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Subject Index
A
Abilities: competencies composed of, 

209; vs. skills, 7. See also Cognitive 
ability; Knowledge, skills, 
and abilities (KSAs); Physical 
ability

Absenteeism, prediction of, 93
Absolute quality or value, 746
Academic achievement tests, 141
Academic psychology vs. personality 

psychology, 104
Acceleration pools, 487, 498
Acceptance of assessments, 404–405, 

414, 415
Access to data, consideration of, 291, 

588, 619
Accomplishment Record, 119–120, 

128–130, 131
Accountabilities, establishing, in 

succession management, 468, 471, 
490–491

Achievement, 21, 330, 761
Achievement motivation, measures of, 

98–99
Achievement tests, academic, 141
Adams v. Chicago, 660–661, 

669n58
Adapting tests to computer. 

See Computer-adaptive tests 
(CATs)

Adaptive skills, generating 
information about, 113–114

Adaptive test administration, 634
Adjustment, as a measure, 92, 93
Administering tests. See Test 

administration

Administrative and clerical job 
assessment: and applicant pools, 
282–283; aspects of, 280–300; 
case study involving, 280–281; 
choosing assessment approaches 
for, issues to consider in, 
288–300; conclusion on, 319–320; 
instruments for, deciding on, 
289–294; and job analysis, 283–285, 
286–288, 289, 290, 293; overview 
of, 279; and prediction of training 
performance, 67; summary of, 
300–301; value of, 281–288

Adverse impact: and cognitive ability 
tests, 12, 13, 15, 254, 257, 408, 458, 
459, 764–767; comparing, among 
tool categories, 414; and construct 
validation, 701; and converting job 
analysis results, 726; current legal 
landscape involving, 654–656; and 
cutoff scores, 261; determining, 
453, 666n13; employment decisions 
resulting in, reducing, 263; 
ethical considerations involving, 
716–717; guidelines for, 648–649; 
investigating any evidence of, 750; 
and meta-analysis, 693, 695; and 
multimedia capabilities, 50; and 
organizational change assessment, 
570, 574; and personality tests, 15, 
458; and physical testing, 182, 
185–186, 188, 449; professional 
practice driven by attempt to 
reduce, 458–459; proof of, 
establishing, 652–653; and public 
safety testing, 442, 449, 453–454, 
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455–456; reducing, techniques 
for, 454, 455–456; and supervisory 
assessment, 386–387; and technical 
job assessment, 253, 254, 256, 
257–259. See also Discrimination; 
Legal environment; Litigation

Aerobic capacity: defi ned, 170; 
examples of testing, and validity, 
176; and gender, 187; passing 
score determination for, 182–183; 
as a physical ability, 169, 171, 172; 
testing, described, 173, 175, 
182, 190

Affi rmative action, consideration 
of, 74

African Americans. See Blacks
Age: litigation related to, 244n5, 

533–534; and passing scores, 184; 
and physical testing, 185, 188, 
189–190, 449; and supervisory 
assessment, 386

Age Discrimination in Employment 
Act of 1967 (ADEA), 189, 196, 534, 
647–648, 652, 653–654

Aggression, measures of, 98–99
Agreeableness: and comparative 

validity, 91, 92, 93; defi ned, 14; 
defi ning, with low and high 
standing, 85; facets of, 16; and 
integrity tests, 17; and sales 
position assessment, 327; 
splitting dimension of, 762; 
validity estimates for, 299, 300

Alabama State Board of Education, 
Groves v., 667–668n38, 668n42

Albermarle Paper Co. v. Moody, 660, 
667n22, 668n48,56

Alert test, 659
Allen v. Chicago, 660, 668n54
Alternate forms, need for, 

considering, 293
Alternative personality measurement 

methods, 98–100
Alternative selection procedures 

(ASPs), 456–457, 460–461, 
717–718

Alternative validation strategies, 
684–701

Ambition, as a measure, 93
American College of Sports 

Medicine, 187
American Educational Research 

Association (AERA), 37, 40, 42, 56, 
57, 75–76, 78, 178, 179, 192, 418, 
434, 445, 461, 648

American Life Project, 51, 59
American Management 

Association, 644
American Psychological Association 

(APA), 37, 40, 42, 56, 57, 75, 76, 
77, 78, 178, 192, 418, 434, 445, 461, 
616, 617, 648, 649–650

Americans with Disabilities Act 
of 1990 (ADA), 175, 186, 187, 
188, 190, 196, 203, 450, 461, 647, 
648, 652

Anaerobic power: defi ned, 170; 
examples of testing, and validity, 
176; and gender, 184, 187; as a 
physical ability, 169

Analysis level, 142
Anchored rating scales, creating and 

using, 168, 169, 294, 511, 515, 517, 
553, 554–555, 565

Anderson v. Westinghouse Savannah 
River Co., 657

Andrews v. State of Ohio, 190, 192
Angoff, use of, 658
Annual Review of Psychology (Sackett 

and Lievens), 425
AOL, Inc., Davidson v., 666n7
Aon Consulting, 781, 786, 787, 

792, 793
Applicant pools: and administrative 

and clerical assessment, 282–283; 
internal v. external, for supervisory 
promotion, 386; and professional 
and technical job assessment, 
305–306, 314, 317; reducing, 
online screening tools for, 
621; supervisory assessments 
for, 383
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Applicant Profi le Industrial Suite, 
786–787

Applicant Profi le Matrix, 781
Applicant Profi le Professional 

Sales, 787
Applicant results, categories of, 

quadrants representing, 713, 
714, 715

Applicant tracking systems (ATSs), 
621, 625, 637

Application level, 142
Apprenticeship programs, use of, for 

technical jobs, 248–249
Apprenticeship training performance, 

prediction of, 67
APTMetrics, 795
Arithmetic reasoning ability, 68
Armed Services Vocational Aptitude 

Battery (ASVAB), 34, 47
Army Research Institute, 257
Artistic interest, 20
Ashcroft, Delgado v., 668n38
Asia, Internet usage in, 611, 612
Asians: bias against, example of, 751; 

and cognitive ability, 69; stereotype 
of, 591; and technical job 
assessment, 257

Assertive advocacy, 128, 129
Assessing Talent Series, 792
Assessment centers: advances in 

technology for, 623, 629–630, 631; 
and adverse impact, 456, 460; 
and assessing potential, 519; and 
competency modeling, 201; cost of, 
as an issue, 390; for executive and 
managerial assessment, 405–406; 
focus of, depending on purpose, 
397–398; and leadership success 
profi les, 473; for public safety 
assessment, 440, 451–452; for sales 
position assessment, 355; strengths 
and weaknesses of, and dimensions 
measured, 379; and succession 
management, 484; for supervisory 
assessment, 384; training staff for, 
419; validity of, 91

Assessment content, determining: 
approaches to, 4–22; fl aws in, 713; 
implications of, for assessment in 
organizations, 22–24; issues with, 
770–771; overview of, 3–4; in test 
construction, 32

Assessment goals, remembering, 
100–101, 104–105

Assessment methods and tools. See 
specifi c assessment methods and tools

Assessment objectives, understanding, 
importance of, 580–581

Assessment of Individual Motivation 
(AIM), 47–49

Assessment procedure development, 
562

Assessment programs, strategically 
evaluating. See Strategic evaluation

Assessment publishers. See 
Commercial vendors/publishers

Assessment specialists, use of, 
740, 754

Assessment teams, described, 541
Assessor training, 270, 360–361, 419, 

565, 741
Assesta, 630, 631
Association of Mexican-American 

Educators v. California, 668n55
ASVAB (Armed Services Vocational 

Aptitude Battery), 34, 47
AT&T, 201, 240, 243
Atomistic scientifi c management 

procedures, 200
Attitudes, 32, 391
Auditing security systems, 635
Auditing selection decisions, 542, 

571, 574
Authentic leadership theory, 373, 374
Authoria, 213
Automated Sciences Group, 47, 57
Automated scoring schemes, 156–158
Avatar-based simulations, 612, 

632–633
Average performers, differentiating 

high performers from, in 
competency modeling, 211
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B
Bachelor’s degree requirement, issue 

of, 302, 303–304, 311, 312
Background assessment. See Biodata 

and background assessment
Background checks, 450
Back-translation, 592–593
Balance of values and results, 

described, 479
Balancing standardization with local 

needs, 597–599
Banding, use of, 73, 443, 456, 

568, 659
Barometer of effectiveness, having a, 

for assessment programs, 732
Baseline assessments, conducting, 369
Basic physical ability tests, 173–175, 

176–177, 185, 191
Bass Multifactor Leadership 

Questionnaire, 409
Bates v. UPS, 666n7
Behavior samples, 511, 517, 519. 

See also Business case samples; 
Simulations; Work sample tests

Behavioral competency assessment, 
commercial tools for, examples of, 
list including, 781–794

Behavioral consistency methods, 
314, 411. See also Accomplishment 
Record

Behavioral evaluation standards, 
example of, 554–555

Behavioral Sciences Research 
Press, 791

Behavioral tendency instructions, 
151, 152

Behavioral-based leadership 
theories, 372

Behaviorally anchored rating scales 
(BARS), 169, 294, 511, 515, 517, 
553, 554–555, 565

Behavior-based interview, 130–131, 
293–294, 424

Behaviorism, 104
Belgium, strong sub-group cultures 

in, 591

Belk v. Southwestern Bell Telephone 
Company, 190, 193

Benchmarks, use of, 348
Bennett Mechanical Comprehension 

Test, 781
Bew v. City of Chicago, 655, 667n34, 

668n43
Bias: culture or gender, investigating, 

750–751; general positive, 749–750; 
internal assessor, 528; interview, 
452; item, detecting, 149; positive, 
in mixed-use applications, 412; 
predictive, 764; rater, 244n5, 566; 
response, 94–95, 592

Big Five, the. See Five Factor Model 
(Big Five)

Bilingualism, benefi t of, 432
Biodata and background assessment: 

commercial tools for, examples 
of, list including, 781–794; 
conclusion on, 137; defi nitions for, 
110–111; evaluation of, questions 
for, 136–137; and executive and 
managerial assessment, 402, 407, 
410; and generating job-relevant 
items, methods of, 113–115; and 
global assessment, 597; item 
generation methods for, 112–121; 
for large applicant pools, 383; link 
between skills assessment and, 8; 
as a more detailed approach, 7–8; 
overview of, 109; and prediction, 
114–115; and public safety testing, 
448; for sales position assessment, 
330–331, 342, 350–352, 353, 354; 
scale development methods for, 
121–134; strengths and weaknesses 
of, and dimensions measured, 379; 
and technical job assessment, 252, 
256, 256–257; and unproctored 
testing, 333; usefulness of, validity 
generalization and other factors 
affecting, 134–137; and validity, 91, 
111–112, 111–112, 123, 351; view of, 
by labor organizations, 265

Biodata, defi ning, 109, 110
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Biodata measures, defi ning, 110–111
BioData Powered by Pan, 787
Biomechanical analysis, 172, 183
Biondo v. Chicago, 659
Blacks: and cognitive ability, 11–12, 

69, 70, 71, 72, 161, 253, 446; 
litigation involving, 655, 658–659, 
667–668n38; and physical testing, 
185; and technical job assessment, 
257

Board of Education of City School 
District of the City of New York, 
Gulino v., 668n50

Brand equity, 222
Broad sampling, artifi cially, reliability 

and, 39
Brown v. Nucor Corp., 667n28
Bureau of Labor Statistics, 323, 364
Burnout, predictors of, 22
Buros Institute for Mental 

Measurements, 780, 781
Business case samples, 522–523, 560, 

563, 568. See also Simulations
Business challenges, focusing on, 

432–433
Business Reasoning Test, 792
Business strategy: aligning succession 

management with, 468; as an 
assessment driver, 400, 413; 
competency modeling linked to, 
215–219

Business-unit-specifi c competencies: 
defi ned, 214; mixing, with other 
competencies, 215

Buy vs. build decision, 27, 28–32, 290, 
291–293, 315

Buy-in, facilitating, 301, 398, 405, 
747–748

C
CACI, Inc., 47, 57
Calibration: as a key driver, 574; rater, 

565–566
Calibration meetings, 517
California, Association of Mexican-

American Educators v., 668n55

California Psychological Inventory 
(CPI), 83, 89, 101, 781–782

Caliper First Step, 787
Caliper Predictor, 782
Caliper Profi le, 782
Call centers, 392
Candidate Physical Agility Test, 787
Candidate pools, identifying, and 

staffi ng decisions for, 550, 552. 
See also Applicant pools

Career achievement profi les, 403, 
407, 411, 423–424

Career assessment, 51
Career Assessment and Diagnostic 

Instrument (CADI), 274–275
Career Battery Series, 788
Career dimensions: assessing, 510, 

511, 514, 516, 519–520, 523; 
described, 505, 506, 507; as 
specifi c, 508

Career guidance, using personality 
assessments for, 87–88

Career motivation anchored scale, 
517, 518

Career Profi le+ (CP+), 342–343, 344, 
345, 788

Case-by-case analysis, 655, 656
CAT-ASVAB, 47
Catch-22 situation, 662
Cause-and-effect relationships, 

mapping, 738, 739
Cautiousness, 761
CenSeo, 794
Centralization, 598
CEO succession management, 474
Certifi cation tests, 141
Champions, use of, 747
Change efforts, organizational, 

competency modeling and, 
219–221. See also Organizational 
change assessment

Change models, 220–221
Cheating, 31, 52, 53–54, 440, 589
Checks and balances, system of, 

389–390
Chicago, Adams v., 660–661, 669n58
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Chicago, Allen v., 660, 668n54
Chicago, Biondo v., 659
China, labor market in, 585
Choice in data protection, 588, 619
CIA Fact Book, 51, 58
Citizenship issues, 586, 587
City of Alabaster, Alabama and John 

Cochran, Varden v., 188, 196
City of Chicago, Bew v., 655, 667n34, 

668n43
City of Erie, Pennsylvania, United 

States v., 180, 188–189, 196
City of Garland, Texas, United States 

v., 448, 457, 462, 668n50
City of Jackson, Smith v., 666n9, 

667n27
City of Memphis, Isabel v., 658–659, 

666n16, 668n48
City of Memphis, Johnson V., 661, 

669n59
City of New York, United States v., 

656, 667n33, 668n42
Civil Rights Act (1964), Title VII: 

described, 645, 647; and the fl awed 
classical selection model, 717; 
guidelines that apply to, 648; legal 
listing of, 196; litigation related 
to, 652, 653, 654, 662, 663, 664, 
669n67; and physical testing, 
188–190; and public safety 
testing, 439; and technical job 
assessment, 264

Civil Rights Act (1991), 71, 184, 188, 
196, 456, 462, 653

Civil rights legislation: emphasis of, 
405; and global assessment, 587. 
See also specifi c laws

Civil Service Board (CSB), 
459–460, 461

Civil Service Commission (CSC), 75, 
78, 196, 320, 441, 445, 462, 575, 
619, 640, 648, 673, 709, 718, 727

Civil Service Commission of City of 
New York, Guardians Association of 
New York City Police Department, 
Inc. v., 665n1

Class actions, 646, 651
Classical selection model, fl aws of the, 

711, 712–716
Classical test theory (CTT), use of, 28, 

34, 35, 37, 39, 40
Clerical aptitude, 297
Clerical job assessment. See 

Administrative and clerical job 
assessment

Closed format, benefi t of, 405
Cloud computing, 613
Cluster analysis, 700
Coaching, executive, 490
Coca Cola, 667n21
Coffey, Thornton v., 668n44
Cognition, levels of, used to 

categorize items, 142
Cognitive ability: and assessing 

potential, 513; as best predictor 
of performance, 714; commercial 
tests relying on, issue of, 723; 
inferences concerning, supporting, 
701; pencil-and-paper tests and, 50; 
personality factors related to, 14, 
15; pivotal role of, in leader success 
and failure, 484; and potential, 
503–504, 506; and sales position 
assessment, 340; using knowledge 
of, in a person-oriented approach, 
9–13. See also General cognitive 
ability

Cognitive ability assessment: 
authoring software tools for, 631; 
commercial tools for, examples 
of, list including, 781–794; and 
proctored and unproctored test 
equivalency, 51–52

Cognitive ability model, 9–10
Cognitive ability tests/measures: 

for administrative and clerical 
assessment, 289; and adverse 
impact, 458, 459, 764–767; 
correlating career assessments 
with, 274; discontinuing, issue with, 
272; for executive and managerial 
assessment, 403, 404, 406, 408; 
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extensive use of, 239; focus on, 
in the classical selection model, 
714; for large applicant pools, 383; 
and leadership success profi les, 
473; and meta-analysis, 695; and 
organizational change assessment, 
557–558; percentage of public and 
private employers using, 644; and 
potential, 510, 512; for prediction 
of job performance, 67–68, 74; for 
prediction of training performance, 
66–67; for professional and 
technical job assessment, 313; for 
public safety assessment, 445–447; 
racial and ethnic groups and, 
11–12, 13, 453, 459, 764; reliability 
of, 12; and retest periods, 269; and 
sales position assessment, 327–328, 
333, 354; selection of, content 
validity considerations in the, 73, 
74–75; strengths and weaknesses 
of, and dimensions measured, 379; 
and supervisory assessment, 387; 
and synthetic validity evidence, 
691; for technical job assessment, 
252, 253, 254, 257; and validity 
generalization, 75–77, 695; validity 
of, 10–11, 13, 112, 692; view of, by 
labor organizations, 265; and work 
samples, 161, 255

Cognitive domain, structure and 
content of the: described, 9–10; 
implications of, 10–14, 18, 22–23

Cognitive resource theory, 373
Collaboration, as a key driver, 574
Collective bargaining coverage, 

differing, 588
Collectivism, 591
Commercial tests vs. in-house tests, 

27, 28–32, 290, 291–293, 723
Commercial tools, examples of, list of, 

781–795
Commercial vendors/publishers, 62, 

290, 405, 688, 781–795
Commitment, as a determinant of 

knowledge and skills, 142

Committee on Psychological Tests and 
Assessment, 616

Common-Metric Questionnaire, 794
Communications, 417–418, 543, 

545–548, 549, 569, 601
Comparative cost-effectiveness, 

evaluating, 742–743
Comparative validity of personality, 

90–92
Compensatory scoring model, 

181–182, 186
Competencies: assessment measures 

of, types of, 473; broad classes 
of, 209, 214–215; cascading, 474; 
defi nitions of, 198, 208–209, 472; 
vs. knowledge, skills, and abilities, 
377–378, 768; and leadership 
success profi les, 474–475; and 
organizational change assessment, 
562; prematurely introducing, 
problems with, 478

Competency, defi ned, 6
Competency dictionary, 200, 214
Competency importance rating 

scale, 553
Competency modeling: and a broad 

applicability focus, 213–215; 
case study involving, 420–422; 
conclusion on, 227; defi ned, 
198–199; evaluation in, example of, 
216, 219; and a focus on individual 
differences required for success, 
208–213; historical links between 
job analysis and, 199–204; vs. job 
analysis, 6–7, 204–221, 767–770; 
as a link to strategy, 215–219; for 
organizational change assessment, 
539, 551, 553, 554–555, 556, 557; 
and organizational development 
and change efforts, 219–221; 
overview of, 197–199; strategic, 
221–227; and validity evidence, 8. 
See also Job analysis; Knowledge, 
skills, and abilities (KSAs)

Competency modeling service 
providers, 201, 226
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Competency pyramid, 209, 210
Competency-based assessment 

process, 565–568
Complexity, mastery of, described, 

479
Composite personality measures, 

16–17
Comprehension ability, 10
Comprehension level, 142
Comprehensive Examination Battery, 

788
Computer availability, issue of, 598
Computer-adaptive tests (CATs), 

31, 32, 33, 35, 47, 50, 53–54, 622, 
626–627

Computer-based testing (CBT): 
choosing, 290, 598; and 
development of performance-
based items, 153; and quality 
assessment, 31, 32, 33, 49–50; and 
quality control, 55; and scoring 
work samples, 156, 157; use of, 
described, 621–622; validity of, 
for administrative and clerical 
assessment, 295, 298–299. See also 
Technology-facilitated assessment

Computing power, shared, 613
Concurrent approach, 677–678, 679
Concurrent validity, 96, 404
Conditional offer of employment, and 

physical testing, 186, 187, 190
Conditional reasoning approach, 

98–99
Confi dentiality, 527
Confi rmatory factor analytical 

approaches, 593–594
Connectivity, 577
Conscientiousness: assessing, 

reliability and, 39, 99; and 
comparative validity, 91, 92, 93; 
defi ned, 14; defi ning, with low 
and high standing, 85; facets of, 
16; and integrity tests, 17; as a 
predictor of ethical behavior, 90; 
and sales position assessment, 330; 
and social desirability, 95; splitting 

dimension of, 762; and technical 
job assessment, 256; and validity, 
102, 299, 300, 761

Consensus, as a key driver, 574
Consensus rating process, 559, 

566, 567
Consequence of error, 306
Consideration skills, 371, 374
Console Operator Basic Requirements 

Assessment (COBRA), 153, 628
Consortium studies, use of, 352–353, 

696–699, 706
Consortiums, use of, as consultant, 

250–251
Constitutional rights, violation of, 

federal remedy against, 669n61
Constrained response format, for 

work samples, 158
Construct validity: and competency 

modeling, 224, 225; and creating an 
item pool, 34; defi ned, 34; evidence 
of, as a validation approach, 
699–701, 707; and homogeneity of 
item content, 122; and personality 
assessment, 448; reliability and, 38; 
and scale development methods, 
132; standards and guidelines 
involving, 649, 650

Construct-oriented approach, 155
Construct-targeted assessments, 

examples of, list of, 781–786
Consultants: consortiums as, 

250–251; industrial-organizational, 
contracting with, case involving, 
438–444

Consulting Psychologists Press, 781
Content validity: and cognitive 

ability tests, 446; and competency 
modeling, 224, 225; considerations 
of, in the selection of measures, 
74–75; and construct validation, 
699, 700; and creating an item 
pool, 34; defi ned, 34; evidence 
of, as a validation approach, 
680–684, 704; and executive and 
managerial assessment, 404; and 
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item generation methods, 115; 
and job simulations, 180; and 
personality testing, 448; standards 
and guidelines involving, 649, 650; 
steps undertaken to demonstrate, 
overview of, 562–563; and 
test development, 43; and test 
specifi cations, 33; of work samples, 
160–161

Context: of assessment, resistance due 
to the, considering, 591; inclusion 
of, 115, 116; role of, 757–759; 
understanding, importance of, 579

Contingency theories of leadership, 
373

Contractors, testing, challenge of, 
272–273

Contrasting group method, 125
Controlled delivery, 618
Convenient benefi ts, 51
Conventional interest, 20
Conventional tests, 32
Convergent thinking, 724
Convergent validity, 43
Coordination and agility: defi ned, 

170; examples of testing, and 
validity, 177; as a physical ability, 
169

Copying and printing test content, 
discouraging, 617

Core competencies: defi ned, 214; 
mixing, with other competencies, 
215; timeline of, 203

Core self-evaluations, higher-order 
personality dimension of, 97

Correlation coeffi cient method, use 
of, 43, 677

Correlational method, 124–125
Cost-benefi t analysis, conducting a, in 

strategic evaluation, 741
Cost-effectiveness, comparative, 

evaluating, 742–743
Costs: assessment, consideration of, 

31, 291, 411, 597, 598; of bad hiring 
decisions, 699, 703; balancing 
benefi ts and, of validation 

strategies, 703, 708; evaluating, and 
benefi ts, 740–742; of in-house tests, 
protecting investment in, 52–53; 
Internet, 611, 612; and returns 
in the business case for validity, 
675–676; of technology-facilitated 
assessments, 631, 635–636; upfront, 
tendency to focus on, 770

Counseling, use of interest and value 
assessments for, 22, 23

Counterproductive work behavior, 
prediction of, 93, 99, 761

Criterion problem, 678
Criterion suffi ciency, 678
Criterion-references passing scores, 

182–183
Criterion-related validity: of 

administrative and clerical 
assessment, 295–301; analysis 
needed for, 113; of the classical 
selection model, 712; and 
cognitive ability tests, 446, 764; 
and competency modeling, 224, 
225; and construct validation, 
699, 700, 701; evidence of, as a 
validation approach, 677–680, 
704; and executive and managerial 
assessment, 244n4, 404, 409, 
425; higher levels of, developing 
selection systems with, prospects 
for, 774; improving, 682; and item 
generation methods, 112, 115; 
of law enforcement assessment, 
659; and personality assessment, 
100, 102, 448, 759; and physical 
testing, 179, 180; and quality 
assessment, 43–45, 47–49; and scale 
development methods, 132, 133; 
and situational judgment tests, 152; 
standards and guidelines involving, 
649, 650; studies of, available 
information on, 244n7; and 
transporting validation evidence, 
685

Critical competencies, listing, 553, 
554–555
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Critical incident interviewing 
approach, 201

Critical incident technique, 118–120
Critical overlap statistics, 583
Critical Reasoning Test Battery, 782
Cronbach’s coeffi cient alpha, 38
Cross-validation: requiring, in scale 

development, 122–126, 124, 132; of 
scoring keys, 351

Crystallized and fl uid intelligences, 
63, 64

Cultural adaptation, technology-
facilitated assessment providing, 
634–635

Cultural bias, claims of, investigating, 
750–751

Cultural fi t, strong, lack of, 591. See 
also Fit, assessing

Cultural loading, 71–72
CultureFit, 782
Customer Care Ability Test, 788
Customer Service Skills, 788–789
Cutoff scores: current legal landscape 

involving, 658–659; establishing, 
259–261; issue of, 454; lowering, 
456; and rank ordering, 257–259, 
439, 443; setting high, 716

D
Data access, consideration of, 291, 

588, 619
Data, biographical, assessing. See 

Biodata and background assessment
Data collection, conditions of, 

consideration of, for validity, 45–46
Data integrity, 619
Data protection, 587–588, 618–619
Data warehousing, 588, 615
Davidson Consulting, 744
Davidson v. AOL, Inc., 666n7
Davis-Eells Games measure, 72
Declarative knowledge (DK): 

applications of, 150; aspects of, 
142–150; defi ned, 142; developing 
measures of, 143–145; and 
measurement challenges, 148–150; 

operational considerations in 
testing, 147–148; and psychometric 
properties, 148; and types of test 
items, 145–147

Deductive (rational) scale 
construction strategy, 126–131, 132

Delaware, United States v., 659
Delgado v. Ashcroft, 668n38
Delta Airlines, 238
Demonstrations: described, 403; 

pros and con of specifi c tools for, 
407; strengths and weaknesses of, 
414, 415; viability of, 771. See also 
Business case samples; Simulations; 
Work sample tests

Dependability, 327, 761
Des Moines, Smith v., 189, 190, 196
Descriptions: described, 403; pros 

and con of specifi c tools for, 407; 
strengths and weaknesses of, 
414, 415

Design teams, described, 541
DeStefano, Ricci v., 245n9, 246, 

459–461, 462, 662–665, 
669n62,63,70,72

Detective training performance, 
prediction of, 67

Development decisions, 8–9, 14, 22, 
51, 397, 414. See also Individual 
development

Development Dimensions 
International (DDI), 201, 398, 788, 
789, 792, 795

Development needs, identifying, 530
Development, organizational, and 

change efforts, competency 
modeling and, 219–221

Development plans, following 
through with, 419

Development validation model, 
430, 431

Developmental orientation, 
described, 479

Developmental sample, and scale 
development methods, 123, 124

Diagnostic purpose, determining, 397
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Dial Corp, EEOC v., 180, 188–189, 
193, 660

Dictionary of Occupational Titles (DOT; 
U.S. Department of Labor), 
113, 285

Differential item functioning (DIF), 
55–56, 149

Differential prediction, and cognitive 
ability tests, 71

Differential regression methods, 
125

Differential validity, and cognitive 
ability tests, 70–71

Disability discrimination protection. 
See Americans with Disabilities Act 
of 1990 (ADA)

Disclosure, full, 545
Disconnect, 713, 715
Discrete anchors vs. relative 

anchors, 168
Discriminant validity, 43, 691
Discrimination: avoiding, 388–389; 

charges of, illustrative case 
involving, 441–444; and global 
assessment, 587; guidelines for 
preventing, 648–649; inference of, 
648; litigation related to, 244n5, 
533–534, 650, 662–663; main 
theories of, 644–645; regulatory 
agencies and, 650–651. See also 
Legal environment; Litigation

Discrimination protections. See specifi c 
laws, regulations, and statutes

Disparate impact, 644, 645, 646, 649, 
653, 657, 659, 662–665, 674. See also 
Adverse impact

Disparate treatment, 644–645, 646, 
657, 664, 665, 674

Dispersed locations, issue of, 
331–332

Displaced employees, identifying, 
and staffi ng decisions for, 551, 552

Disposition codes, 569, 571
Distortion, of biodata measures, 135
Divergent thinking, incorporating, 

724–725

Diversity: and the cognitive ability-
adverse impact dilemma, 765; and 
supervisory assessment, 386–387

Diversity-validity dilemma, 72–74
Domain sampling theory, 680
Downsizing. See Reduction in force 

(RIF)
Drift: assessing, 149; monitoring for, 

601–602
Duke Power Co., Griggs v., 645, 646
Dysfunctional personality, interest in, 

97–98

E
Early leadership roles, assessment for. 

See Supervisory assessment
Edison Electric Institute (EEI), 

274, 275
Education: competencies composed 

of, 209; as a determinant of 
knowledge and skills, 142; 
evaluating, 306; and general 
cognitive ability, 70; as a job 
requirement, issue of, 302, 303–304, 
311, 312, 317; for technical jobs, 
248–249; variability in, issue of, 586. 
See also Biodata and background 
assessment

Educational credentials, 
interpretation of, 586

EEOC v. Dial Corp, 180, 188–189, 
193, 660

Effectiveness, having a barometer of, 
for assessment programs, 732

Effi ciency issue, 405–406, 414, 415, 
540–541, 597–599, 613–614

80 percent rule, 453, 648, 650, 654, 
655–656, 658, 659, 666n13, 
667–668n38, 667n33, 674, 675

80-20 sales rule, 339, 758
Electric utility industry, 251, 254, 255, 

263, 271, 272, 274
Electronic Data Systems Corp., 

Monette v., 666n7
Electronic Recruiter Exchange, 

625, 640
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Emotional intelligence: issue of, 11, 
13; measures of, and discriminant 
validity, 43; as a new predictor 
construct, 239; testing, strengths 
and weaknesses of, and dimensions 
measured, 381

Emotional stability. See Neuroticism 
(emotional stability)

Empirical (external) scale 
construction strategy, 122–126, 
131, 132

Employee Aptitude Survey, 783
Employee development. See Individual 

development
Employee safety, improved, 263
Employment decisions, adverse, 

reducing, 263
Employment tests: acceptable to 

management and labor, identifying, 
264–265; benefi ts of valid, 262–264; 
choosing, factors to consider in, 
251–261; defending, from 
challenges, 270–273; development 
of, relationships in, 250; 
implementing, for technical jobs, 
267–270; jobs to be covered by, 
identifying, 262; overview of, 
247–248; reducing the adverse 
impact of, 257–259; validation of, 
262–267

Enforcing data protection, 619
Engineering entry-level aid and 

technician training performance, 
prediction of, 67

Enterprising interest, 20
Entry-level police and fi refi ghter 

testing, 444–450
Environmental conditions, impact of, 

171
Equal Employment Opportunity 

Commission (EEOC), 75, 78, 
173, 179, 187, 188, 196, 277, 
305, 307, 320, 329, 445, 462, 
539, 575, 619, 640, 648, 650–651, 
655, 656, 666n19, 673, 709, 
718, 727

Equal employment opportunity 
(EEO), 203, 259, 261, 680

Equal weighting of items, 128, 181, 
454

Equilibrium: defi ned, 170; examples 
of testing, and validity, 177; as 
a physical ability, 169; testing, 
described, 175

Ergonomics, 171, 182, 183
e-Selex Biodata Predictors, 782–783
eSkill Assessment Test Battery, 789
Ethical and moral problems: 

awareness of, created by a fl awed 
model, 716–718; resolving, 
718–723. See also Adverse impact

Ethnic groups. See Racial and ethnic 
groups

Eubanks v. Pickens-Bond 
Construction Co., 667n32

Europe, Internet usage in, 611, 612
European Commission, 587
European Directive on Data 

Protection, 587, 618
European Union (EU), 618
Evaluation anxiety, managing, 

747–748
Evaluation expert, getting input from 

an, 740, 754
Evaluation, strategic. See Strategic 

evaluation
Evaluative level, 142
Evidence-based management, call for, 

responding to the, 730–731
Examinees, anticipated number of, 

consideration of, 293
Executive and managerial assessment: 

case studies involving, 420–425; 
comparing, to assessment of other 
leaders, 400–402; connecting results 
of, to organizational outcomes, 
433–434; designing and 
implementing, 413–420; for 
development, 420–422; evaluation 
of programs for, 425–431; methods 
for, 402–413; objectives of, 396–398; 
overview of, 395–396; percentage 
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of public and private employers 
using, 644; population for, 398–399; 
for selection, 422–425; supporting, 
steps for, 431–434; and value added, 
434; and the work of executives and 
managers, 399–400

Executive coaching, 490
Executive intelligence, 755
Executive Order 11246, 264, 651
Executive recruiters, 396
Executive summary, format for the, 

745, 746
Executives: assessment factors for, 

comparing, to other leaders, 
400–402; building relationships 
with, 432; described, 398–399

Experience: assessment measures 
of, types of, 473; competencies 
composed of, 209; defi ned, 472; as 
a determinant of knowledge and 
skills, 142; evaluating, 306; and 
general cognitive ability, 70; and 
knowledge, focus of management 
on, 473–474; link between skills 
assessment and assessment of, 8; 
measures of training and, validity 
of, 314–315; and sales position 
assessment, 333, 338; years of, as a 
job requirement, issue of, 302, 303, 
304–305, 311, 312, 317. See also 
Biodata and background assessment

Experience gaps, identifying, 530
Experience inventories, 473
Experimental research, 699
Expert reviews, 455
Expertise, need for, determining, 292
Experts, use of. See Industrial-

organizational (I-O) psychologists; 
Subject matter experts (SMEs)

Explicit personality components, 99
External assessment vs. internal 

assessment, 527–528
External (empirical) scale 

construction strategy, 122–126, 131, 
132

External job postings, 249

External promotion vs. internal 
promotion, 386

External testing challenges, 270–271
Extraversion: and comparative 

validity, 91, 92, 93; defi ned, 14; 
defi ning, with low and high 
standing, 85; facets of, 16; and 
sales position assessment, 330, 340; 
splitting dimension of, 762; and 
trait-performance relationships, 
760; validity estimates for, 299, 300

Eysenck Personality Inventory, 89

F
Face validity, 29, 173, 175, 341, 351, 

352, 353, 404, 629, 736
Facilitated consensus rating process, 

559, 566, 567
Factor analysis, use of, 43, 62, 169, 700
Fairness, 184–186, 188, 542, 686
Faking: and biodata measures, 

127, 256; and knowledge-based 
instructions, 152; and personality 
assessment, 17, 19, 23, 33, 
95–96, 256, 349, 408, 448, 759; in 
procedural knowledge and skill 
testing, 159; role of, 762–764

False negatives, 713, 714, 715
False positives, 713, 714, 715
Federal employment discrimination 

laws, 648, 666n4. See also specifi c laws
Federal government sector, 392
Federal statutory rights, violation of, 

federal remedy against, 669n61
Feedback loops, positive and negative, 

exploring, 740
Feedback surveys and evaluations, 

360-degree. See 360-degree 
feedback/evaluations

Finely grained personality measures, 
15–16

Fire departments: call to action for, 
243; litigation involving, 189, 439, 
441–444, 656, 659, 662–663

Firefi ghter assessment: illustrative 
case involving, 438–444; and 
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physical testing, 165, 178, 180, 182, 
183, 189, 449; and prediction of 
training performance, 67. See also 
Public safety assessment

Firefi ghter Selection, 790
Firefi ghter/Police Test Preparation 

Manual Test, 789
First-line supervisor assessment. See 

Supervisory assessment
Fisher exact test, 453–454
Fit, assessing, 19, 24, 55, 400, 505, 

507
Five Factor Model (Big Five): and 

adding to cognitive ability tests/
measures, 73; and administrative 
and clerical assessment, 290; and 
assessment goals, 101; combining 
dimensions of the, 103; differing 
perspectives on use of, 760, 
761–762; IAT-based measures of, 
99; moving beyond the, 96–98; 
and personality assessment, 84, 
85, 92, 93, 95; and the personality 
domain, 14–17, 18, 23; and sales 
position assessment, 327, 330; 
splitting dimensions of, 762; validity 
estimates for, 299

Flawed assessment decisions: absence 
of, establishing, basis for, 722–726; 
of the classical selection model, 
712–716; conclusion on, 727; 
ethical problems created by, 
716–718; minimizing or resolving 
issues related to, 718–723; overview 
of, 711–712

Fleishman–Job Analysis Survey, 794
Flesch-Kincaid reading level, 

443, 446
Flexibility: defi ned, 170; examples 

of testing, and validity, 177; as 
a physical ability, 169; testing, 
described, 175

Flexible global assessment, 
determining extent of, 599–600

Fluid and crystallized intelligences, 
63, 64

Focus of assessment: on business 
challenges, 432–433; determining, 
4–22, 770–771; evaluating, 428, 430

Forced-choice item development, 
33, 592

Foreign worker regulations, 587
Fort Worth Bank & Trust, Watson v., 

667n24, 668n44
Foundational dimensions: assessing, 

510, 511, 516, 520, 522; as common, 
508; described, 505, 506, 507. See 
also Cognitive ability; Personality

Four primary traits, 372
Four-fi fths rule of thumb. See 80 

percent rule
FPSI, 788, 789, 790, 792
Frazier v. Garrison Independent 

School District, 667n31
Freight industry, and physical 

testing, 191
Frequency ratings, 168
Full interviews, 560
Functional job analysis approach, 

113–115
Functional skills, 114, 507
Functionally specifi c competencies, 

214, 215
Future behavior, best predictor of, 

104, 369, 526, 537, 758
Future talent, predicting. See High-

potential talent assessment

G
g factor, defi ned, 10, 62. See also 

General cognitive ability
Gabler v. Oslo (fi ctitious case), 236, 

243n1
Gap analysis, 431
Garrison Independent School 

District, Frazier v., 667n31
Gately v. Massachusetts, 189, 193
Gender: claims of bias based on, 

investigating, 750–751; and injury 
rates, 660; litigation related to, 
244n5, 646; and mechanical testing, 
459; and passing scores, 184; 
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personality measures and, 15, 92; 
and physical testing, 182, 183–184, 
184–185, 187, 188, 189–190, 
449, 453, 459; and test scoring, 
addressing, 55, 56, 187

General Accounting Offi ce (GAO), 
649

General Aptitude Test Battery 
(GATB), 690, 783

General cognitive ability: conclusion 
on, 77–78; defi ned, 61; as a 
determinant of knowledge and 
skills, 142; dominant models 
of, 62–65; guiding practice, 
72–77; identifying importance 
of, in administrative and clerical 
assessment, 284; and knowledge-
based instructions, 152; overview 
of, 61–62; vs. specifi c ability, and 
prediction of performance, 11, 
68–69; and the structure of the 
cognitive domain, 9, 10, 12, 13, 
22–23; and validity estimates, 
295, 296, 297, 298, 299, 313–314; 
validity of, 29; and the world of 
work, 65–72. See also Cognitive 
ability; Intelligence; Knowledge, 
skills, and abilities (KSAs)

General cognitive ability factor (g), 
defi ned, 10, 62

General intelligence factor model, 62
General positive bias, 749–750
General theory of performance, 

141–142
Generic competency models, 201
Generic job analysis, 200
George Washington Social 

Intelligence Test, 161
Global assessment: and balancing 

effi ciencies with local needs, 
597–599; and the basis for score 
interpretations, 600–601; and 
cultural differences, consideration 
of, 589–592; defi ned, 577; design 
of, key challenges in, 579; and 
ensuring equivalency, 592–596; 

fi nal thoughts on, 603; fl exibility in, 
issue of, 599–600; implementation 
of, key issues in, 596–603; and job 
comparability, 582–584; and labor 
market conditions, consideration 
of, 584–586; and legal issues, 
586–589; and marketing to 
stakeholders, 601; and monitoring 
for drift, 601–602; objectives of, 
understanding, 580–581; overview 
of, 577–578; project teams for, 
determining, 581–582; and 
technology-facilitated assessment, 
626–627, 634–635; validity evidence 
needed for, 594–596; and variation 
in context, 599

Global Personality Inventory, 783
Global project teams, determining, 

581–582
Globalization, 577
Gneil, 788
Governance Focus, 396, 435
“Graduate Exam Publisher Wins Suit 

Against Web Site,” 58
Graduate Management Admissions 

Test (GMAT), 53
Great Eight Competency Model, 

7–9
Griggs v. Duke Power Co., 645, 

646
Group differences analyses, 566, 

568
Grouping, 314
Groves v. Alabama State Board of 

Education, 667–668n38, 668n42
Growth dimensions: assessing, 510, 

511, 513, 514, 520, 522–523, 
522–523; as common, 508; 
described, 506, 507

Guardians Association of New York 
City Police Department, Inc. v. Civil 
Service Commission of City of New 
York, 665n1

Gulino v. Board of Education of City 
School District of the City of 
New York, 668n50
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H
Handheld devices, 613
Harvard Business Review, 201
Hay-McBer, 201
“He Wants Subjects, Verbs, and 

Objects,” 238, 245
Health behaviors, prediction of, 93
Health entry-level aid and technician 

training performance, prediction 
of, 67

Health status, physical ability and, 166
Heterogeneous scales, 122
Hewitt Associates, 498, 531
High Impact Internal Evaluation 

(Sonnichsen), 752
High performers, differentiating 

average performers from, in 
competency modeling, 211

High-fi delity technology-based 
assessments, 623–624, 627–629

High-impact supervisory job, 
assessments for, 384

High-level leaders. See Executives
High-potential candidates: described, 

501–502; involvement of, 525; 
online screening for, 621; tracking, 
528–529

High-potential talent assessment: 
defi nitions in, 497–501; evaluating, 
528–529; and high potential 
candidates, 501–502; and 
identifying potential, key factors for, 
502–505; and the integrated model 
of potential, 505–508; and lessons 
learned, 529–531; overview of, 
495–496; percentage of 
organizations having programs 
for, 497–498; and the process 
of assessing the potential of 
individuals, 521, 522–523; and 
special issues, 521, 524–529; 
and the talent challenge in 
organizations, 496–497; 
techniques for, 508–521

High-potential talent vs. talent, 
498–499

High-stakes decisions, 3, 23, 37–38, 
40, 389, 402, 412, 556, 730

High-stakes evaluation, 754
High-stakes investment, success for 

a, maximizing the chances of, 
731–732

High-stakes promotion situations, 484
High-stakes testing, 39, 51, 135, 141, 

361, 399, 437, 448, 459
Hilson Management Inventory, 

792–793
Hiring rates, 69, 70, 73, 77, 187
Hispanics: and cognitive ability, 

11–12, 69, 71, 253; litigation 
involving, 662–663; and physical 
testing, 185; promotion rate for, 
460; and technical job assessment, 
257

“History of the AIB,” 350, 363
Hogan Assessment Systems, 783, 784, 

793
Hogan Business Reasoning 

Inventory, 793
Hogan Development Survey, 783–784
Hogan Personality Inventory (HPI), 

92, 93, 95–96, 784
Holistic interpretation, 433
Holland RIASEC model, 20, 23–24
Homogeneous scales, 121, 122
Horizontal percentage method, 125
Human resource (HR) professionals, 

selection situations facing, 
consequences of, 711–712

Human resource management 
(HRM) systems, 213, 214, 215, 224, 
609, 774

I
IBM, 201
Ideal point response scale 

development method, 132–133
Ideal-point latent variable theory, 101
Identity: defi ned, 82, 104; study of, 

104
Identity confi rmations, 617
Impact, adverse. See Adverse impact
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Impact evaluation, 428, 429, 430–431
Implicit attitude test (IAT), 99
Implicit personality components, 99
In-basket tests, 403, 451
Incremental validity, 50, 97, 99, 100, 

103, 160, 240, 486, 759, 774
Independence, as a work-related value, 

21
In-depth structured interviews, 357, 

359
India: labor market conditions in, 

585; strong sub-group cultures in, 
591

Indirect testing challenges, 272–273
Individual assessment, purpose of, 

453
Individual characteristic dimensions, 

broadly applicable, focus on, 
213–215

Individual characteristics required for 
success, focus on, 208–213

Individual complaints, 646, 651
Individual development: employment 

testing for, 274–276; in executive 
and managerial assessment, 414; 
informing, in executive assessment, 
404, 414; risk-oriented approach 
to, adopting a, 488–490; use of 
supervisory assessment for, 382, 384, 
385

Individual differences: assessing, 
issue of, addressing, 3–24; and 
competency modeling, 209; 
as determinants of knowledge 
and skills, 142; development of, 
determining, issue of, 82

Individual potential, assessing. See 
High-potential talent assessment

Individual psychological assessments, 
520–521, 522–523

Individualism, 591
Inductive (internal) scale 

construction strategy, 121–122, 131, 
132

Industrial (blue-collar) sector: and 
physical testing, 165, 168, 178, 179, 

180, 183, 191; and technical job 
assessment, 251–252

Industrial-organizational (I-O) 
consultants, contracting with, case 
involving

Industrial-organizational (I-O) 
psychologists: and avoiding 
stereotypes, 591; early, 83; false 
assumptions of, 586–587; fi ndings 
presented by, interpreting and 
evaluating, 643–644; obligations 
of, 458; obstacle to using, 426; 
selection situations facing, 
consequences of, 711–712; steps 
for, in supportive role, 431–434; 
testimony of, 460; use of, 357, 
441, 442, 443, 730; and validity 
generalization, 692

Inference and diagnosis ability, 10
Inferences: described, 402; issues 

with, 8; making, described, 
671–672; pros and con of specifi c 
tools for, 406; rigor in drawing, 
748; strengths and weaknesses of, 
414–415; viability of, 771

Information output, dimension of, 6
Information sharing, issue of, 

774–775
Information tests, 142
Informational interviews, 559
Informed consent, 525, 588
In-house test administration, 187
In-house test costs, protecting 

investment in, 52–53
In-house tests vs. commercial tests, 27, 

28–32, 290, 291–293, 723
Initial screening, 357, 358
Injuries: and gender, 660; occurrence 

of, prediction of, 178; reduction in, 
and lost time from work, 173, 
190–192; risks for, identifying, 172

Inquisitiveness, as a measure, 93
Insight Inventory Series, 789
Integrated systems, 213, 636–637, 774
Integrated technology systems, 615
Integration discussion, 480, 486
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Integrity tests, 17, 91, 403, 406, 409
Intelligence: distinct types of, belief 

in, issue with, 11, 12, 13; executive, 
755; inclusion criteria for, 32; other 
assessments of, 61; validity of, 91. See 
also Emotional intelligence; General 
cognitive ability

Interacting with others, dimension 
of, 6

Interactional model of development, 
115–117, 120

Interest, defi ned, 19
Interest measures, use of, 19–20
Interests, vocational: competencies 

composed of, 209; as a determinant 
of knowledge and skills, 142; 
implications of assessing, 23–24; 
and technical job assessment, 252; 
using knowledge of, 19–20

Internal assessment vs. external 
assessment, 527–528

Internal consistency reliability, 
38–39, 159

Internal (inductive) scale 
construction strategy, 121–122, 131, 
132

Internal job postings, 249
Internal job progression, for technical 

jobs, 249, 262
Internal promotion: vs. external 

promotion, 386; supervisory 
assessments for, 384

Internal testing challenges, 
271–272

International Association of 
Administrative Professionals, 
283, 320

International Association of Fire 
Chiefs, 787

International Association of Fire 
Fighters, 787

International Guidelines for Test 
Adaptation (International Test 
Commission), 594–595

International Guidelines on Computer-
Based and Internet-Delivered Testing 

(International Test Commission), 
617

International Test Commission (ITC), 
594, 604, 617–618, 640

Internet applicant rule and record-
keeping regulations, 619–620

Internet technology, infl uence of, 
609, 610, 611–612

Internet testing, 31, 32, 33, 50–52, 
316, 333, 357, 358, 361; guidelines 
for, 617–618; task force report 
on, 616–617. See also Technology-
facilitated assessment

Internet usage, levels of, 50–51, 598, 
601, 611

Internet-delivered computer adaptive 
test (iCAT), 626–627

Interpretability, trade-off between 
predictive power and, 18–19

“Interview creep,” 83
Interviews: as alternate method of 

assessing personality, 99–100; and 
assessing potential, 511, 513–514; 
behavior-based, 130–131, 293–294, 
424; and competency modeling, 
201; described, 83; as descriptions 
of behavior, 403; development of, 
87; for executive and managerial 
assessment, 407, 411; following 
retrospective life experience essay, 
120–121; and global assessment, 
598; to identify physical demands, 
167; and leadership success profi les, 
473; for public safety assessment, 
451–452; shortcomings of, 482, 
483–484; and validity, 91, 563. 
See also Structured interviews; 
Unstructured interviews

Investigative interest, 20
IPAT, 792
Isabel v. City of Memphis, 658–659, 

666n16, 668n48
Iscopia Software, 631–633
ISO 9000 standards, 588
Isokinetic tests, 173, 174
Isometric tests, 173–174
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Isotonic tests, 173, 174
Item bias analyses, 455
Item bias, detecting, 149
Item development, forced-choice, 

33, 592
Item exposure, issue of, 774–775
Item format: consideration of, 33; 

determining, for knowledge 
tests, 145–147; and ethnic score 
differences, 71–72

Item generation methods, for 
background assessment, 112–121

Item information curve, 40–41
Item options method, 128
Item pools: creating, 34; protecting, 

52
Item pretesting, 34–35, 36–37
Item response function (IRF), 35, 36, 

37, 55, 56
Item response theory (IRT), use 

of: and biodata and background 
assessment, 133; and declarative 
knowledge measure development, 
147, 148; to detect item bias, 149; 
for establishing equivalency, 
593–594; and personality 
assessment, 101; and quality 
assessment, 28, 30–31, 34–35, 36, 
37, 40–42, 55–56

Item types, altering, to reduce mean 
ethnic differences, 71–72

Item writing: cross-cultural, 593; 
requirements of, 116–117; training 
for, 116

Item-level analyses, 34–35, 36–37

J
Job analysis: for administrative and 

clerical assessment, 283–285, 
286–288, 289, 290, 293; and biodata 
item generation, 115–116, 118, 
119; common language for, tool 
providing a, 285; vs. competency 
modeling, 6–7, 204–221, 767–770; 
and the current legal landscape, 
657; and declarative knowledge 

measure development, 143; 
defi ned, lack of, 188; and fi refi ghter 
testing, 439, 443; functional, 
method of, 113–115; for global 
assessment, 583–584; historical links 
between competency modeling and, 
199–204; and identifying physical 
job requirements, 167, 168; locally 
conducted, 290; in organizational 
change assessment, 561, 562; 
personality-based, designing, 100; 
for professional and technical jobs, 
307–312; recommendations for, 
718–722; results of, properly 
converting the, into a selection 
process, 722–723, 723–726; starting 
with, 5; and supervisory assessment, 
375–378; and test construction, 
32; thorough, importance of, 304; 
and validity evidence, 8, 677, 681, 
686, 687–688, 691, 700. See also 
Competency modeling; Knowledge, 
skills, and abilities (KSAs)

Job analysis support, commercial 
tools for, examples of, list of, 
794–795

Job and career satisfaction, prediction 
of, 93

Job comparability and global 
assessment, 582–584

Job components, major, relative 
importance of, rating, 719, 720, 
721–722

Job component validity, 689–690
Job performance: defi ning, 

ways of, 90; individual 
differences infl uencing, 4–22; 
as multidimensional, 713, 723; 
prediction of, 67–68, 90–92, 93; 
as an ROI indicator, 390. See also 
specifi c performance measures and 
predictors

Job previews, realistic, 356, 357, 359
Job progression, internal, for 

technical jobs, 249, 262
Job psychograph methodology, 200
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Job requirements: challenged, 666n7; 
creating, for targeted positions, 
551, 553–556, 557; inferring, issues 
with, 8. See also Competencies; 
Knowledge, skills, and abilities 
(KSAs)

Job requirements, identifying and 
studying. See Job analysis

Job rotations, 490
Job sample tests. See Business case 

samples; Work sample tests
Job similarity, assessing, issues in, 

686
Job simulations. See Simulations
Job-level-specifi c competencies: 

defi ned, 214; mixing, with other 
competencies, 215

JobMetrics, 795
Job-related staffi ng model, ensuring a, 

538–539
Johnson v. City of Memphis, 661, 

669n59
Johnson v. Penske Truck Leasing Co., 

243n1, 244n5, 245
Joint Commission on Standards for 

Educational Evaluation, 737, 756
Journals, peer-reviewed, issues with, 

773
Judgment in Social Situations 

subtest, 161
Judgment standard setting, 260–261
Just-in-time online learning 

platforms, 360

K
Kenexa Manager, 793
Kerry Sleeper Commissioner VT 

State Police and VT Department of 
Public Safety, Whitney and Badgley 
v., 189, 196

Knolls Atomic Power Laboratory, 
Meacham et al v., 534, 575

Knowledge: assessment measures 
of, types of, 473; competencies 
composed of, 209; and experience, 
focus of management on, 473–474, 

483; organizational, defi ned, 472, 
473. See also Knowledge, skills, and 
abilities (KSAs)

Knowledge and skill assessment: 
commercial tools for, examples of, 
list including, 781–794; conclusion 
on, 163; and declarative knowledge, 
142–150; defi nitions for, 141–142; 
overview of, 141; and procedural 
knowledge and skill, 150–162; 
strengths and weaknesses of, and 
dimensions measured, 381. 
See also Knowledge tests; Skills 
assessment

Knowledge level, 142
Knowledge, skills, and abilities 

(KSAs): assessment methods 
measuring, 379–381; carefully 
defi ning, 30; competencies vs., 
377–378; for economists, 307, 308–
310; for jobs in diverse locations, 
583–584; making judgments about, 
challenge of, 8; for marketing 
specialists, 311–312, 315–317; for 
offi ce clerks, 285, 286–288, 289; for 
sales positions, 324, 325–326, 357; 
shedding light on, process for, 5; 
shortcut for evaluating, problem 
with, 304; specifi c, measuring, 
compared to general cognitive 
ability, 29; for supervisor jobs, 
375, 376; as talent, 498, 499; and 
validity, 677, 681, 682, 683. See also 
Competency modeling; Job 
analysis

Knowledge tests: identifying, 682; 
for professional and technical job 
assessment, 313, 315; for public 
safety assessment, 450–451. See also 
Knowledge and skill assessment

Knowledge-based instructions, 
151, 152

Kryterion’s Webassessor Test Delivery 
Options, 361, 364

Kuder-Richardson KR20 and KR21 
reliabilities, 38
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L
Labor agreement weights, 717
Labor market conditions, 

consideration of, 259, 261, 584–586
Labor organizations: addressing 

concerns of, 266; background 
on, and technical jobs, 249–250; 
and benefi ts of valid employment 
testing, 263–264; contributions 
of, 266–267; identifying tests 
acceptable to, 
264–265; infl uencing, during 
employment test implementation, 
268; role of, 247; working 
relationship between management 
and, 250, 275

Language differences, issue of, 584
Lanning v. Southeastern Pennsylvania 

Transportation Authority, 184, 188, 
195, 668n48

Large applicant pool, supervisory 
assessments for, 383

Large samples: requiring, in scale 
development, 122; use of, 351

Large-scale cheating, 53
Large-scale testing, 258
Law enforcement assessment: and 

biodata, 448; and physical testing, 
188–190, 449; and prediction 
of training performance, 67; 
simulations and, 178; and validity, 
659. See also Public safety assessment

Law enforcement departments: call to 
action for, 243; litigation involving, 
188–190, 658–659, 660–661

Lawsuits and legal issues. See Legal 
environment; Litigation

LEADeR Assessment, 793
Leader Behavior Description 

Questionnaire, 409
Leaderless group discussion, 452
Leader-member exchange theory, 373
Leaders: actions of, toward workplace 

assessment, 755; good, personality 
of, 91, 92; selection, worksheet for 
completion by, 569, 570

Leadership: links between personality 
and, 91, 92, 93; measuring, 
analysis of characteristics for, 113; 
predicting, with a combined FFM, 
103; theories of, and supervisor 
selection, 370–375

Leadership competency model, 
evaluating, example of, 216, 219

Leadership development programs, 
using personality assessments for, 88

Leadership, executive, assessment 
of. See Executive and managerial 
assessment

Leadership Inventory Plus—
Proctored, 793

Leadership participation inventory, 
373

Leadership potential: defi ning, 477; 
identifying, 468, 475–481; ratings 
of, 480

Leadership potential and readiness, 
assessing. See Succession 
management and assessment

Leadership promise, described, 479
Leadership questionnaires, 403, 

406, 409
Leadership readiness, accurately 

assessing, 468, 481–488
Leadership roles, early, assessment 

for. See Supervisory assessment
Leadership skills, and potential, 

503, 504
Leadership styles, 372
Leadership success, defi ning, 468, 

471–475
Leadership success profi le, 472, 473, 

487
Leadership training, in succession 

management, 490
Leadership-targeted assessments, 

examples of, list of, 792–794
Learning approach, as a measure, 93
Learning Resources, 788, 790, 792
Learning variables, and potential, 

503, 504, 506
Least-preferred-coworker theory, 373
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Legal defensibility, 215, 307, 405, 408, 
534, 561, 680, 691, 730, 732

Legal environment: conclusion on 
the, 665; current, and implications 
for practice, 654–665; and the 
diversity-validity dilemma, 73; 
documenting evidence to respond 
to legal challenges in the, 732; 
framework of the, involving 
discrimination cases, 644–645; and 
global assessment, 
586–589; and the legal and 
professional standards for test 
development, 648–654; and meta-
analysis, 695; and the requirements 
for validity, 673–675; statutes in 
the, 645, 647–648; using the, as a 
rationale for validation research, 
702. See also Litigation

Legal risk, managing, associated with 
meta-analysis, 693–695

Less adverse alternatives: and the 
current legal landscape, 659, 
660–661; proof of, establishing, 
652, 653–654

Level of Rigor scale, 204, 205, 
206–207, 208, 222, 227

Licensure tests, 141
Life expectancy, prediction of, 93
Life experience, assessing. See Biodata 

and background assessment
Life Insurance Marketing and 

Research Association (LIMRA), 
245n8, 342, 350, 782, 788, 790, 791

Life Insurance Sales Research 
Bureau, 350

Likeability, as a measure, 93
Line management: challenges 

from, 271–272; concerns of, 266; 
contributions of, 266–267

Linguistic analysis, inclusion of, 443
Linkage, 204, 229
Literacy tests, 644
Literature reviews, conducting, 455
Litigation: and fi refi ghter testing, 

441–444; infl uence of assessment 

evolution on, 654; involving 
downsizing and age discrimination, 
533–534; involving gender, 646; 
order of proof in, 652–654; and 
private plaintiffs, 651; and public 
safety testing, 437, 439, 459–461; 
reducing risk of, 574; and reference 
checks, 410; related to physical 
testing, 165–166, 187–190, 646; 
and validity evidence, 687, 688; 
vulnerability to, 304. See also Legal 
environment

Litigation cases. See specifi c cases
Local area networks (LANs), wireless, 

new standards for, 612
Logic model for mapping outcomes, 

738–740
Logical path method, 429–431, 433, 

434
Lominger, 201, 226
Long-term outcomes, 738, 739
Lower-level managers, assessment 

factors for, 400–402
Lying, 127, 135. See also Faking

M
Magic bullets, problematic, 303–305
Managed delivery, 618
Management: addressing concerns 

of, 266–267; challenges from, 
271–272; contributions of, 266–267; 
identifying tests acceptable to, 
264–265; infl uencing, during 
employment test implementation, 
268; working relationship between 
labor and, 250, 275

Management & Supervisory Skills 
Online, 793

Management development programs, 
using personality assessments for, 88

Management Research Institute, 794
Manager ratings, 522–523
Manager Selector, 793
Managerial and executive assessment. 

See Executive and managerial 
assessment
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Managerial grid, 372
Managerial hierarchy, consideration 

of, 400–401
Managerial-targeted assessments, 

examples of, list of, 792–794
Managers: comparing assessment 

factors, by level, 400–402; described, 
398–399; immediate, evaluations by, 
511, 514–516, 558–559

Manual materials handling capability, 
assessing, 178

Mapping outcomes, 738–740
Maslow’s theory, 81
Massachusetts, Gately v., 189, 193
Matching format, 146, 147
Mathematics tests, 143, 446, 644
Mature assessment programs, 

evaluation helping, 731–732
Mayfl ower Group, 244n8
Meacham et al v. Knolls Atomic Power 

Laboratory, 534, 575
Measuring entities: emphasis on, shift 

to, 100–101; shifting focus from, 
104–105

Mechanical ability, 10, 252, 446–447, 
453, 459

Mechanical Aptitude Test, 789–790
Medical clearance, obtaining, 187
Medium-term outcomes, 738, 739
Megadimensions, 238
Memory tests, including, 455
Men: and injury rates, 660; personality 

measures and, 92; and physical 
testing, 183, 184, 185, 187. See also 
Gender

Mental processes, dimension of, 6
Mentors, 371
Mergers and acquisitions (M&As): 

administering additional 
assessments for, 568; cascading 
staffi ng process for, 540–541; 
guiding principles, tasks, and 
decisions for, 544–545; identifying 
positions requiring staffi ng 
decisions for, 550–551, 552; sample 
newsletter for, 546–548; selection 

process for, 569, 572–573; staffi ng 
process in, principal objective of a, 
536–537; structured interviews for, 
559. See also Organizational change 
assessment

Merit determination step, 743
Merit promotions, as a less adverse 

alternative, 661
Merit selection: defi ned, 72; illusion 

of, 716, 717
Merriam-Webster, 499, 531
Meta-analysis, 29, 88–89, 90, 252, 295, 

448; evidence of, as a validation 
approach, 692–695, 700, 701, 705; 
improving, 102–103. See also Validity 
generalization (VG)

Meta-evaluation, 754–755
Midlevel managers, assessment factors 

for, 400–402
Military testing, 141, 142, 165
Military training programs, 67, 69, 

190–191
Miner Sentence Completion Scale, 

410
Minimum qualifi cations (MQs), 445, 

560–561, 563
Minimum Qualifi cations 

Questionnaire, 305
Minnesota Multiphasic Personality 

Inventory (MMPII), 97, 449–450
Minorities: claims of bias against, 

investigating, 750–751; and 
fi refi ghter job analysis, 443; hiring 
rates for, 77; and pass rate analysis, 
261; and personality scoring, 92; 
promotion of, litigation involving, 
658–659, 662–663; and supervisory 
assessment, 386–387. See also Racial 
and ethnic groups

Mixed-use applications, issue with, 
412

Mobility, 505
Monette v. Electronic Data Systems 

Corp., 666n7
Monitoring global assessment systems, 

601–602
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Moody, Albermarle Paper Co. v., 660, 
667n22, 668n48,56

Moore v. Southwestern Bell 
Telephone Co., 667n30, 668n43

Moral problems. See Ethical and 
moral problems

Motivation: defi ned, and 
determinants of, 142; measures of, 
98–99; and personality, 81–82; and 
potential, 503, 504–505, 506, 513, 
517, 518

Motivational fi t questionnaires, 403, 
406, 409, 473

Motivations: competencies composed 
of, 209; while testing, 94–95, 96, 349

Motive, discriminatory, proof of, 
644–645

Motives, Values, Preferences 
Inventory, 784

Multimedia capabilities, use of, 
incremental validity from, 49–50

Multiple assessments, using, 290, 312
Multiple hurdle scoring model, 

181–182, 186, 290, 317
Multiple intelligences, issue of, 11, 

12, 13
Multiple passing scores, using, 

183–184
Multiple regression, 186, 715
Multiple-choice format: authoring 

tools for, 612; for declarative 
knowledge tests, 145–146, 
147, 148; for executive and 
managerial assessment, 402; and 
global assessment, 589, 598–599; 
limitations of, 724; as most 
common, 723; vs. multiple-list 
format, 724, 725; for professional 
and technical job assessment, 310, 
316

Multiple-list format, benefi ts of, 
724–725

Multiple-mark format, 146, 147
Multiserver confi gurations, using, 617
Multisource ratings, 403, 405, 407, 

412, 511, 514

Multitrait/multimethod (MTMM) 
analyses, 699

Mumford and Stokes item-generation 
method, 115–117, 128

Muscular endurance: defi ned, 170; 
examples of testing, and validity, 
176; and gender, 187; as a physical 
ability, 169; testing, described, 
174–175

Muscular strength: defi ned, 170; 
examples of testing, and validity, 
176; and gender, 184, 187; as a 
physical ability, 169; and racial 
and ethnic groups, 185; testing, 
described, 173–174

Myers-Briggs Type Indicator, 83, 87

N
National Academy of Science, 

70–71
National Center for O*NET 

Development, 375, 394
National Council on Measurement in 

Education (NCME), 37, 40, 42, 56, 
57, 76, 78, 178, 192, 418, 434, 445, 
461, 648

National Institute for Occupational 
Safety and Health (NIOSH), 172

National Railroad Passenger Corp., 
Stagi v., 656, 668n39,43

Navigator training performance, 
prediction of, 67

Needs assessment: current, and at 
implementation, 737; retrospective, 
735–736

NEO Personality Inventory (NEO-PI), 
16, 762, 784

Neuroticism (emotional stability): 
and comparative validity, 91, 92, 
93; defi ned, 14; defi ning, with low 
and high standing, 85; facets of, 
16; and integrity tests, 17; and sales 
position assessment, 327; and social 
desirability, 95; splitting dimension 
of, 762; validity estimates for, 299, 
300
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New assessment programs, evaluation 
helping, 731

New York City Board of Education, 
United States v., 667n33

New York City Police Department, 448
Newsletter, sample, for mergers and 

acquisitions, 546–548
Nine-box performance-potential grid, 

480–481
Nonverbal Personality Questionnaire, 

784–785
Normative group, most appropriate, 

determining, 600
Normative model, 372
Norm-referenced passing scores, 182, 

183–184
North America, Internet usage in, 611
Notice, providing, of personal data 

use, 588, 619
Nuclear power plant operator 

training, 262
Nucor Corp., Brown v., 667n28
Numerical weight and sum, 746

O
O*NET (Occupational Information 

Network), 362, 364; described, 
285, 795; and economist KSAs, 307, 
308–310; and the Generalized Work 
Activities Taxonomy, 5–6; and offi ce 
clerk KSAs, 285, 286–288, 289; and 
sales position KSAs, 324, 325–326, 
357; and supervisor job KSAs, 375, 
376, 377; and synthetic validity 
evidence, 690; and transporting 
validity evidence, 688; and the Work 
Value Taxonomy, 21–22

Objective performance measures, 
452, 679

Objective sales criteria, 336, 337, 339
Objectives of assessment, 

understanding, importance of, 
580–581

Observer rating forms, 84, 87
Observer ratings, validity of, 99
Obsolescence, minimizing, 149

Occupational Information Network. 
See O*NET (Occupational 
Information Network)

Occupational Personality 
Questionnaire, 785

Offi ce of Federal Contract 
Compliance Programs (OFCCP), 
277, 619, 650, 651

Offi ce Skills Software Test Battery, 790
Offi ce Success Skills, 790
Ohio State Leadership Studies, 371
Ongoing management, in supervisor 

assessment process, 388–390
Online job applications, use of, 

613, 621
Online learning, 360
Online proctoring, 634
Online testing. See Internet testing
Onward transfer of personal data, 619
Open access, 617, 626
Open-ended format, 146–147, 

158, 403
Openness to Experience: and 

comparative validity, 91, 92, 93; 
defi ned, 14; defi ning, with low and 
high standing, 85; facets of, 16; 
and sales position assessment, 327; 
splitting dimension of, 762; validity 
estimates for, 299, 300

Operational data vs. research data, 
consideration of, for validity, 45–46

Operational models for assessment, 
27–28, 29, 49–56

Operational ratings, 452
Opt-out provision, 588, 618
Oracle-PeopleSoft, 213
Oral boards, use of, 451–452
Order, 761
Organizational change assessment: 

administering additional 
assessments for, 568; and building 
the staffi ng model road map, 
535–564; combining assessment 
scores for, 568; communication 
plan for, developing and 
implementing a, 543, 545–548, 549, 
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569; competency-based process for, 
565–568; conclusion on, 574–575; 
conducting, and making selection 
decisions, 565–574; and creating job 
requirements for targeted positions, 
551, 553–556, 557; developing 
and validating tools for, 556–564; 
establishing guiding principles, 
policies, and tools for, 536–543, 
544–545; identifying the positions 
requiring staffi ng decisions for, 548, 
550–551, 552; overview of, 533–535

Organizational charts, creating, 548, 
550, 552

Organizational development and 
change efforts, competency 
modeling and, 219–221

Organizational initiatives, adapting 
the staffi ng model to, 537–538

Organizational knowledge: assessment 
measures of, types of, 473; defi ned, 
472, 473

Organizational psychologists. See 
Industrial-organizational (I-O) 
psychologists

Orientation step, 479–480
Oslo, Gabler v. (fi ctitious case), 236, 

243n1
Outcomes categorization, 738
Outcomes data, baseline, 

retrospective, looking for, 736
Outcomes evaluation, 428, 429, 430, 

433–434, 737–740, 743, 744
Outcomes mapping, 738–740
Outcomes prediction: emphasis on, 

shift from, 100–101; improving, 
better theory for, 101–103; range 
of, 92, 93; and return on investment 
for validation research, 702; shifting 
focus to, 104–105

Outsourcing, 585

P
Pacing data, use of, 183
Paper-and-pencil tests: adverse impact 

of, reducing, 387–388; choosing, 

290, 598; converting, to electronic 
formats, 633; format for, improving, 
724–725; limitations of, 49, 50; 
and quality control, 55; validity 
of, for administrative and clerical 
assessment, 295, 298–299

PAQ Services, 795
Participant communication, 417–418
Participative leadership theories, 

372
Pass rate analysis, 261
Pass ratio, litigation related to, 654, 

655, 667n30, 668n42,43
Passing score determination, in 

physical testing, 182–184, 188–189
Past behavior, as a predictor, 104, 369, 

519, 758
Past behavior, assessing. See Biodata 

and background assessment
Past performance, record of. See 

Performance track record
Path goal theory of leadership, 372
Pearson, 781, 785, 786
Pearson product moment 

correlation, 583
Peer-reviewed literature, issues 

with, 773
Penske Truck Leasing Co., Johnson v., 

243n1, 244n5, 245
People orientation, 371
People pyramid, 209, 210
Perceptual speed, 252, 296–297, 

297, 298
Performance: and competencies, 

210, 211; defi ning, importance of, 
723; defi nition of, and assessment 
measures of, 477; general theory 
of, 141–142; vs. potential, 526–
527. See also Job performance; 
Task performance; Training 
performance

Performance appraisal ratings, 452
Performance appraisals, 120–121, 

519, 557
Performance assessments. See specifi c 

type of assessment
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Performance, cognitive. See Cognitive 
ability

Performance evaluations, 381, 384
Performance management systems, 

637
Performance measures, using, to 

assess potential, 511, 519–520
Performance, physical. See Physical 

ability
Performance predictors. See 

Predictors
Performance Skills Index, 790
Performance tests: clerical, 297; 

procedural knowledge and skill, 
150, 152. See also Work sample tests

Performance track record, 501, 503, 
505, 517, 522–523, 526–527, 559

Performance-potential grid, 480–481
Persistence, prediction of, 99
Personal attributes: assessment 

measures of, types of, 473; defi ned, 
472; as a neglected area in 
succession assessment, 484

Personality: and behavioral tendency 
instructions, 152; defi ning, 82–83; 
as a determinant of knowledge 
and skills, 142; implicit and 
explicit components of, 99; 
inclusion criteria for, 32; inferences 
concerning, supporting, 701; 
pivotal role of, in leader success and 
failure, 484; and potential, 503, 504, 
506; and sales position assessment, 
340; and situational judgment 
tests, 162; using knowledge of, in a 
person-oriented approach, 13–19

Personality assessment: authoring 
software tools for, 631; business 
applications of, 83–88; commercial 
tools for, examples of, list including, 
781–794; conclusion on, 104–105; 
criticisms of, 94–96; defi nitions in, 
81–83; future directions for, 96–103; 
incremental validity added to, 
99–100; overview of, 81; and 
proctored and unproctored test 

equivalency, 51; and questioning 
how well it works, 88–93; and 
unproctored testing, 333; 
vulnerability of, to faking, 17, 19, 
23, 33, 95–96

Personality dimensions: broad, 
14–15; composite of, 16–17, 23; 
distinct information provided by, 
18; facets of, 15–16, 23; relative 
independence of, 17, 18; single vs. 
multivariate, prediction methods 
using, 103

Personality domain, structure and 
content of the: described, 14–17; 
implications of, 17–19, 22–23

Personality model, 14–17, 18. See also 
Five Factor Model (Big Five)

Personality profi les, use of, 103
Personality psychology vs. academic 

psychology, 104
Personality tests/measures: for 

administrative and clerical 
assessment, 284–285; and adverse 
impact, 256, 443, 455, 458; 
available, 83–84, 85; comparative 
validity of, 90–92, 93; development 
of, 87; differing perspectives on 
use of, 759–764; for executive 
and managerial assessment, 398, 
403, 404, 406, 408–409, 420, 424; 
extensive use of, 239; improving use 
of, 102–103; and leadership success 
profi les, 473; and organizational 
change assessment, 557–558; 
percentage of public and private 
employers using, 644; and potential, 
510, 512–513; for public safety 
assessment, 447–448, 454; purposes 
for using, 87–92; relevancy of, 
questioning, to the world of work, 
82; reliability of, 92; and retest 
periods, 269; and sales position 
assessment, 329–330, 346–350, 356; 
short and inexpensive, 87; and 
social desirability, 94–95; strengths 
and weaknesses of, and dimensions 
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measured, 380, 381; supplementing 
with, 454; and synthetic validity 
evidence, 691; and technical job 
assessment, 252, 256–257; validity 
of, 14, 15, 18, 23, 73, 74, 94; view of, 
by labor organizations, 265

Personality-related outcomes, 92, 93
Person-fi t analysis, 55
Personnel Decisions International 

(PDI), 201, 226, 794
Personnel Evaluation Standards (Joint 

Commission on Standards for 
Educational Evaluation), 737

Personnel growth objective, pressure 
from, issue of, 332–333

Personnel Psychology, 773
Personnel Systems and Technologies 

Corporation, 794
Person-oriented approach, 4, 5, 9–22
Perspective, determining the, for 

assessment, 4–22
Pew Internet, 51, 59
Phoenix Mutual Life Insurance 

Company, 350
Physical ability: and health status, 166; 

types of, defi ned, 169, 170
Physical ability assessment: and 

adverse impact, 184–186, 453; 
benefi ts of, 190–192; and 
classifi cation of physical demand, 
169–171; commercial tools for, 
examples of, list including, 
781–794; conclusion on, 192; 
and environmental impact, 171; 
and essential task identifi cation, 
167–169; identifying physical 
job requirements for, 167–173; 
litigation related to, 165–166, 
187–190, 459–461; and methods 
to quantify physical demand, 
171–173; overview of, 165–167; and 
passing score determination, 171, 
182–184, 188–189; for public safety 
assessment, 449; and reliability, 179; 
and scoring, 181–184; test design 
and selection for, 173–180; and the 

test implementation phase, 
186–187; types of scoring for, 
181–182; and validity, 179–180, 
660

Physical ability rating scales, 168, 
169, 171

Physical Ability Test, 790
Physical demand: classifi cation of, 

169–171; of essential tasks, 
identifying, 167–169; impact of 
environment on, 171; methods to 
quantify, 171–172

Physical fi tness evaluation, 166
Physical job requirements, identifying, 

167–173
Physical screening assessment, reason 

for, 166
Physiological response, measuring, to 

identify physical demands, 172
Physiological system, considering the, 

in the physical testing order, 186
Pickens-Bond Construction Co., 

Eubanks v., 667n32
Pilat HR Solutions, 213
Pilot training performance, 

prediction of, 44, 67
Plagiarism, 589
Point method, 127, 314
Point value scoring approach, 181
Police offi cers. See Law enforcement 

entries
Political philosophy, infl uence of, 

104
Porch v. Union Pacifi c Railroad, 

188, 195
Port Authority of New York and New 

Jersey, Waisome v., 667n29, 668n43
Portable assessment centers, 

629–630, 631
Position Analysis Questionnaire 

(PAQ), 5, 8, 688, 690, 795
Position-targeted assessments, 

examples of, list of, 786–792
Positive bias, 412, 749–750
Positive manifold, exhibiting, 9, 12
Potency, 330
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Potential: clearly defi ning, 
importance of, 529; defi ning, 
499–501; defi nition of, and 
assessment measures of, 477; 
identifying, key factors for, 
502–505; matching individuals 
to the defi nition and criteria of, 
530; over time, assessing, 530–531; 
performance vs., 526–527. See also 
Leadership potential

Potential talent, assessing. See High-
potential talent assessment

Power distance, 591
Practical signifi cance, 654, 655–656, 

667–668n38, 749
Practical Skills Test, 790–791
Practice tests, use of, 275
Prediction linearity, 68
Predictive approach, 678
Predictive bias, 764
Predictive power, trade-off between 

interpretability and, 18–19
Predictive purpose, determining, 397
Predictive validity, 23, 29, 66, 96, 100, 

103, 404, 408, 628
Predictor-criterion alignment, 90, 102
Predictors. See also specifi c predictors; 

fl aws in the classical selection 
model involving, 713–715, 716; 
future prospects for selecting, 774

Preferred qualifi cations (PQs), 561, 
563

Preferred work context, assessment 
methods measuring, 379–381

Presentations, problem with, 519
Pretesting items, 34–35, 36–37, 455
Previsor, 783, 785, 793, 794
Previsor Skill Assessments, 785
Primary validity studies, 67
Principles for the Validation and Use of 

Personnel Selection Procedures (SIOP), 
72, 76, 77, 205, 445, 539, 561, 616, 
648, 649–650, 649–650, 658, 672, 
681, 687, 690, 692, 696

Privacy issues, 265, 587–588, 
618–619, 635

Private legal action, 646, 651. See also 
Litigation

Probationary periods, 381
Procedural justice, ensuring, 539–540
Procedural knowledge and skill 

(PKS): and applications, 162; 
conclusion on, 163; defi ned, 142; 
described, 150–162; and measure 
development, 154–158; and 
measurement challenges, 161–162; 
measures of, types of, 151–153, 154; 
and operational considerations, 
158–160; overview of, 150; and 
psychometric properties, 
160–161

Process evaluation, 428–429, 430, 
736–737, 739, 740, 743, 744

Procter & Gamble (P&G), 626–627
Proctored tests, 32, 33, 51, 52, 289, 

316, 361, 626
Proctoring online, 634
Product assessment, 29
Product sales, predicting, issue of, 

338–339
Productivity: decreased, reducing, 

173, 190; as an ROI indicator, 390
Professional and technical job 

assessment: and applicant pools, 
305–306, 317; aspects of, 
301–317; case study involving, 
301–302; conclusion on, 319–320; 
instruments for, deciding on, 
306–307; and job analysis, 
307–312; overview of, 279; strategy 
for, 312, 315–317; summary of, 318; 
validity of, demonstrating, 313–315

Professional assessment, conducting, 
529–530

Professional Practice Series (SIOP), 
676

Professional standards, 649–650, 692. 
See also Principles for the Validation and 
Use of Personnel Selection Procedures 
(SIOP); Standards for Educational and 
Psychological Testing (AERA, APA, and 
NCME)
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Strategic evaluation

Project teams, global, determining, 
581–582

Projective tests, 84, 87, 98–99, 403, 
406, 410

Promotion litigation, 658–659, 
660–661, 662–663

Promotional appeals, 441
Promotional police and fi refi ghter 

testing, 450–457
Proprietary test, need for, 

considering, 292
Proxy measures, issue with, 304
Prudence, as a measure, 92, 93
PSI Services, 783
Psychological Assessment Resources, 

784, 786
Psychological assessments, individual, 

520–521, 522–523
Psychologists. See Industrial-

organizational (I-O) psychologists
Psychology Today, 208
Psychometric advances, 622
Psychometric analysis, use of, 28, 30, 

55, 148
Psychometric and industrial-

organization expertise, need for, 
consideration of, 292

Psychopathology measures, 97
Public safety assessment: and adverse 

impact, 453–454, 455–456, 458–459; 
alternative selection devices for, 
456–457; biodata in, 448; and 
cognitive ability tests, 445–447; 
conclusion on, 461; and entry-level 
hiring for police and fi refi ghters, 
444–450; and general cognitive 
ability screening, 74; illustrative 
case involving, 438–444; and 
the impact of recent litigation, 
459–460; and job knowledge 
testing, 450–451; and minimal 
promotion requirements, 450; 
minimum qualifi cations and 
prescreens in, 445; nontraditional 

tests for, 449; overview of, 437–438; 
and performance appraisals, 452; 
and personality tests, 447–448; 
and physical testing, 165, 168, 174, 
178, 179, 180, 189–190, 449; and 
promotional testing, 450–457; 
refl ections on, 457–461; and 
situational judgment tests, 447; 
supplemental tests for, 449–450; 
and using assessment centers, 
451–452

Public sector, applicant pool for the, 
305–306

Q
Qualitative and quantitative 

evaluation, 742, 746
Qualitative weight and sum, 746
Quality, absolute vs. relative, 746
Quality assessment: and the buy 

vs. build decision, 27, 28–32; 
conclusion on, 56–57; function of, 
in succession management systems, 
483; fundamentals of, checklist of, 
for program evaluation, 736–737; 
key processes in, fl owchart of, 29; 
operational models for, 27–28, 29, 
49–56; overview of, 27–28; and 
product assessment, 29; and 
quality control, 28, 29, 54–56; and 
reliability, 27, 29, 33, 37–42, 57; 
and test construction 
considerations, 27, 29, 32–35, 
36–37; and validity, 27, 28–30, 
29, 33, 42–49, 52, 57

Quality control, 28, 29, 54–56
Quantitative ability, 252, 296, 297, 

298–299, 327
Quantitative sales measures, 335–340, 

357
Questionnaires and inventories: 

alternatives to, 98–100; described, 
83–84; development of, progress 
made in, 5; use of, 306, 312, 
350–352, 354, 357, 584

Quotas, 587
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R
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bias against, investigating, 750–751; 
and cognitive ability, 11–12, 13, 
69–72, 453, 459, 764; and the 
diversity-validity dilemma, 72–74; 
and passing scores, 184; personality 
measures and, 15, 92; and physical 
testing, 185; and stereotype threat, 
442. See also Discrimination; 
Minorities

Racial identity theory, 442
Railroad industry, and physical 

testing, 191
Ramsay Corporation, 789, 791
Range restriction: reliability and, 39; 

validity and, 44–45, 66, 252
Rank ordering, 10, 257–259, 439, 443, 

456, 658, 716
Rater bias, 244n5, 566
Rater calibration, 565–566
Rating process, consensus-based and 

facilitated, 559, 566, 567
Rating scale development methods, 

121–134. See also Behaviorally 
anchored rating scales (BARS)

Rational (deductive) scale 
construction strategy, 126–131, 132

Raven’s Standard Progressive 
Matrices, 785

Readiness, defi nition of, and 
assessment measures of, 477

Reading comprehension ability, 68
Reading demand, reducing, 455
Reading tests, 143, 446
Realistic interest, 20
Realistic job previews, 356, 357, 359
Reasoning ability, 296, 297, 298
Recognition, as a work-related value, 

21
Record settlements, 667n21
Recruitment: for administrative and 

clerical jobs, 301; employment 
testing for, 274–276; and global 
assessment, 585; for professional 
and technical jobs, 305, 318

Reduction in force (RIF): assessments 
for situations involving, 558–561; 
identifying positions requiring 
staffi ng decisions for, 550; 
litigation related to, 533–534; 
selection process for, 571; staffi ng 
process in a, principal objective 
of a, 537; transparency vs. secrecy 
surrounding a, 539–540. See also 
Organizational change assessment

Redundancy, reliability and, 38–39
Reference checks, 396, 403, 407, 

410, 450
Regression lines, issue of, 71
Regression weights, 181, 717, 766
Regression-based approach, 90, 158, 

186, 345, 764
Regulations, issue of, 587, 619–620. 

See also specifi c regulations and 
agencies

Rehabilitation Act (1973), 190, 196
Relationships, as a work-related 

value, 21
Relative anchors vs. discrete 

anchors, 168
Relative quality or value, 746
Relevance: and competency 

modeling, 222, 223, 224, 225; 
in executive and managerial 
assessment, 404, 414, 428

Reliability: and cognitive ability tests, 
12; of competency modeling, 
212–213; defi ned, 37; modern 
forms of, 40–42; of multiple-
choice tests, 148; and personality 
measures, 92; of physical testing, 
179; of procedural knowledge and 
skill testing, 159; of projective tests, 
98, 99; quality assessment and, 
27, 29, 33, 37–42, 57; of reference 
and background checks, 450; of 
simulations, 413; traditional forms 
of, 38–40; and validity, 43–44

Remote assessment centers, 623, 
629–630, 631

Remote users, involving, 598
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Replacement planning, shift from, 
466–469

Reputation, 82, 104
Response bias, issue of, 94–95, 

592
Restructuring: cascading staffi ng 

process for, 540–541; identifying 
positions requiring staffi ng 
decisions for, 550; selection process 
for, 570–571; staffi ng process in, 
principal objective of a, 537. 
See also Organizational change 
assessment

Résumé infl ation, 410
Résumés, 473
Retention, predictors of, 22
Retest policy, 186–187, 269
Retirement age, litigation involving, 

189
Retrospective life experience essay 

technique, 120–121
Retrospective needs assessment, 

735–736
Return on investment (ROI), 47–49, 

57, 281, 342, 343, 390–392, 
675–676, 701–703, 729, 741, 
770–771

Ricci v. DeStefano, 245n9, 246, 
459–461, 462, 662–665, 
669n62,63,70,72

Rich data, including, 529
Rigor: balancing the need for, with 

realities of decision making, 
748–749; in organizational change 
assessment, 542. See also Level of 
Rigor scale

Risk management, 729
Riskiest succession situation, 474
Risk-oriented development approach, 

468, 488–490
Robotics, 192
Role complexity, truism about 

leadership assessment and, 483
Role models, 371
Role plays, 452, 592. See also 

Simulations

Role theory, 372
Rorschach ink blots, 84, 98
Rule-based approach, 158

S
s factor, defi ned, 62. See also Specifi c 

cognitive ability
Saba, 213
Safe harbor framework, 587–588, 

618–619
Safe participation, verifi cation of, 187
Sales ability tests, 328, 333, 354
Sales position assessment: assessment 

types chosen for, 326–331; and 
biodata, 330–331, 342, 350–352, 
353; and cognitive ability tests, 
327–328; and defi ning salesperson 
success, 334–335; and dispersed 
locations, 331–332; experience 
issue in, 333; and implementation 
issues, 360–362; issues in, 331–333; 
and making it work, 362–363; 
overview of, 323; and performance 
ratings, 340–341; and personality 
assessment, 329–330; pros and cons 
of various methods of, 354–356; 
roles as odds in, 332–333; sales 
results criteria for, 335–340; 
summary of, and the selection 
process, 353–357, 358–359; and 
understanding the wide range 
of position types, 323–326; and 
unproctored testing, 333; validation 
issues in, 334–353; value of, 
communicating, 341–346

Sales predictors, issue of, 338–339
Sales results criteria, 335–340
Sales Skills, 791
Sample approach. See Demonstrations
Sample characteristics, reliability and, 

39
Sample size: reliability and, 39; and 

scale development methods, 123; 
validity and, 30, 45, 678, 682

Sampling error, 30, 45, 66
SAP, 213
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Scalability, 51
Scale development methods, 121–134
Scale dimensions, 205, 206–207
Science entry-level aid and technician 

training performance, prediction 
of, 67

Score interpretation, consideration 
of cultural differences in, 592, 
600–601

Score reporting, 54, 181–182
ScoreTop.com, 53
Scoring schemes: advanced, use of, 

622; development of, for work 
samples, 156–158; for physical 
testing, 181–182

Second Circuit Court of Appeals, 643
Second Life, 638
Second validated assessments, use 

of, 358
Secrecy vs. transparency, 524–525, 

539–540
Security issues, 452, 459, 588, 617, 

619, 622, 634, 635, 774–775
Security system audits, 635
Selecting leader worksheet, 569, 570
Selection: using assessment for, vs. 

development, 397; valid tools for, 
a call to action for, case involving, 
235–243

Selection and assessment fi eld: and 
a call to action, 770–773; and the 
cognitive ability-adverse impact 
dilemma, 764–767; differing 
perspectives on use of personality 
in the, 759–764; future prospects 
for the, 773–775; job analysis and 
competency modeling in the, 
767–770; role of context in, 
757–759

Selection decision audits, 542, 571, 
574

Selection decision fl aws. See Flawed 
assessment decisions

Selection decision making process, 
569, 572–573

Selection policy, formalizing, 268–270
Selection procedure, defi ned, 644
Selection process sample, 357, 

358–359
Selection teams, described, 542
Selection validation model, 430–431
Self-actualization theory, 81
Self-assessments, use of, 558
Self-evaluations, core, higher-order 

personality dimension of, 97
Self-learning, issue of, 349
Selling Styles Questionnaire, 791
Senior managers. See Executives
Seniority, issue of, 249, 259
Servant leadership, 372
Settlements, record, 667n21
SHL, 782, 785, 793
Short initial interviews, 357, 358
Shortfall analysis, 655, 656
Short-term assignments, 490
Short-term memory tests, 447
Short-term outcomes, 738, 739
Sigma Assessment Systems, 784
Sign approach. See Inferences
Simulations: advances in technology 

for, 623, 638; authoring tools 
for, 612, 632–633; for executive 
and managerial assessment, 403, 
405, 407, 412, 424; and global 
assessment, 592; and leadership 
success profi les, 473; for 
measuring competencies, 378; in 
organizational change assessment, 
560, 568; percentage of public and 
private employers using, 644; for 
physical ability, 173, 178, 180, 185, 
191; predictive validity of, 628; for 
procedural knowledge and skill, 
150, 152, 154, 156; and quality 
assessment, 33–34; for sales position 
assessment, 355; and succession 
management, 484–485; for 
technical jobs, 248. See also Behavior 
samples; Business case samples; 
Work sample tests

Single group validity, 70, 71
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Situational interviews, 150
Situational judgment tests (SJTs): 

authoring tools for, 612, 632–633; 
and cognitive ability, 71, 73, 74; 
of declarative knowledge, 143, 
144; for executive and managerial 
assessment, 403, 406, 408; and 
global assessment, 592, 597; high-
fi delity features for, 624; for large 
applicant pools, 383; of procedural 
knowledge and skill, 150, 151–152, 
154–155, 158–159, 160, 161; and 
public safety testing, 447; strengths 
and weaknesses of, and dimensions 
measured, 380; and supervisory 
assessment, 387, 771; validity of, 50, 
91, 160

Situational Judgment Tests (Weekley and 
Ployhart), 162

Situational leadership theories, 
372

Situational specifi city hypothesis, 
65–66, 684, 687

Skeptical hiring managers, 575
Skill builders, 275
SkillCheck Clerical Offi ce 

Professional, 791
SkillCheck Suites, 785
Skills: vs. abilities, 7; competencies 

composed of, 209. See also 
Knowledge, skills, and abilities 
(KSAs)

Skills assessment: issue of, 7–8; 
percentage of public and private 
employers using, 644; and retest 
periods, 269. See also Knowledge 
and skill assessment

Skills gap, 538–539
Small applicant pool, supervisory 

assessments for, 383
Small-scale cheating, 53–54
Smith v. City of Jackson, 666n9, 

667n27
Smith v. Des Moines, 189, 190, 196
Sociability, as a measure, 93

Social desirability: items matched 
on, 33; personality measures and, 
94–95, 349

Social Intelligence Test, 161
Social interest, 20
Social networking technology, 

applications of, 637–638
Society for Industrial and 

Organizational Psychology (SIOP), 
76, 77, 80, 179, 196, 204, 205, 215, 
231, 357, 445, 462, 539, 561, 575, 
583, 606, 616, 648, 649–650, 658, 
666n18, 676, 681, 710

Software as a service (SaaS) model, 
636

Software customization model, 636
Software design, 612, 613–614, 

631–633, 637
Software maintenance, 635–636
Sohio, 201
Southeastern Pennsylvania 

Transportation Authority, Lanning 
v., 184, 188, 195, 668n48

Southwestern Bell Telephone Co., 
Moore v., 667n30, 668n43

Southwestern Bell Telephone 
Company, Belk v., 190, 193

Spatial ability, 10, 252
Spatial rotation ability, 10
Specifi c cognitive ability: vs. general 

abilities, and prediction of 
performance, 11, 68–69; and the 
structure of the cognitive domain, 
9, 10, 12–13, 23. See also Cognitive 
ability; Knowledge, skills, and 
abilities (KSAs)

Specifi c content skills, generating 
information about, 114

Specifi c factor (s), defi ned, 62
Speed of testing, 51
Split-half reliability, 38
SPQ-Gold, 791
Squared Euclidean distance, 

583
Staffi ng levels, concern over, 271, 

272–273
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Staffi ng model road map, building a, 
steps in, 535–564

Staffi ng of assessment programs, 
418–420

Staffi ng review board, 536, 542
Stagi v. National Railroad Passenger 

Corp., 656, 668n39, 43
Stakeholder analysis, in executive and 

managerial assessment, 415–416
Stakeholder communication, 417–418
Stakeholders: demonstrating value 

added to, 732–733; discussion 
and integration of results with, 
480, 486; global, identifying and 
meeting needs of, issue of, 581–582; 
identifying and involving, 541–542; 
infl uencing, during employment 
test implementation, 268; involving, 
in assessment evaluation, 740, 743, 
745, 752; marketing to, 601; meeting 
with, 438–439; relationships with, 
250–251, 432

Standard Occupational Classifi cation, 
285

Standardized assessment process: 
balancing local effectiveness with, 
597–599; benefi ts of, 578; purpose 
of, 577. See also Global assessment

Standardized testing, issue with, 558
Standards for Educational and 

Psychological Testing (AERA, APA, 
and NCME), 37, 42, 56, 72, 75–76, 
77, 418, 419, 445, 616, 648, 
649–650, 692

State of Ohio, Andrews v., 190, 192
Statement Detail Scale, 212
Statistical analysis, consideration of, 

30–31, 186, 650, 653, 678
Statistical assumptions, meeting, sales 

results and, 339–340
Statistical signifi cance, 654, 655, 656, 

668n38, 748
Statistical standard setting, 261
Stereotypes, avoiding, 388, 591
Strategic challenges, example of, 216, 

217, 218

Strategic competency modeling, 
221–227

Strategic contingencies theory, 373
Strategic decision making: evaluation 

for, 733–735; technology 
facilitating, 615

Strategic direction: example of, 
215–216, 217; linking evaluation 
to, 734

Strategic evaluation: challenges 
and tensions in, 747–751; and 
demonstrating value added, 
732–733; and documenting 
evidence for legal defensibility, 732; 
and evidence-based management, 
730–731; and general positive bias, 
749–750; generic rubric for, 743, 
744; getting buy-in to, 747–748; 
imperative for, 730–733; and 
investigating claims of bias, 
750–751; involving key stakeholders 
in, 740, 743, 745, 752; managing the 
trade-offs between rigor and reality 
in, 748–749; nuts and bolts of, 
735–746; overview of, 729–730; 
quality assurance for, 754–755; 
and report writing, 752–754; for 
strategic decision making, 733–735; 
synthesis step in, 745–746; walking 
the talk in, 755; worthwhile, 
designing and conducting a, 
751–755

Strategic job modeling, 222
Strategic relevance ratio (SRR) 

methodology, 219, 223
Strategic work modeling, 222
Strategy, broad business and 

organizational. See Business strategy
Strengths and weaknesses of 

assessment methods, 379–381
Structural equation modeling 

approach, 442
Structure initiation, 371
Structured assessments, 289, 289–290
Structured interviews: for 

administrative and clerical 
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assessment, 289, 290, 293–294; for 
assessing potential, 
522–523; and the cognitive ability-
adverse impact dilemma, 766; 
identifying, 682; for organizational 
change assessment, 559–560; for 
professional and technical job 
assessment, 306, 310, 312, 314, 
316–317; and sales position 
assessment, 355, 357, 358, 359; for 
supervisory assessment, 378, 380, 
383; and validity, 91

Subject matter expert-based (SME-
based) approach, 155

Subject matter experts (SMEs), use 
of, 127, 143, 154, 208, 212, 219, 305, 
439, 681, 682, 683, 700

Subjective performance appraisal 
measures, 452

Subjectivity, current legal landscape 
involving, 657

Success Case Method, 741
Success Performance Solutions, 

789, 790
Success Profi les Navigator, 795
SuccessFactors, 213
Succession management and 

assessment, 484; and accurately 
assessing leadership readiness, 468, 
481–488; aligning, with business 
strategy, 468, 469–471; conclusion 
on, 491–492; contemporary, 
challenge of, 466–469; and defi ning 
leadership success, 468, 471–475; 
and establishing accountabilities, 
468, 471, 490–491; and identifying 
leadership potential, 468, 475–481; 
overview of, 465–466; and planning, 
as ongoing, 397; and a risk-oriented 
development approach, 468, 
488–490; sample logic model for, 
738, 739

Supervised delivery, 618
Supervisor Solution, 794
Supervisory assessment: approaches 

to, 370–385; case study involving, 

365–366; choosing the right tool 
for, 378–382; evaluation of, and 
return on investment, 390–392; 
implementation of, considerations 
for, 385–388; issues in the case 
study involving, 770–772; and job 
analysis, 375–378; managing the 
process of, 388–390; and moving 
forward, 392–393; need for, 
367–370; for selection vs. training 
and development, 382, 385; 
templates for, 382, 383–384; 
theoretical approach to, 370–375

Support, as a work-related value, 21
Sustainable technological 

advancements, 640
Synthesis level, 142
Synthesis methodologies, 745–746
Synthetic validity evidence, 689–691, 

700, 705

T
Talent: defi ning, 498–499; dispersion 

of, 577; vs. high potentials, 
498–499

Talent demand, 496
Talent management, defi ned, 496
Talent management systems, 

integration of, 637
Talent potential, assessing. See High-

potential talent assessment
Talent reviews, 478, 525
TalentSIM Leadership Assessment, 

794
TalentView of Leadership 

Transitions, 794
Talx, 787
Targeted interviews, 559–560
Targeting job requirements, 201
Task group categories, relative 

importance of, rating, 719, 720, 
721–722

Task method, 314
Task orientation, 371, 374
Task performance: and defi ning 

salesperson success, 334–335; 
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measuring, using work samples for, 
155–156; prediction of, 99, 114, 115

Task statements, 168
Taskforce on Psychological Testing on 

the Internet, 616–617
Team performance, prediction of, 93
Teamsters v. United States, 646
Teamwork, prediction of, 93
Technical Education Partnership, 274
Technical job assessment: and adverse 

impact, 253; and background on 
technical jobs, understanding, 
248–250; conclusion on, 276–277; 
defending, 270–273; implementing, 
267–270; overview of, 247–248; 
and recruitment and employee 
development, 274–276; and 
relationships with and among 
stakeholders, 250–251; selling and 
negotiating, 262–267; technical 
and practical considerations in, 
251–261; types of tests use for, 
253–257; and validity, 251–252, 253. 
See also Professional and technical 
job assessment

Technical jobs: background on, 
248–250; commonly recognized, 
248

Technical trainers, 267, 272
Technology availability, issue of, 598, 

611–613
Technology knowledge test blueprint, 

143, 145
Technology knowledge test plan, 

143, 144
Technology-facilitated assessment: 

and applicable standards, 
guidelines, regulations, and 
best practices, 616–620; and 
appropriate deployment, 634; 
and the availability of technology, 
611–613; and benefi ts for strategic 
decision making, 615; better 
insights provided by, 614–615; 
and business effi ciency, 613–614; 
case studies involving, 626–633; 

common issues raised by, 633–637; 
compliant, ensuring, 620; cultural 
adaptation of, 634–635; drivers 
of, 610–615; equivalency issues in, 
633–634; future opportunities and 
challenges of, 637–640; high-fi delity 
features for, 627–629; integration 
of, 636–637; overview of, 609–610; 
research on, 625–626; sustainability 
of, 640; and tracking tools, 621, 625; 
types of, and applications, 620–626; 
unproctored, case of, 626–627; 
validity of, 626

Teller and Financial Service Skills, 792
Temporary assignments, issue of, 273
Temporary trap, the, 280, 281, 

301, 758
Terminations, litigation related 

to, 534, 574. See also Reduction 
in force (RIF)

Test administration: adaptive, 634; 
amount of time required for, in 
global assessment, 597–598; and 
assessor training, 360–361, 419, 
565; challenges of, in fi refi ghter 
testing, 439–441; conditions of, 
standardization of, questions of, 
51; cost of, as an issue, 255; format 
of, 32; frequency of, consideration 
of, 31; over the Internet, different 
modes of, 617–618; procedures for, 
formulating, 270; verifi cation of, 
187

Test administrator/assessor training. 
See Assessor training

Test construction and development, 
considerations in, 27, 29, 30, 32–35, 
36–37, 41–42, 43, 291, 439

Test length, 41–42
Test maintenance, consideration 

of, 291
Test orientations, offering, 388
Test redundancy, reducing, 186
Test results, providing, 269–270
Test security, consideration of, 31, 33, 

52–54, 268–269, 361–362
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Test setting, 32–33, 360–361
Test specifi cations, 33, 71–72
Test Standards. See Standards for 

Educational and Psychological Testing 
(AERA, APA, and NCME)

Test stimuli, 33–34
Test vendors. See Commercial 

vendors/publishers
Test writing practices, good, 

following, 455
Test-client integrity, 52
“Testing for Competence” 

(McClelland), 200
Test-retest reliability, 38, 39, 159, 179
Test-taking training, 456
Texaco, 667n21
Thematic Apperception Test, 84, 98
Theory development, 162
Theory of Work Adjustment, 19
Theory X, 81
Theory Y, 81
Third-generation instruction, 638
Third-party test administration, 187
Third-party test interventions, 391
Thornton v. Coffey, 668n44
360-degree feedback/evaluations: 

and assessing potential, 514; 
described, 84; development of, 
87; by immediate managers, 515; 
and leadership success profi les, 
473; purpose of, 87; shortcomings 
of, 482, 483–484; for supervisory 
assessment, 384

Three-stratum model of cognitive 
ability, 9–10, 63–65

Time limits, increasing, 455
Title VII of the Civil Rights Act. See 

Civil Rights Act (1964), Title VII
Tracking high-potential individuals, 

528–529
Tracking systems, 621, 625
Traditional succession management, 

shift from, 466–469
Traditional validation strategies, 
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