to measure job performance describe typical performance, or what an employee
will do, day to day. Such rating scales often serve as criterion measures against
which to validate predictor instruments. We describe methods for developing rat-
ing scales that make use of critical incident data. Guidance is given on developing
behaviorally anchored rating scales (Smith & Kendall, 1963), behavioral summary
scales (Borman, 1979), behavior observation scales (Latham & Wexley, 1981), and
mixed standard rating scales (Blanz & Ghiselli, 1972). We end the chapter by sug-
gesting ways to improve the quality of performance ratings, especially through
rater training, and by offering advice on how to implement effective performance
management systems within organizations.

In chapter 12, we describe the development of measures of maximal perfor-
mance. These measures focus on what an employee can do under relatively ideal
testing conditions. We describe applications of job performance tests as well as
their limitations, and review the psychometric characteristics of such tests. We
describe procedures for sampling the job performance domain and offer sampling
strategies for selecting tests. Testing techniques include both hands-on tests and
the use of performance-based test items in job knowledge test development. We
also offer advice on a number of scoring issues attendant to work sample testing,
including product versus process scoring, the scorability and observability of
tasks, pass-fail scoring versus ratings of performance, and the not inconsequential
matter of testing logistics.

ASSESSING THE QUALITY AND LEGAL
DEFENSIBILITY OF A TESTING PROGRAM

In the final section of this book, we seek closure on the topics of conducting job
analyses, developing a measurement plan, developing predictor measures, and
developing measures of job performance for use as criteria. In this final section,
we determine the quality of the selection program by considering each of its con-
stituent parts as well as the outcomes it produces.

Consistent with the slant on personnel selection that runs throughout, in
chapter 13 we describe the validation of selection instruments. In this chapter we
discuss definitions of validity, raise issues that need to be addressed when devel-
oping a validation research plan, and offer advice on how to collect and analyze
data. In this latter connection we also discuss the notion of test bias and how to
access it. To provide how-to guidance, we use simple sets of data to demonstrate
how analysis of validity data proceeds. Topics include computation of basic
descriptive statistics, standard scores, and correlation coefficients, and the use of
regression analysis to assess predictive bias. We describe how to assess item char-
acteristics using both classical techniques and procedures based on item response
theory (IRT). These topics are presented in a manner intended to acquaint the
reader with some of the concepts involved in validation research. Throughout, we
provide references to more thorough and advanced treatments. Last, but not least,
we end the chapter with advice on how to document the validation research
design and its results.
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In chapter 14, we raise the topic of litigation and discuss steps that should be
taken to develop legally defensible, content valid selection procedures. We begin
with an introduction to litigation, including definitions of some of the core con-
cepts. Next, we discuss issues involved in screening applicants on the basis of min-
imum qualifications and recruiting potential employees via the Internet. Finally,
we describe steps that test developers should take prior to developing and evalu-
ating selection programs. In this regard, it is essential that anyone contemplating
development of selection procedures for any purpose first become familiar with
the Uniform Guidelines on Employee Selection Procedures (1978). Adherence to
these guidelines will help ensure that subsequent legal challenges are avoided or
successfully countered.

ADOPTING A COMMON THEME

The advice and guidance offered in this book are based on the experiences of a
large number of applied research psychologists who have developed applied mea-
surement methods in many different contexts for many different purposes, pri-
marily but not exclusively related to the world of work. Within the context of the
workplace, these practitioners have developed measures of many different kinds
of predictor constructs related to performance on many different kinds of jobs,
ranging from anesthesiologists to salespersons, from insurance agents to infantry.
The challenge, therefore, has been to adopt, insofar as possible, 2 common con-
text within which to provide advice and offer guidance.

Toward that end, we have chosen the job of electrician as a running example
throughout this volume so that the reader may better understand how measures
are developed for a single job and how the various parts of the measurement
process interrelate. The example is based on a large-scale project in which selec-
tion instruments were developed and validated for use in selecting candidates for
a nationally based electrician apprenticeship program (Williams, Peterson, & Bell,
1994). As components of that project the researchers: (a) conducted inductive job
analyses that used the job-task inventory method to identify the tasks performed
by electricians and the KSAOs related to task performance, and the critical inci-
dent technique to gather incidents and specify important dimensions underlying
electrician performance; (b) developed predictor instruments, including mea-
sures of cognitive ability such as reading comprehension, spatial ability, and
noncognitive measures such as biodata items; and (c) developed crite