Chapter 06.gxd 8/19/2006 8:27 PM Page 15$

CHAPTER S 1 X

Measures of Training and Experience

Timothy P McGonigle and Christina K. Curnow
Caliber, an ICF International Company

OVERVIEW

In this chapter we describe the use of measures of training and experience to
support personnel management decisions. We begin by briefly summarizing the
history of using information about applicants’ training and background to screen
them in employment decisions. Though popular, these methods produce a num-
ber of psychometric concerns that must be addressed if training and experience
measures are to be used reliably, validly, and with minimal adverse impact. In sub-
sequent sections of the chapter, we discuss alternative data collection procedures
and scoring approaches. The alternatives include task-based questionnaires,
KSAO-based questionnaires, and accomplishment records. We next describe pro-
cedures for developing each type of measure, including steps to reduce self-report
bias. We conclude the chapter by summarizing the major considerations in devel-
oping and using measures of applicant training and experience.

BACKGROUND

Measures of training and experience (T&E) are among the most commonly used
personnel selection methods (Gatewood & Feild, 2001). The main objective
of T&E evaluation is to screen applicant backgrounds according to specific job
requirements. T&Es differ from biographic inventories in their use of weighting
systems based on judgment rather than on empirically derived scoring keys
(McDaniel, Schmidt & Hunter, 1988a), and their use of verifiable training, educa-
tion, and experience indices. In addition, biographic inventories measure
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individuals’ experiences with a wide range of life events whereas T&Es focus on
experience with specific, job-related tasks.

T&Es typically require applicants to report their level of experience performing—
or education pertaining to—particular job tasks and are presumed to be valid
based on the theory of behavioral consistency (Ash, Johnson, Levine, & McDaniel,
1989; Guion, 1998; Owens, 1976; Schmidt & Hunter, 1998; Wernimont &
Campbell, 1968). This theory posits that the best predictor of future performance
is past performance in a similar setting. Researchers have studied the relationship
between experience and performance in a variety of public-sector occupations,
and in other less common occupations such as crisis counselors (Elkins & Cohen,
1982) and surgeons (Sutton, Wayman, & Griffin, 1998). However, many
researchers and practitioners traditionally consider T&Es to be poor predictors of
job performance. However, recent evidence suggests that it is possible to over-
come the psychometric limitations of T&Es.

T&Es have been widely used in public-sector employment (McDaniel &
Schmidt, 1985). As the size of the federal government’s workforce grew rapidly
during the early 1900s, efforts were made to hire civil servants based on merit
rather than the patronage of a particular individual or political party. The purpose
of merit-based selection was to ensure a stable workforce that operated regardless
of politics. In addition, the increasing size of the federal government attracted
large volumes of applicants, thereby necessitating a cost-effective method of
screening applicants. T&Es were found not only to be cost effective and consis-
tent with merit-based hiring, but they also required little staff training or oversight
to implement. As a result, T&Es were used with increasing frequency and are still
used to make many staffing decisions. With the advent of automated prescreening
systems, T&Es remain as popular as ever.

Despite their administrative ease, relatively little consideration has been given
to whether T&Es are valid predictors of job performance. In fact, early research
suggested that T&Es were poor predictors of job performance (Hunter & Hunter,
1984). Schmidt et al. (1979) explained experience questionnaires’ lack of validity
by discussing some assumptions of the method. Specifically, because measures of
experience are estimated to correlate .40 with knowledge, skill, and ability (KSA)
requirements and KSAs are estimated to correlate .50 with job performance, the
authors argued that the validity of experience questionnaires is limited to about
.20 (i.e., .40 X .50). More recent research suggests that modifications in the mea-
surement mode of T&Es can produce much larger validity coefficients (McDaniel,
Schmidt, & Hunter, 1988a, 1988b; Quinones, Ford, & Teachout, 1995; Schmidt &
Hunter, 1998; Tesluk & Jacobs, 1998). Such modifications are presumed to
increase the correlation between the measure of experience and the KSAs.

Only recently have researchers (e.g., Quinones et al., 1995; Tesluk & Jacobs,
1998) begun to develop a theory of experience. Quinones et al. (1995) provided
a theoretical model of work experience that categorizes experience in terms of
both measurement method and specificity. The model specifies three measures of
experience—amount, time, and type—and three levels of experience specificity—
experiences with tasks, jobs, and organizations. After fully crossing both dimensions
to create nine types of experience measures (e.g., amount of task experience, time
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FIGURE 6.1 A model of work experience. Reprinted with permission.

spent in a specific job), the authors conducted a meta-analysis to identify the rela-
tionship between each type of experience measure and job performance. They
reported corrected correlations up to .43. More recently, Tesluk and Jacobs (1998)
expanded the Quinones et al. (1995) model by theorizing multidimensional medi-
ators, criteria, individual differences, and contextual factors that moderate the
experience-performance relationship, as well as two additional measurement
methods and two additional levels of experience specificity (see Fig. 6.1). These
models provide a theoretical foundation for experience measurement that has
been lacking for decades.

MEASURES OF TRAINING AND EXPERIENCE

Many forms of T&Es have been developed, including holistic judgments résumé
screens, point methods, task methods, and accomplishment records. Most T&E
measures have been administered to make both entry-level selection and promo-
tion decisions. When used for entry-level positions, T&Es typically focus on deter-
mining if an applicant has the requisite KSAs to perform the job. On the other
hand, when used for the purpose of selecting employees for promotions or hiring
job applicants into non-entry-level positions, T&Es help to determine whether
applicants have experience performing tasks that are similar to those performed
in the position or job class to which they are applying. T&Es have been adminis-
tered as prescreens in a multiple hurdle selection system and as one instrument
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in a compensatory test battery. The most common use of the T&E as a prescreen-
ing device is as a minimum qualification screen, where applicants must show that
they have a certain amount of job-related experience, training, or education to
proceed within the selection process.

With the exception of the accomplishment record, virtually all T&E methods
can be organized according to two dimensions—data collection procedures and
scoring procedures. Data collection procedures generally include application
blanks and résumés, checklists, and constructed response forms. Scoring proce-
dures generally include holistic judgment, point methods, and analyst ratings. The
creation of specific T&E methods (e.g., improved point method) involves com-
bining a data collection method (e.g., checklist) and a scoring procedure (e.g.,
scoring algorithm). In the next sections, we describe common data collection and
scoring procedures and the accomplishment record.

Data Collection Procedures
Application Blanks and Résumés

Perhaps the most ubiquitous T&E data collection method is the application blank.
Application blanks are used to collect specific information about an applicant’s work
history and educational background. Résumés can be substituted for an application
blank and may describe the major duties associated with each position in the work
history, specific coursework, special skills and credentials, and other qualifications.
Typically, an analyst makes a holistic judgment about the applicability of the infor-
mation provided on the application or résumé. Although these methods of data col-
lection allow applicants to provide information on their background, they provide
very little information about the quantity or quality of the applicants’ qualifications.

Checklists

T&E checklists ask applicants to complete a rating form or checklist indicating
their experience with a variety of work behaviors or tasks (Gatewood & Feild,
2001). On a typical task-based questionnaire (TBQ), applicants indicate whether
they have performed the tasks, how often they have performed the tasks, or how
much time they have spent performing the tasks (Lyons, 1984). On some forms,
applicants may rate how effectively they have performed the tasks, how closely
they were supervised in performing the tasks, whether they have received training
directly related to the tasks, or whether they have trained others on the task
(Anderson, Warner, & Spencer, 1984; Ash, 1981; Farrell, 1979; Malinowski, 1981;
Ocasio, 1983). Checklist methods may also ask applicants to provide information
about their work experience, educational background, or specific skills that might
have prepared them to perform each task.

An alternate approach to the checklist method is the improved point method
(McGonigle & Curnow, 2002; Swander & Shultz, n.d., cited in Ash et al., 1989) or
KSA-based questionnaire (KSABQ). To develop a KSABQ, subject matter experts
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(SMEs) identify activities that applicants could have performed that would indi-
cate their proficiency with each job-relevant KSA. Applicants indicate their level of
experience with each activity and receive 1 point for each activity they have under-
taken. As a result, the improved point method is a less arbitrary approach to
assigning point scores on experience questionnaires and is more likely to comply
with the Uniform Guidelines on Employee Selection Procedures (1978),
because it measures experience with behaviors that are indicative of each KSA.

Scoring Procedures
Holistic Judgment

Holistic judgment is the most common method used to evaluate applicant train-
ing and work experience. This particular method is not a formally scored T&E eval-
uation method but rather provides a general evaluation of an applicant’s
credentials. An example of the use of this method begins when a hiring authority
receives a set of résumés from applicants for a particular position. The hiring author-
ity assesses each application as a whole and makes a subjective decision about how
to distinguish between qualified and unqualified applicants according to the hiring
authority’s individual standards. Then, the hiring authority selects several résumés
and those individuals are contacted for further evaluation, typically through an in-
person interview (e.g., see chap. 8). As might be expected, this method lacks both
structure and objectivity. In addition, many judgments based exclusively on an appli-
cant’s résumé are confounded with information gained through interaction with the
applicant. Consequently, this method can lead to very subjective selection decisions.

Point Methods

The point method is the most prevalent formal T&E evaluation technique. It
consists of a mechanical formula in which applicants receive a prescribed number
of points for each month or year of relevant training, education, and experience.
In some cases, the number of points assigned varies by the type and duration of
experience. Applicants are either rank ordered or are grouped based on specific
education and experience requirements for the target job.

Although this method of T&E scoring is much more structured than the holis-
tic judgment method, research shows it does little to improve the validity of the
resulting scores (Ash et al., 1989; McDaniel et al., 1988b; Schmidt & Hunter, 1998)
perhaps due to the dubious job-relatedness and specious precision of the scoring
protocol. As discussed by Ash et al. (1989), the weak validity coefficients might
also be due to the large amounts of measurement error introduced by a focus on
the quantity of applicants’ experiences rather than on their quality. Furthermore,
because of its primary focus on the quantity of experience, the traditional point
method can also result in adverse impact (Ash et al., 1989). There also is evidence
to suggest that two individuals with equal amounts of job tenure can differ dras-
tically in the number and types of tasks they have performed (Ford, Quinones,
Sego, & Sorra, 1992; Schmitt & Cohen, 1989).
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Accomplishment Records

The accomplishment record (AR) is a means of gathering self-reported and verifi-
able descriptions of experience on relevant behavioral job dimensions (Hough,
1984). Methodologically, the AR draws on the critical incident technique
(Flanagan, 1954; Guion, 1998; also see chap. 3) and written sentence-completion
protocols (Loevinger & Wessler, 1970). The goal of this method is to rank order
applicants based on the types of achievement behaviors that are necessary for suc-
cessful performance in the target job. The focus of an AR is on the quality of pre-
vious experience rather than on the quantity of experience. In a typical AR,
applicants provide written descriptions of accomplishments that demonstrate
their level of proficiency with job-related KSAs. Analysts then rate each accom-
plishment using a behaviorally anchored rating scale and the ratings are used to
compute a total score.

PSYCHOMETRIC CHARACTERISTICS OF MEASURES
OF TRAINING AND EXPERIENCE

In this section, we describe the reliability, validity, and subgroup differences in
measures of training and experience. In addition, we discuss the issue of response
distortion and describe methods for reducing this problem.

Reliability

The reliability of T&Es varies depending on the particular data collection and scor-
ing procedures. Due to their unstructured nature, data collected through appli-
cation blanks or résumés and subjected to holistic judgments are likely to have
little to no reliability. Task-based methods have reliabilities in the .80s (Ash &
Levine, 1985; Schmidt et al., 1979) and above (Sneed, Vivian, & D’Ocasta, 1987),
primarily due to the straightforward nature of the scoring. Although only a few
studies report on the reliability of the AR, there is evidence that it demonstrates
reliabilities by dimension ranging from .75 to .85 (Hough, 1984; Hough, Keyes, &
Dunnette, 1983). Sadowski and Hess (1994) reported a reliability of .84 when
using an AR to evaluate teaching performance. Finally, past research showed inter-
rater reliability estimates of T&E ratings to be around .80 (Gatewood & Feild,
2001).

Validity

Several meta-analyses reported validity coefficients for T&Es (McDaniel et al.,
1988b; Quinones et al., 1995; Schmidt & Hunter, 1998). These meta-analyses
show that behavioral consistency (i.e., AR) measures are the most valid (r = .45),
followed by self-ratings of KSA proficiency (r = .20), self-ratings of task proficiency
(r = .15), and the point method (r =.11). Quinones et al. (1995) report a correla-
tion of .43 between amount of task experience (i.e., number of times performing a
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task) and job performance, although most traditional T&Es do not measure expe-
rience in this way.

There is a limited amount of evidence about the validity of ARs, although avail-
able research indicates that they are valid measures of performance with validity
as high as .45. Hough (1984) and Hough et al. (1983) obtained significant corre-
lations between ARs and supervisory ratings of performance for attorneys. Hough
(1984) and Hough et al. (1983) also found AR scores to correlate significantly with
pay grade, but not with other traditional predictors such as grades, or scores on
tests of law aptitude, knowledge, and achievement. Therefore, the use of ARs
could increase the validity of a selection system.

At least four factors contribute to the typically low validity coefficients associ-
ated with T&Es (McDaniel, Curnow, & McGonigle, 2003). First, there are relatively
few studies of T&E validity, so the meta-analytic validity coefficients cited earlier
are likely to be unstable. Second, most T&Es do not account for individual differ-
ences in what is gained from training and experience. At least three factors influ-
ence whether an individual gains skill from experience (McGonigle & Curnow,
2003):

* Individual differences such as cognitive ability (Kanfer & Ackerman, 1989),
conscientiousness, openness to experience, and extraversion (Barrick &
Mount, 1991).

* Situational characteristics such as opportunities to perform tasks
(Alexander, 1997).

* Motivation to pursue available opportunities (Kanfer & Ackerman, 1989).

Third, due to the fact that all applicants who complete and return a T&E are likely
to have some relevant experience, T&Es suffer from range restriction. Finally, in
many cases the relationship between experience and performance is nonlinear.
Ackerman (1988) demonstrated that task consistency and complexity moderate
the validity of the experience-skill acquisition relationship, with early career expe-
rience typically yielding the greatest improvements in job knowledge. To the
extent that these factors can be controlled through data collection and scoring
procedures, the validity of T&Es can be expected to improve.

Subgroup Differences

There is no evidence of subgroup differences on T&Es. In fact, one author sug-
gested that an explanation for the popularity of T&Es is their perceived lack of
subgroup differences (Aramburu-Zbala-Higuera, 2001). However, education and
experience may reflect subgroup differences. Specifically, T&Es may reflect the
adverse impact of different rates of graduation between African Americans and
Whites. Greene and Winters (2005) noted that in 2002, about 78% of White
students graduated from high school with a regular diploma, compared to 56% of
African American students and 52% of Hispanic students. The Journal of Blacks
in Higher Education (2002) noted that the nationwide college graduation for
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African American students is 42% whereas the graduation rate for White students
is 62%. Consequently, T&Es will likely reflect these different rates in their mea-
sures of education. In terms of experience, the extent to which a group is under-
or overrepresented in the workforce also will foster adverse impact. For example,
according to the Office of Personnel Management’s Federal Civilian Workforce
Statistics Fact Book (2004), in 2003, 79.5% of clerical employees were women.
Thus, for experience in clerical jobs, women will likely obtain higher T&E scores
than men when applying for such jobs.

In addition, T&Es may reflect the subgroup differences of other selection pro-
cedures when an applicant’s acquisition of experience is considered. When using
TBQs to select employees, the probability of being selected will necessarily
increase with previous experience. If the opportunity to perform tasks (i.e., gain
experience) is earned as a result of being selected using methods that were not
free of subgroup differences in prediction, as described earlier, T&Es could per-
petuate these differences (Roth, Bobko, Switzer, & Dean, 2001). The same effect
would be seen if managers used inherently biased procedures to assign individu-
als to tasks.

Response Distortion

A final concern about T&Es is that they rely on the integrity of the applicant.
Applicants applying for jobs may be tempted to overestimate the amount of edu-
cation or experience they have had to obtain a higher score and increase their
chances of getting a job. There are methods that can help reduce fallacious report-
ing of education and experience. For example, warnings to applicants suggesting
that responses will be verified tend to reduce falsification of information
(Lautenschlager, 1994). Other procedures can be used to identify inaccurate
responses and minimize their occurrence. For example, Pine (1995) reported that
relative frequency scales produced more incidents of false reporting on task
inventory statements than absolute scales. The inclusion of bogus tasks as part of
a lie scale can be used to identify applicants with a propensity to provide inaccu-
rate information. For example, Green and Stutzman (1986) reported that 57% of
the respondents in a sample indicated that they spent time performing bogus
tasks and 72% indicated that these bogus tasks were at least somewhat important
aspects of their job. Green and Veres (1990) used a similar method in three dif-
ferent samples using a variety of response scales and found the percentage of
respondents endorsing bogus items ranged from 12.6% to 70.3%. A potential con-
cern with using bogus tasks is the similarity of such tasks to real tasks. People may
claim to perform tasks using nonexistent pieces of equipment, not because they
are lying, but because they do not know the technical name of the equipment and
believe that the bogus piece of equipment sounds similar to the real one.

By taking appropriate steps during the development of T&E measures we believe
that the types of psychometric difficulties summarized in this section can be over-
come. It is possible to develop measures that possess adequate reliability and
validity, and that minimize adverse impact.
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HOW TO DEVELOP MEASURES OF TRAINING AND EXPERIENCE

In the previous sections, we discussed the many forms of T&Es and their associated
psychometric characteristics. In this section, we discuss the two major steps for devel-
oping T&Es: select the type of T&E and develop T&E forms and scoring system.

Select the Type of T&E

After conducting a thorough job analysis and determining which KSAs will be mea-
sured using a T&E (e.g., see chaps. 2, 3, and 4), it is necessary to determine which
type of T&E measure to use: task based, KSA based, AR, or some combination of
these possibilities. Questions that can help guide this decision are shown in Table 6.1.

In answering these questions, consider the typical applicants’ experience: Is it an
entry-level job? Are applicants likely to have experience performing the tasks on the job?
Are applicants likely to have varied experiences? For example, applicants for a first-line
supervisory position may have performed some of the technical tasks in a previous job,
but may not have experience with the supervisory tasks. For entry-level jobs and jobs
in which previous experience is unlikely, a KSA-based T&E is most appropriate. For pro-
motions and for jobs in which applicants are expected to have previous experience
with the specific job tasks, a task-based T&E or an AR is appropriate. If applicants are
expected to vary in their experiences (e.g., if there are numerous feeder jobs), it may
be difficult to develop items that are applicable across the applicant pool.

Also consider some of the characteristics of the job: Does the job require writ-
ing? How many skilled incumbents are there? If the job does not require writing,
it is advisable to avoid the AR due to its reliance on constructed (i.e., written)
responses. If there are not a large number of job incumbents (i.e., at least 30)
available to serve as SMEs and help with test development, then it is advisable to
use a task or KSA checklist rather than an AR. Questions to consider when select-
ing a T&E instrument are provided in Fig. 6.2.

Develop T&E Forms and Scoring System
Task-Based Questionnaire
Developing TBQs involves four steps:
* Determine whether each task is needed at entry.
* Create a response form.

* Create a scoring algorithm.
* Develop a methodology to encourage truthful responses.

SMEs play a role in each of these activities. We describe each step next.

Determine Whether Each Task Is Needed at Entry. To ensure that a TBQ
only includes those tasks that applicants need to be able to perform upon entry into
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Question TBQ KSABQ AR

Is it an entry?level job? No Yes No

Are applicants likely to have experience Yes No Yes

performing the tasks required on the job?

Are applicants likely to have varied No No Yes
achievements?

Does the job require writing? No No Yes
Is there a sufficient incumbent pool to assist No No Yes

with test development?

FIGURE 6.2 Selecting a type of T&E instrument. TBQ = task-based question-
naire; KSABQ = knowledge-, skills-, and abilities-based questionnaire; AR = accom-
plishment record.

the job, it is important to collect job analysis data on whether the ability to perform
the task is needed on the first day of the job. The majority of SMEs should rate a task
as needed at entry to the job for it to be included in the TBQ. In addition, the T&E
developer should remove or revise any tasks that require knowledge that can only
be gained on the job in question (e.g., knowledge of a specific form or procedure).
Next, to ensure that experience on each task in the TBQ demonstrates one or more
qualifying KSAs, it is important to have SMEs indicate which qualifying KSAs are
needed to perform each of the selected tasks. Only tasks that are linked to at least
one KSA by the majority of SMEs should be included in the TBQ.

Create a Response Form. Two examples of response forms that could be
used for a variety of electrician tasks are shown in Fig. 6.3. Both forms require
applicants to estimate the number of times they have performed each task rather
than simply the duration of experience (Quinones et al., 1995). On the first form,
applicants indicate the duration of their experience with each task in years and
months as well as the frequency of their experience (i.e., daily, weekly, monthly,
quarterly, yearly) during that time period. An analyst can use that information to
calculate the number of times each applicant has performed each task. For exam-
ple, if applicants indicate that they performed a task quarterly for 3 years and 6
months, the applicants would have performed the task 14 times. The advantage of
this form is that it provides applicants with a structure within which to estimate
their experience. It collects memorable elements of their experience that can be
systematically combined by an analyst.

One disadvantage of the first form in Fig. 6.3 is that it does not account for vari-
ation in experience over time. For example, it would be difficult for applicants
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who performed a task monthly for 2 years and then weekly for 1 year to accurately
represent their level of experience. The second form is designed to accommodate
varying frequency of experience. On this form, applicants select the option that is
closest to the number of times they have performed each task and provide the
name of someone who can verify their experience. To help applicants make more
accurate judgments of their experience, the form also provides examples of how
long it would take to amass each amount of experience assuming that applicants
performed the task daily, weekly, or monthly.

Create a Scoring Algorithm. The scoring algorithm is designed to take into
account applicants’ experience on each task. As workers perform a task, they gen-
erally become more effective at it, although improvement in performance associ-
ated with more experience is likely to diminish at greater levels of experience
(McDaniel et al., 1988a; Schmidt, Hunter, & Outerbridge, 1986). To ensure that
scores on the TBQ reflect this relationship between experience and performance,
the scoring algorithm should award points for increasing amounts of experience
performing each task. However, when experience with each activity reaches the
point at which additional experience is not expected to improve performance
(i.e., the performance asymptote), the algorithm should award no additional
points.

Identification of the performance asymptote is a judgment-based process sim-
ilar to setting a cutoff score. For each task, SMEs are asked to judge the number
of times that an individual would need to perform the task to reach the perfor-
mance asymptote. The SMEs should be instructed to judge the performance
asymptotes individually and then come to consensus about the appropriate per-
formance asymptote for each activity. Alternatively, SMEs could be asked to esti-
mate the probability that an applicant with specific amounts of experience
performing each task would perform well on the job.

In the two examples shown in Fig. 6.3, the resulting frequency of task perfor-
mance scores can range from 0 to 5. A score of 0 is assigned when applicants indi-
cate that they have no experience with a task. A score of 5 is assigned when
applicants have performed a task at least the number of times indicated by the per-
formance asymptote. Scores from 1 through 4 are assigned for linear increases in
experience. In Fig. 6.3, the asymptote for the task “interpreting residential elec-
trical plans” is 50. This means that after interpreting residential electrical plans 50
times, one is not likely to become more proficient at this task.

Develop a Methodology for Encouraging Truthful Responses. There are
three techniques that can be used in concert to reduce false or exaggerated
responses. First, the form can require applicants to sign a statement certifying the
accuracy of their responses and describing the consequences of inaccurate
responses. Second, the form can require applicants to identify one or more indi-
viduals who can attest that the applicants performed the task. Finally, the form can
include a series of bogus tasks (i.e., tasks that would be impossible for applicants
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Skill in performing resdential electrical work

Please rate your How much work experience do you Who can
experience with have performing this activity? verify your
each of the work
activities below: experience
Duration with this
Frequency* activity?

Years Months

1. Installing a ceilin, @@@@@
mount fixtire. ¢ @@@@@@ @@@

2. Installing a three- @@@@@
way switc}:g. @@@@®@ @@@@

3 Inerpreting 00000e6| 33299

plans.
*0 — No experience; 1 — Yearly; 2 — Quarterly; 3 — Monthly; 4 — Weekly; 5 — Daily

Skill in performing residential electrical work

Frequency Examples Verifier(s)
‘Which To perform this activity the ‘Who can
option is number of times listed in the verify your
closest to the | option to the left, you'd have to work

Activity number of perform the task... experience
times you with this
have every day | or every or every activity?
performed for week for | month
this activity? about... about... for
about...
a. 0 times -- -- - -

. b. 10 times 2 weeks | 2 months 1 year ONO)
Interpreting - — - - — @ @
residential LS 20 times 4 weeks | 5 months | 12 years
electrical d. 30 times 6 weeks | 7 months | 2V years @ @
plan. e. 40 times 8 weeks | 9 months | 3% years @ @

f. 50 times 10 weeks 1 year 4 years @
or more

FIGURE 6.3 Examples of T&E rating scales; on a different part of this instru-
ment, respondents indicated people who can verify their experience with the
activities listed and those individuals were labeled “1” through “10”; thus,
response options 1 through 10 refer to individuals who can verify experience.
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to have experience performing). Applicants should be informed that these bogus
tasks are randomly placed throughout the form to help alert scorers when appli-
cants falsify or exaggerate their level of experience. Taken together, these features
discourage false or exaggerated responses and provide ways to detect such
instances when they occur. To develop bogus tasks, one can create statements that
sound plausible but are not performed on any job. One method for developing
these tasks is to create a statement using words that might be relevant to the job
in question when taken alone, but not when put together. It is important to have
SMEs review the bogus tasks to make sure they could not be performed and are
not obviously bogus. For example, the real tasks “install batteries in parallel to
provide backup power source” and “splice high-voltage cable to establish service
to a residential building” could be used to produce the following bogus task:
“Splice high-voltage cable to provide backup power source.” It is unlikely that any
qualified applicant would indicate experience performing the bogus task. As men-
tioned previously, candidates may endorse a bogus task because they perceive it
to be a legitimate task, not necessarily to falsify their application. Including several
bogus tasks, some of which do not sound similar to real tasks, may serve to reduce
this error.

KSA-Based Questionnaire

Developing KSABQs is largely similar to developing TBQs. The largest difference
involves developing the item content. The process of determining whether each
task is needed at entry to the job, creating a response form, creating a scoring
algorithm, and developing a methodology to encourage truthful responses is
identical to that for a TBQ.

KSABQ)s are designed to measure applicants’ experience with job-relevant KSAs
without assuming that applicants have direct job-related task experience.
Therefore, it is important that applicants can describe their experiences with
behaviorally oriented, observable activities measuring job-related KSAs. Activities
are behaviors that represent qualitatively different levels of proficiency with each
skill or ability. In addition, the activities are designed to measure experience
related to each skill or ability even if the applicant has no direct experience per-
forming the job tasks. For example, although applicants may not have experience
with a specific task (e.g., “measure length of wire needed to pull through conduit
and attach to the tugging machine”), they may have experience performing other
activities that require the same underlying skills or abilities (e.g., “measure the
length of wire needed to install receptacle”).

To generate activities, SMEs should identify the types of non-job activities they
themselves might have performed to develop proficiency with each KSA. For
example, if people are applying for the job of an entry-level electrician, it is pos-
sible that they have wired or rewired household appliances. The resulting activities
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should be retained only if the SMEs agree that they are related to the KSA in question
and applicants could be expected to have performed them. Much like developing
any high-quality test items, the process of activity generation is likely to involve
iterative review and revision of item content.

Accomplishment Record
The process for developing an AR consists of four basic steps:

¢ Conduct job analysis.

¢ Develop the inventory.

* Administer the inventory.

* Develop rating scales and rating principles.

Step 1 involves conducting an accurate job analysis, which is a crucial step in
developing a reliable and valid AR. To support an effective AR, the job analysis data
should specify job dimensions or competencies. Once the job analysis is com-
plete, the AR inventory can be developed (Step 2). An AR inventory provides
targeted performance dimension definitions and typically requests specific infor-
mation for each competency or job dimension listed, including: a general state-
ment of the accomplishment, a precise description of exactly what was done, a
time period, a description of any formal recognition that resulted from
the accomplishment, and contact information of one person who can verify the
accomplishment. Applicants are instructed to write about their most meritorious
accomplishment for each work performance dimension. An example of a com-
pleted accomplishment statement is shown in Fig. 6.4.

Once the AR has been developed, Step 3 involves administering it to current
job incumbents to collect examples of accomplishments and to test the usability
of the AR instructions. Incumbents are instructed to complete the AR based on
their experiences prior to their current jobs. However, collecting accomplish-
ments from job incumbents may result in a set of accomplishments that are all
highly rated. Alternatively, non-incumbents with similar experience to potential
applicants could complete the AR inventory. However, non-incumbents partici-
pating in the development process would be precluded from subsequently apply-
ing for that particular job.

Step 4 is to develop the AR rating scales and rating benchmarks. This involves
a four-part process of evaluating dimensionality of the accomplishments, gather-
ing expert ratings, inducing the principles underlying the rating process, and
selecting benchmarks. The discussion of the critical incident technique in chapter
3 explains key parts of the process in more detail.

Part 1.The first step in developing the AR scoring key is to evaluate the accom-
plishments to ensure that they comprise clearly differentiable dimensions. To
do this, raters classify accomplishments generated in Step 3 (with no identify-
ing competency information) into competency categories. The accomplishments

o
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WRITTEN COMMUNICATION

Definition: Communicates technical and nontechnical information
in writing, using correct English grammar and sentence structure
that can be understood by the intended audience.

Time Period: 1995-96
General Statement of what you accomplished:

In conjunction with another I/O psychologist in my office, I co?authored a
training manual on how to conduct job analysis.

Description of exactly what you did:

There is a wide range of methods for how to conduct job analysis. Within my
organization we decided that it would be best to use one consistent method.
So, a co?worker and I wrote a training manual on how to conduct job analysis.
I wrote two sections of the manual: conducting job observations and collect-
ing job analysis ratings. This manual is still being distributed to all of our new
staff on an almost daily basis. We have requested several printings—we are cur-
rently on about our fourth printing of the manual. I have received a great deal
of positive feedback about the helpfulness of the manual to workers. Many
supervisors have commented on how quickly they are able to get new hires up
to speed on our job analysis process now that they have the training manual.

Award or Recognition:
None
The information can be verified by:

Joan Q. Supervisor, (123) 456-7890

FIGURE 6.4 Example of an accomplishment record response for written com-
munication.

are presented to raters without information about the dimensions for which
they were originally written. Accomplishments that were written for one
dimension and classified by raters into another dimension are considered mis-
classifications. Any misclassifications can be assessed and the job dimensions
can be reviewed to determine if they should be combined or eliminated. Raters
can be experts in job analysis and test development or SMEs.

o
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Part 2. The next step is to gather expert ratings on the effectiveness of accom-
plishments for each competency. SMEs rate the accomplishments within each
dimension on a 5- or 6-point scale. Parts 1 and 2 can be combined and both
classification and ratings can be done at the same time. For parts 1 and 2, a
minimum of three raters has been suggested (Hough, 1984). In operational
scoring, responses to AR questions can be very diverse and can tax the ability
of scorers to achieve rater agreement. By using multiple independent raters
and averaging their ratings for each candidate, the developer can increase the
reliability of the ratings.

Part 3.Next, the accomplishments are ordered from high to low within each
dimension based on mean SME ratings. A research team should analyze the
content of the accomplishments in the high range to identify the themes or
principles that SMEs used to judge the incidents. Repeat the content analysis
at the middle and low levels of the scale and for each performance dimension.
These themes specify the elements that raters will look for when rating achieve-
ment level.

Part 4.Means and standard deviations of expert ratings are then calculated.
Accomplishments with standard deviations lower than 1.0 can be chosen as
benchmarks at various points on the scale (Hough, 1984). An example of the
benchmarks appears in Fig. 6.5.

SUMMARY

Despite their dubious ability to predict performance, measures of training and
experience have been among the most commonly used selection tools for decades
due to their conceptual appeal, low cost, and ease of administration. However,
more recent theoretical work has provided a foundation for improving the mea-
surement of training and experience. By using theory-based measurement tech-
niques, the accuracy and quality of the resulting data are likely to be improved, as
is the validity of the resulting decisions. Specifically, T&Es that collect amounts of
experience (i.e., number of times having performed a task) or quality of experi-
ence (i.e., ARs) show fairly strong levels of validity, whereas holistic judgment-
based procedures such as resume screens and application blanks show almost no
validity. There is little evidence of subgroup differences on T&Es; however, T&Es
could perpetuate differences in opportunity to perform tasks (i.e., gain experi-
ence) as well as differences in educational degrees received.

There are two steps to developing T&Es: (a) selecting the type of T&E and (b)
developing T&E forms and the scoring system. In selecting a type of T&E, it is
important to consider the typical applicants’ level and type of experience as well
as characteristics of the job in question. TBQs are most appropriate when appli-
cants are expected to have some opportunity to gain experience with the job
tasks; otherwise KSABQs are more appropriate. ARs are most appropriate for pro-
fessional jobs that require significant writing ability (e.g., attorney). Developing
TBQs involves identifying the most appropriate tasks from the job analysis,
whereas developing KSABQs involves developing activity statements exemplifying
the types of experiences applicants might be expected to have. Developing ARs

o
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I co-authored a book chapter
on training and experience
meadures, The book won an
award for thebest new teaching

tool of theyear in the field of
psychologypresented by the
American Psychological
Association. Theeditor of the
3 book told me and the other
author that our chapter was the
beat one in the book.

I was the fifth author on a
technical report titled How
to hire who you want with-
out getting sued. Many of
my colleagues thought that

the report was eye opening. 27

though my company was

techniques described in the

report. g
1 —

FIGURE 6.5 Accomplishment record rating scale for written communication.

involves identifying the critical performance dimensions for which applicants
must describe their accomplishments. Scoring TBQs and KSABQs should take into
account the fact that the improvement in performance associated with more expe-
rience is likely to diminish at greater levels of experience. Scoring ARs involves
developing behaviorally anchored rating scales for each performance dimension.
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