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Tolstoy's famaus novel Anma Karenina & one of many linerary scurces that
depicts how the praper conReclons may make or break an individual’s caresr.
Though the characiers are fictitious, it appears that the selection proceises
employed in Russian socety at the time the movel unfolds were verdically

Another well known illustration of this type of effect is the conlinsing
mnlmwnmmmd:hw'IMﬂW\wmmﬂ
sonnets. Marchetie Chute {1949}, suthor of the well-known  biography
Shakespeare of London, described the controversy, when he wrowe (p. 330,
Dutton edition), “Many people felt almost rebieved when Delia Bacon took
ﬂsﬂnﬂhﬁcﬂmml!i?mdwuﬂwphﬂﬂsm.upunum
written by someane else entirely. Defia chose Sir Francis Bacon for the honor.
Later candicaes |nb|m'uudmh=nlbl5|ﬂn10n‘m Sir Edward
Diyer, the fifth Earl of Rutland, the sixth Earl of Derby, and even the Caumntess
nl'Pnnhml‘.:...."C}uﬂ:uﬁihdﬁ:wmml}:‘qﬂpmhnbﬂhm
yalue of noble birh. ..."

Lest an assumption be made (00 quickly that thert is an easy acceplance
of the legitimacy and validity of such usage of biographical data, Chute
iﬂunmd:berulwlkdumm:p.m%mmiwmﬁm
u]n:d‘mhhb&nhu...nilrkhudluupﬂnhp:ﬂy.ﬁmuh:mmhuﬂd
d‘EH:;buhmdrmm“nuiﬂw.mlbempmt.mum
Sw.u&:mnﬂamﬂh.'

“This is the context |huﬂhmujundwilhdn|b:mmdqm
of biographical data i explored for making critical selection decisions.

mmmmmﬁmmmﬂww.m
imwwmmjnum.pﬂmmduﬁu_mmw
in professional, ethnic. religious, and political groups. demographic
mm;mmmmﬂhmuuunmm.m
place of residence. For purposes of this paper, primary attention is focused
wmw.mmwmwdummm.
mmdmh{nlnmnﬂnnmpemmdmhﬂkw. ichuding
wﬁum.pﬂbﬂMMMmﬂhmdeu
mmwmuhmmhmupmﬂummm
hmﬂwmmnrwuitmm:mph@mm
pﬂdhlﬂiﬂ:dmuﬂ'}nmmﬂm;mﬂﬂhmnﬂ
1o categorize the Lypss af biographical data that might be used, the manper
uwuammmmmummmuumﬂy
be: (1) job related lt@.pﬁmwkempw not (2.5, marstal status)

md’mmpﬂjnhmmenuluhmwuindiﬂwn
of inferred traits like leadership ability and (1) evaluated judgmentaily of
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Combening these three dichotomous variables i all possible ways yielded
cight categories, which Levine and Flory (1975} viewed as a complete rendering
of all approaches to biographical data usage in seloction, The calegories of
interest in this paper, which capture the training and experience (T&E)
evaluation approaches covered here include all four of those designated by high
b relstedness. However, some methods rely on surface characteristics, others
upon inferred traits. Most methods are judgmental in natire, but & few rely
on satistscal sconing methods,

Parter, Levine, and Flory (1976) have defined and described TAE evalustion
processes on & number of facets. To summarize and update their description
in accordance with Levine and Flary's (1975} framework, it shoald be noted
ﬁmrhuTl:Ewduuinurdyn'ﬁmnlnlnmmonpvabnppm
on application blanks, questionnaires, ar computer interpretable input mades
mmﬂwhmﬂmﬂnﬂimmwdmmmh
in previouws jobs, brief narrative descriptions of past jobs, past accomplishments
on job-related & ions, such as leadership ability, summarnies of sducational
history, and reporied in-service truining. Self-ratings of levels of knowledge,
skills, and abilities (K5 As) that applicants possess, which are corrobarated with
previous, relevant work or educational experiences 1o pinpoint where these
K5As were acquired, might also be encountered. Thus, information may be
evaluated on its face or used to infer the degree 1o which an applicant possesses
imporant KSAs.

mthmmwwlwnUMi
:nﬁuphihuihuﬂmmmmmmnpum
and education are related to future job success. Or, the scoring of the
infocmation may be done by & fixed formula. An example of the Larter may
be seen in the following: An applicant is asked 1o review a list of tasks relevant
to a job in question, and 1o check those which he or she has performed in
the past. The number of chocks is merely counted. More complicated versions
of this approach are covered later in this paper,

T&E evaluation i an examination in the sense that, by means of the various
rating of scoring approaches, applicants are formally assigred & rating or score
that ranks them according to their prospects for success on the job, Score
designations may be as crude s “gualified” versus “not qualified™ or s refined
&5 scores carried to bundredths of & point on & 0-100 scale.

As poined out by Porter et al. (1976), the TRE s, legally speaking. & test
and & subject 0 the Uniform Guidelines on Empioyver Selciion Procedures
{1978). This is the case whether the T&E is referred 1o as an E&F (education
and experience evaluation), TRAEX (training and cxperience evaluation), ar
simply a8 & scored apphication hlank.

There are other modern approaches to the wse of biographical data that must
hM[mT&Mmmhlhwwpﬂuﬁunim
or the closely selated beographical infor blank {Asher, 1971 Cascio,
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1987, England, 1971), Both of these devices are questionnaires tha contain
job-retated and non-job-related items. By empirically keying individual ftem
responses to critersa of job success or longevity, scoring keys are established,
These keys are then applied to the forms completed by applcants.

Two primary distinctions between the weighted bacdata approsch and TRE
evaliation are: first, thas weighted biodata often include non-job-related items,
and second, that validity studies are done 10 Hnk item responses and criteria
empirically prior to establishing scoring procedures. To dlustrate the former
point, some of the mest valid items in biographical information blanks are
ones that bear no obvious relationship Lo the job, Levine and Flory (1975}
cited two examples of valid itema from & study completed by Scollay (1956}
I subject’s father is dead, subject’s age at the time,” and “Mother's
occupation.” Asher (1972) cited one item that was reported to be almost as
good a predictor of success in flight raining as the entire Air Force Test Bastery:
“Dad you ever build a model arrplane thas flew?™ Such questions as these are
no employed 1o T&E evaluation.

As 10 the second point, T&E evaluations refy on rationally-based rather than
mphicuﬂrbudlinhphﬂmmmpmwﬂwp&ﬂ:nfﬁlmjnh
success. Tn the exampie of the task checklist cited above, the assumption behind
the scoring scheme is that the more job-relevant the tasks a worker performed
m:ummmuquﬂ-dum-uimmmmmmm.
|h:mphi¢ﬂmdefpiuinpnlnidndhiodnvimﬂyw|hi|h}y
valid selection process, whereas validity studies on the T&E evaluation
appraach are relatively few in number and generally suggest that TEE scores
are only moderately vabd at best (Ash & Levine, 1981; Asher, 1971 Huniter
& Hunter, Iﬂﬂ.ﬂpadd:dm-ﬂ]t!upnﬂldumhmmm
in later sectbons of this paper.

Another approach to be contrasted with formal TRE evaluation is the
cursary review of the resume or application form where, unlike T&E
evaluation, no formal scoring scheme is employed and no rating or score is
formally assigned. An illustration of this approach is scanning & resume to
determine whether or not an applicant might be & good bet to invite for an
interview. This cursory approsch is discuseed later under the subheading
holistic fudgment,

Giiven ils roots in the public sector and its reliance on formal scores, TRE
evaluation is predominantly associated with and widely used in governmental
agencies, particularly where a formal merit system is established. Saso and
Tanis (1974) reported survey results showing that TRE'S were widely wed in
the public sector. Nor is there any evidence to dupute their findings in terma
of more recent patterns of usage (cf, Ash & Levine, 19815, This is why TEE
evaluation is an important ancs of study despite the apparently limited vaklidity
of many approaches 1o such evaluation.
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The appeal of T&E svaluation in the public sector rests primanly on growunds
other than validity. Porter et al (1976) suggested that TRE evaluations yield
scores needed Tor public merit system selection with Jess developmental cost
and effort than is the case with other methods, such as written tests. A long
tradition of use also accounts for the populanty of T&E evaluation in the public
sector, TAE evaluation is sometimes preferable 1o writien tests because it does
mot require that eandidates appear a1 a certain time and place to be examined
or tested, Hence, TRE evalustion processes are sometimes refermed to as
unasembied examinations.

In terms of the robe of T&E evaluation in public sector selection, T&E
evaluations may be employed as the sole rating or ranking device. Alternatively,
TAE evalustions may be emploved as a preliminary screening device to reduce
ﬂ#lppﬁlzﬂtpoﬂlpﬁﬂfmth:ldunﬁﬂuinnﬂamttlﬁlﬁw.mﬁm
consuming procedure, such as &n ASSCIEMENt CENSET, AN iBLETVIEW, OF 4 Wiitlen
test. O occasion, the TRE score may be incorporated o a composite that
includes scores on other devices.

Because of is relative efficiency and its widespread use, TAE evaluation
demands research attention, Research could uncarth the more vakid methods;
ones that might find use even in the private sector, and discern the proper role
of T&E evaluation in the sclection process. Moreover, such research maght
overcome the problem that TRE evaluation, despite its widespread use, i all
but ignored in otherwise excellent treatments of peronnel selection (Cascio,
1987; Dreher & Sackett, 1983, Schoewder & Schmitt, 1986}

This paper has several purposes, then. TRE evaluation has thus far been
described, defined, and differentiated from the empirically weighted
miographical data spprosch o personnel selection Next, theories and
assumpticns undertying the scoring of job applicant training and work history
for use in personnel selection are discussed. This is followed by & discussion
af the use of training and experience as minimum qualifications in employment
screening. Then come descriptions of various TRE evaluation methods used
for the purpose of ranking job applicants. Subsequently, research on the
reliahility and valsdity of various TRE evaluation methods is summarized.
Finally, recommendations for practice and future research on TRE evaluation
are offersd.

THEORIES AND ASSUMFPTIONS
UNDERLYING T&E EVALUATION

(Oine major assumption undetlying T&E evaluation is that the written exchangs
of biographical information, where the source is the applcant, is likely to be
more accurate than is similar information provided by other vehicles of
information exchange. Studses have suggested that the biodata supplied on
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the application blank is more sccurate than that supplied in inreraews [Cascio,
|987; Levine & Flory, 19751, Mareover, the applicant obviously has an casier
and more direct access to such information as compared 1o o background
investigator.

Another major assumption underlying TRE evaluation is the necessity of
job analysis. Since the hallmark of T&E evaluation is matching backgrounds
of applicants to job requirements, job analysis must play an Indispensable role
When raters have little job knowledge to inform their evaluations, the likely
oulcome is unreliable ratings or reliance on irrelevant information {Dipbaye,
Fromkin, & Wiback, 1975; Langdale & Weitz, 1973; Wiener & Schneiderman.
1974), Levine (1983) provided a method of job snadysis called B-1AM (Brief
Job Analysi Method), which includes a segment devoted to gathering
information that can be used to devise & rating plan specifically for T&E
evaluation. However, any of the well known job analysis approaches reviewed
by Levine can provide a useful foundation for TRE evaluation.

A third important assumption of current TRE evaluation methods is that
sandardization be incorporated to the fullest extent possible (Levine & Flory,
197%), The standardization issue i sttacked from three perspeciives: [1}]
standardization of the forms and questionnaires completed by applicants, {2)
standardization of the rating forms, {3) standardization of rating processcs
through reliance on training programs for raters and |/ or documentation of
rating/scoring procedures in protocols which serve as job aids.

Arvey, McGowen, and Horgan (1981), Ash and Levine (1981), and Porer
ﬂaumﬂmmmmmmmm
underlying a belief in the presumptive predictive power of T&E evaluation
These assumptions suggest that T& E measures may work because they measurs
the degres 1o which a complex af job-relevant abifities, skills, and motivational
patterns are possexsed by applicants. The notion that past behavior & a
mﬂpﬂmurmmmmmmunupmu
pimudluhmkmm-iuhinmmndhrﬂmpnfwmmm
he or she should be able and willing to do so again. There are many studics
in variow behavioral domains supporting this notion, For exampile, Hunter
ﬂHwth}hMpﬂwmuﬁumhm.w
modestly so, of future job performance.

Wernimont and Campbell (1968), among others, have argued that the
predictive power of past performance may be greatest when previous
sccomplishments match job demands for accomplishment in all their
complexity, Therefore, directly relevant job experience that matches closely
Mm&mquiudhmhblurlﬁhhmihm;dummudh
credited more highly than less closely matched experience.

Thie motivational side of the picture has 1o do with the issue of commitment
10 &n nocug . A expers and education directed toward a particular
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occupation w.mmmntln remain in the occupation. and to seek success
within it should likewise grow,

A maore tenuous assumption is that T&E evaluations provide measures of
specific knowledge, skills, and abilities (K5A4) needed for job performance.
This is most explicit, of course, in TRE evalsation methods that ask for
information directly related to KSAs. The reason that this assumption is more
tenuous than the others is the obvious lack of precision in measuring KSAs,
which the reliance on global reports of previous work experience and
accomplishments provides, TRE evaluation is not pearly as well suited 10
measuring cognitive abilities, for example, s are writien tests. In addition, the
manner in which K5As combing 1o produce skilled performance at various
points in someone’s career is not easily specified {Adams, 1957,

There are other, mare specific assumptions about TEE evaluation that are
applicable 1o particular T&E evaluation methods. Some are merely different
Merations of the items already discussed, These assumptions mcluede the
following:

I. Training and experience thai shows a pattern of progressive increase
in complexity and responsibility makes an applicant better qualified than
ane who does not exhibit such a pattern. This might be looked &1 in
the framework of learning, where it is not clear that someone who
worked as o supervisor in an occupation for a time and then became
a worker u bess qualified than & candidate who did the reverse. In his
review of motor skills learning, Adams (1987) considered an analogous
notion—adaptive training where difficulty of 1asks to be performed by
the learner are sdapted 10 each learner's level of mastery. Unforunately,
the approach did not produce better trained people.

2. Training and experience obtained more recently s likely to make an
applicant better qualified than one whose experience is stabe. For those
occupations that have undergone massive changes, it is difficalt to angue
with this assumption. For example, a personnel testing technician with
experience in the post EEQ Act era w likely to be more qualified 1o
do testing than is an applicant whose 1esting experience was obiained
prior 1o 1963, An ssue that must be considered in this context is how
long and difficult a retraining period would need 1o be 10 overcome the
projected disparity in qualifications.

3. More complex or responsible training and experience i morne valuable
than less complex or respomsible training and experience. This
assumption setms supporable on the basis of skill scqusition { Adams,
1987), 50 long as the complexity matches that required by the job being
filled.

4. Greater length of wraining and experience s more valuable than lesser
lengih of training and experience. On rational grounds, this assumption
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is defensible only to the extent that greater lengih cantinues Ly provide
opportunities for increased levels of competence in a given Docupalion.
There mﬂdunh:lwimﬂﬁﬁ:hmhnﬁngmmﬁ:mu
bevond which sdditional training and experience & not instrumental to
successful performance, This latter notion undergirds those T&E scoring
systems that credit, for example, experience of up 1o three of five years,
but dio mot sdditionally credit experience beyond this kevel

5. Length and complexity of experience or education bevond a cerian
optimum amount should result in bess quatified applicants. Such an
assumption underfies the thinking that a veleran performer is likely 1o
be overgualified for an entry-level position, and so should receive a lower
score on a TAE evaluation than an applicant with less experience, There
is some anccdotal evidence bearing on this point, both positive and
megative, but litthe in the way of strong research, People have heard of
the accomplisked worker who quits an entry-level job duse to boredom,
hurh!ymmuﬂﬂihmmphhdmnwhu.dshmul
» bess. suressful job, performs admirably in a son-supervisory position
In an era of concern aboul age discrimination, this asamption is very
tenuous, both because of lack of research and legal valnerability.

mmﬂlmphuqhdelEﬂmmbﬂllwum
contain & set of carefully researched assumptions, Hakages between the various
Tl!mmwmmﬂmumMmmwmm
between these constructs and job saccess in a variety of occupations and
m.ﬁlpmdcqﬂeﬂ!faiﬂﬂnqﬂqilmdﬂ:mﬂﬁumm
dmhnmthfmhmmwmuhum.m:hwmm
ﬂklﬂuﬁkhﬁlnﬂiﬁnﬂﬂﬂﬁm}hﬂﬂﬂ:hﬁgﬂdalm
Mwnsmmmmmaw; 19793,
Mmhalhmdmmwmhmmiumﬁmhmm

TRAINING AND EXPERIENCE AS THE MINIMUM
QUALIFICATIONS FOR EMPLOYMENT

mmﬁmiuumwmmuuwwpm

hmmmkﬁddpﬁmmdmmww“my
MhmmmWMWthmﬂﬁm.
wwmlwﬂyimm“mwmphyn
-*Cnlhpd:nﬂlm!‘lnd'ﬁwmnpmiﬂinmul
mm.'mhmmumwuuumm
mnrwm.-nmwhmmmmw'm
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for their children and insist on a college education for them. But there are
competing wews. The assumption that education is sssociated with job
performance has ofien been challenged as unfairly discriminatory, whether
ententional or nol, serving 1o screen out of the employment process minority
group members and others who have tended in the past 1o end their educations
before obtaining high school diplomas or entering and completing coliege
degree programs.

Ovganizations differ wadely in their use of education and experience
rojuar Some p and most public employers follow formal,
wysematic procedures 1o ecrudt and ultimately select employess for vacant
posations, while others follow procedures which are far bess formal, consisten,
and systematic,

In practice, use of a minimum qualification (MQ) is part of an employment
spstemn composed of interacting components. Recruitment is the initial step
through which prospective candidates are induced to emer the employment
process. Through newspaper advertisenents and notices in other publications,
posted announcements, recrusiers and external employment agencies, or other
means, 8 pool of candidates i sought from which one or more persons can
be selected for employment, Salary and other benefits are often highlighted
to maximize interest among potential candidates, while “gqualifications” are
expressed to limit the pool to those most likely Lo possess the sttributes sought
by the organization. The “qualifications™ sought by employers are typically
eapressed in one of three ways: (1) a8 a minimum amount and kind of education
and experience; () as & preferred amount and kind of education and
experience; or (3) as a siatement of the job competencies the organization seeks,
regardless of how these might have been acquined. As drscussed in greater detail
shortly, these aliernative means of mking prospective candidates 1o “pre-select™
themselves may have paradoxical effects on the efficiency and effectiveness of
the employment process.

FPreliminary screening procedures also vary. If a minimum qualification of
education and experience is used, candidates who do not meet the requirement
are eliminated from further consideration—a screen owe process. Another
practice w the review of application materials for the purpose of identifying
& few candidabes 1o be further asscssed —a sereen in process.

Ranking candidates 1o reach a final hiring decision is usually a more
extensive process, particularly in public organizations. Tests, assessment
centers, performance tests, employment interviews, and other methads may
be used in varying combinations to assess candidates more thoroughly before

Use of MQ requirements as a preliminary screen—in effecy, & pass-faal vest
which s the first hurdle in & multiple-hurdles selection strategy—may heavily
impact the wtility of the rank-crdering process. Though obvious, this fact s
often unrecognized by many employers, with the result that personnel selection
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problems are anexpectedly created, or are incorrecily arributed 1o other
components of the employment process.

The nature and stringency of education and experience requirements alfect
hoth the number of candidates lkely 10 be recrusied, and the number available
for mere comprehensive assessment. Employers adopting minimal preliminary
requirements (or none at all) rely on subsequent phases of the assessment
process to identify candidates who will be employed: adverse impact and the
meed for validity thus rest primarily on those methods of assessment, and &
retatively large number of candidates must be assesied, With stringent
education and experience requirements, however, fewer candidates need 10 be
assessed in the later phases of the sclection process, but the requirement @ more
likely 10 adversely impact the employment prospects of members of legally
protected groups. The importance of insaring the validity of the education and
experiencs requirement is thus grester, Sinngent requirements are also
potentially more costly, not only because of the possibility of wnlair
discrimination, but because of increased need for recruitment lo iosure
adequate numbers of candidates, and because higher salaries are often requined

. 10 altract compelent candidates who possess the credentials sought.

In practice, it appears that mosi employers determine education and
experience requirements on the basis of & rational judgment of job
mmmmmmnﬁwmmummwm
and the labor market generally, and compensation policy. Education and
experience have “markel valuc™ and consequenily. pemsoms with more
education and experience seck and expect greater compensation than persons
with less "value™ These linkages between education and experience
mwmw.mpﬂmmmmmmm
labor market affecting recruiiment impact both the determimation and
W’ﬁ“mﬂwmhmﬂtxw[lm
& Waldron, in preparstion), For example, stringent credential requirements
associated with relatively low pay may result paradoxically in employment of
mumﬁkm-ﬁyﬁuv@uﬂhmmﬁhmnﬂmw
were leas siringent. Given stringent credential requirements and fow pay, the
mphwmwmmmpkmmrmwlulomwﬂiundlhahw
distribution among those who meet the stringent requirements. With dess
wringent requirements it may be possible to attract a higher proportion of
w&muim:uhiﬂtpuﬁﬂdlh-ﬁ]hymﬁwﬁunmmmwm
mieet the less stringent requircments.

Artributes Assessed

The importance of determining the validity of paper and pencil tests and
similar quantitative selection technigques is widely sccepted, as generally ane
the methods for doing so. Esablishing the valsdity of MOQs, however, has posed
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a problem: virtually no discussion of ressarch findings or appropriae
methodologhes exists in either personnel selection texts or in professional
journals. Effective use of 3 minimum education and experience requarsment
demands linkage of such requirements to abilities, knowledge, or other
aftributes associated with job performance. Gibson and Prien (1977)
demonstrated criterion-related validity of minimum qualsfications which were
determined following the conduct of job analyses designed specifically 1o
identify sach anributes, Previous requirements in use by the employer (mol
derived from job analyses) failed 10 differentiate morne successful from less
successful employees. Minimum qualifiestions are commaonly determined,
uw,ﬁm-ﬂmMMMmrmdMMwwupmmk

Lise in Job Emabuation

Particularly in public organizations, minimum qualifications have
praditionally been enablished by clamification and compensation specialuts,
mmwmm-ummﬂ:wwu{dmn
and experience necessary for “satisfactory™ job performance. The judgmental
thmﬂhmﬁummmnmmmmhly
imwduﬂuﬂﬂﬂlhﬁrbﬂpnmmﬁmwpﬂl of
Whﬂtmmwwmﬂmuw
a3 minimum.

A Problem of Passing Poines

mmimﬂmumummmmlmud
nnﬁummwm;jm.mmwl
relationship between amownt of education or expenence and relevant job
knowledge or abilities (or job performance), s illustrated in Figare |

Hﬂelnﬂpbﬂ;lﬂﬂﬂlhpuﬂlﬁﬂlﬁllﬁﬂhjp'mjflmmu
readily permat establishment of a minimuem gualification requirement
{Johnson, Gulfey, & Perry, 15980}, Unfomunately, a3 will be discussed in greater
detail shortly, such relationships are probably uncommon. More likely are
relationships similar to that depicted in Figure 1b, in which the relationship
h:ﬂhhmﬁnﬂuﬂmhwy.

Dietermination of an appropriste minimum qualification requirement i
mummmmm-uuqnnmpwum-p.m-m-
pencil test. hhuﬁmeMmumﬂMnmmm
clearly distinguishes “gualified” from unqualified™ candidates. 1t is. instead,
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a problem of decuding which among & range of several options is most
appropriate, given other facts about the job, the employment process, and the
setting (cf. Cascio, Alexander, & Barrett, 1985).

Equity

Perceptions of [airness also play a role in many settings. To employ or
promote an individual possessing less training and expenence than another
is often viewed as inequitable and unfair; the person with more training,
experience, or sensority, for example, “deservea” 1o be hared or promated.
Similarty, it is “unfair™ to requare, say, two years of experience as o minimum
requirement to be an “Accountant |” in an organization, and impose the same
pwo-year requirement to be considered as an “Accountant 17 many
organizations, particularly in the public sector, would require more than two
vears' experience for the hagher level job imply as a matter of organczational
palicy.

Traddition

In many professional occupations, particularly the tradimonal professions
such as law and medicine, specific patterns of education and experience have
evolved through which most persons gain entry to the oocupation. Guion
{1974}, in a different context, alluded to such a patiern in conssdering the
vahidation evidence needed 1o jusiify an educational requarement for a heavy
equipment designer: is a critenon validity study necessary, or even desirabie,
1o determine that a degree in mechanical engineering should be & minimum
requirement for employment in such & position” From a legal perspective, the
pressure on employers to “validate™ their requirements for such occupations
has been much mone limited than has been true for most jobs (Dichier, 1985

The practices described here and the problems they sometimes create
probably stem, st least in part, from two characterstics of education and
experience credentials: (1) they are o best indinect inalicamer, rather than direct
meansrer of competencies (Johnson et al,, 1980); and (2} they are visible, readily
verified, and widely presumed to be highly sssocuated with job competence
{(Gostfredson, 19861

Effective Use of Minimum Cualifications in the Employment Process

In princuple, employers could eliminate all use of minimum education and
experience requirements (rom their employment processes, and ossess
prospective candidates using other, more direct measures of relevant
knowledge, skills, and abilities. Such & radical shift in emplovment procedures,
however, 14 not likely of even desirable, The preferred practice would be careful
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use of such requirements hassd on a bester definition of the annbutes Lo be
pssessed, and consideration of the utility of an education and eApeTiEnoE
requirement 1o assess such attributes in comparison 1o the utifities of alternative
assessment methods.

General Educahon Reguorements

Amount of general education is clearly associated with many other vanables,
including basic language and guantitative abdlitses. The kev issues are (1)
whether tc assess general or basic abilities through a general education
requisement, and if 50, (2) the amount of education Lo require:

hlhpmﬂmﬁlﬁw.mﬂlmwdmm: between amount ol
education and general intelligence is about .60, a fact which may sccount in
part for the widespread use of general education a3 an employmend requirement
{Gouiredson, 1986), A relationship of this magnitude is unhikely, however,
within a poal of applicants for a parvicular job, depending on the nature of
|b¢;obmdmeuhq-pﬂnﬂ;lnlm,ﬂ:umimmipmywunhum of
even be inversely pssociated with job performancs ander some conditions. In
a concarrent validity stady, for example, high abdity and well educated
emplovess are more likely to secure pr or other employment. the
abtained correlation between education and job performance is therefore
reduced (or becomes negative) m a consequence. Similar distortions from
pnpnhﬁunmuhnuunmmanlm samples, particularly when pay or
oaher indscements are not competitive (Johnson & Waldron, in preparation].

cOmpetitive.

HnMﬂﬂthm;mﬂmuwm
duummﬁmmmmmmkmd:um”nh
mﬁwﬂm&mmmm&mﬁhﬁmﬁm
Mpﬂummuwmm.Im{kmjnMan-ﬂ:m
{in preparation), and Prien and Hughes (under review) have described studies
based o the use of the General Education Development (GED) Scales (LS.
Department of Labar, 1972} and suggesied procedures for doing so. Job
mﬂmarmmhlumjnbmhlwlhqﬁu}uh]nnm&pdmﬂiﬂ
scales for mathematical demands and for tanguage demands—atiribistes
associated with bevel of general education. Prien and Hughes (under review)
have also devised a method of determining the educational equivalence (in
years) of each point on the GED scales, an important advance in their use.
Hmdmmmﬂumumiwmmunmﬂﬂmd
scale format,  linkage between the GED scales and years of general education
wumhhhd:hmmuiuuﬂmpliﬂndmmdﬂ]yhlmm.
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These and other uses of job analyss information to identify general educational

equirements, however, cannol result in precise statements of what the
requirements should be; they can only provide a range of potential “passing
points™ from which 1o choose and & basis for making the choice.

Specific Education or Traming Rejuerements

The requirement of & specific kind of education or training implies the
sssessmeni of specific knowledge or skills. Such competencies might be
relmively narrow and simple, such as knowledge of tiganometric functions
o1 the proper sdministrative procedures for a group employment test, of broad
and complex, such as knowledge of gastroemerology or methods of analyzing
consumer spending patterns. Three questions arise concerning the use of such
requirements: { |} the extent to which the knowledge or skill should be requared
among applicants rather than trained by the emplover: (2} the extent 1o which
the credential specified by the requirement excludes others who have aho
acquired a comparable level of knowbedge or skill; and (3) the amount of
training or education appropriately required.

Thie first question—1ihe extent 1o which the knowledge should be required
amang applicants rather than traiped by the employer—requires consideration
of the availability of persons possessing the training in the labor market, and
the costs of providing the necessary training. The second can be more comples;
if & pattern of education is not the exchuive means of soquiring the knowledge
relstedness and utidity of the requirement. For many occupations, defining such
paterns is increasingly complex. Course and job titles, for example, though
commeon in public sector satements of requirements, are increasingly subject
to challenges by candidaies because they are not the exclusive means of
acquiring or demonstrating the competencies sought. A knowledge of
clementary siatistics, for example, may be scquired through a vanety of
different educational experiendes.

The amount of Lraining Lo require has been particularly troubbesome for
more demanding jobs, especially those requiring & breadth of knowledge not
readily defined throagh linkage of specific job knowledge with the comtent of
specific courses. This problem has been particularly difficult in determining
-mmuaﬂlhwdﬁmdmmtbmdmmth:mmmlnfu
scademic major, such m “n Bachelor's Degree with a major in Accounting.™
Such requirements are appropriate if the job analysis suppors one or mare
of the following conclusions:

1. The job requires a breadth of knowledgpe comparabie 1o that demarded
by the “traditional™ professions. Examples are law, medicine,
ecopomics, meteorology, engineening, psychology, and microbiobogy.
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Such jobs typically require exercise of conmderable discretion by the
emplayee, and the application of & complex body of knowledge which
can be acquired only through an extensive sequence of educational
COurses,

2 ﬂttkmﬁc&undnwirywumdwmhmmbywm
means.  Many knowledge domains are sufficiently vast that it would
be impractical for an employer 1o devise an appropriate paper and pencil
test, [ist of relevant courses, of job simulation to assess candidates.

1, The comsequences of Ror requiring an geademic Major are Jvere. Far
example, in erder to minimize the likelihood of errors affecting the
health and safety af others as o comsequence of insufficient knowledge
of relevam principles, facts, of procedures, & major in microbiology
maght well be a reasonable minimum requirement for & job in a health
iabaratory, even if four or five specific courses could be wentifbed as
essential 1o the knowledge requirement.

4 mmwmm&aﬂudﬁtnfmiwmuj
acquiring required knowledge. As noted eartier, failure 1o conssder afl
educational patterns resulting in acquisition of the knowledge sought
inappropriately excludes some candidates from conssderation.

Experience Rajuirrmmts

The recommendations concerning use of experience requirements are
logically analogous 10 those described above for education and traning. An
unpﬁminuqfth:ﬁpu:ﬂh\'unﬁuld?npulﬁw[ﬂ'ﬂiukmm
by the U.S, Department of Labor (1972). The SVI scale is used 10 rate the
mdmnﬁmmm.wmdmw
h-mml-mmmﬁﬁuﬂmw,mw
scale, though scemingly useful as an ad in determining expenence
mmhhmm“m:mmm*
mp&whwmadﬂtmﬁuwﬂm

As the review of relevant research suggests, empirical evidence exists

confirming relationships between the relative amount of experience and job
performance. Much of this evidence, however, is based on experience in the
mjﬂ,rmmnllp:ﬂmmdﬂewpﬁnrjuh.mmt:MEWm
dpﬁnfwtupﬂiﬂu,mdlhnppmpﬁu:mmﬂufnﬂup:rinnw
require, are critical decisions.

Conclusions
mmdanimmmn-ﬂkudnhujandupnwis

MquWMnWMmrh
advantagecus both 1o employers and prospective candidates. Among these arc
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wse of preferred qualifications (sometimes used in addition 1o minlmum
qualifications), and explicit expressions in recruitment effors af the
competencies sought by the employer, These alternatives permit applicants the
Cpporunily to exercise self-selection, and pravide to applicants in advance at
least part of the rationale for potential rejection. Because minimum
qualification requirements are analogous 10 passing points in other assessment
procedunes, it i also possibie to devise methods for assessing relevant training
Me:mmmmmmmmmm.m
poind in such a procedure can be adopted as a “minimum qualification, ™ Before
funher discussion of these options, descriptions of various T&E evaluation
methods are provided,

METHODS OF T&E EVALUATION
Holistic Judgment

The method wsed most frequently to evaluate applicant training and work
expenience is aor A formally scored T&E evaluation method, but the rather
cursary review of the application or resume. An employment manages, line
manager. of some other individual reads one or more completed job application
forms or resumes and makes a rather general judgment aboat the relative
suitahility of the applican(s) for employment in the target job. Depending on
the stage of the employment process st which this review takes place, the
judgment may be something like ane of the following: “not well suited—screen
out,” “may be well suited—screen further and seek additional information,”
mmmuummwm—mmmmumm
in the hiring decision,” “well suited, best of the current crop of candidates—
make offer, " and so forth. Thas informal approach is addressed here nov because
it i & practice 1o be endarsed, but simply in deference to its pervasive use

The key feature of this holintic judgmen: approsch 1o evaluating job
applicant truining and work experience is its westruetured nasure. That is, the
specific bits of information wsed to make judgments about apphicants and how
those bits are combined to arrive at the judgments are determined by the
individual T&E evaluator. In terms of the Levine and Flory {1975} conceptual
framework discussed earlier, the halistic judgment method could be classified
in any of the four “judgmental™ cells (high or low job relatedness, surface
characteristics, or inferred traits), depending on what the evalustor uses as &
basis for making the evaluation. This method is strikingly similar to the
unstructured employment imterview, Note that, while any form of T&E
evaluation can take place independently of the employment interview, vimually
every employment interview involves the holistsc judgment method of TRE
evaluation in that all imerviewers have the application or resume of the
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interviewee @ hand (cf, Dipbove, Fontenclle, & Garner, 1984, Tucker & Rowe,
979

In practice, evaluating the validity and reliability of the holistic judgment
method is problematic. Note that this method is not covered in the next section
on research on TAE evaluation methods die o the pascity of published data
Both the criteria and the process for making judgments about applicants fram
resume data exist only in the minds of individual evaluators, and hence, are
both unrecorded and unstandardized. In addiion, many T&E holsuc
judgments are inextricably confounded with information gained during
employment interviews of other social interactions (e.g., dinner with the job
applicant)

Traditional Point Method

The most prevalent formal T&E evaluation method used by public sector
jurisdictions is the traditional point method (Cook, 1980). As described by
Porter e1 al. {1976, the point method most aften used in public personnel
agencies consists of a mechanical formula set out in a formal schedule. Poants
are credited for the number of months or years of different kinds of relevant
training, education, and experience. Most typically, applicants are assigned a
hase (passing) score of 70 of they meet minimum qualification fequirements.
Additional points are then added for months or years of specified types of
training and experience. Different types of training and/or experience ane
assigned differential point values. (Hopefully, these differential values are
determined through consultation with subject matter experts during a thorcugh
job analysis.) These are typically multiplied by the respective number of months
or vears associsied with each applicant’s background, then summed to armve
at the applicant’s score. Each score that is derived tends to be unique, and
the collection of scores tends o be distributed continuously over a 3 point
range (from 70 to 100},

By way of illustration, inspect the rating schedule shown in Tabie 1. The
firss paragraph describes minimum qualifications for the job while the second
and third paragraphs cover substitutions and equivalences. Next follows the
general schedube of points, illustrating the different point values for different
1mthﬂ}duﬂmﬂmwummmsimm
by specific education and expericnce schedules. These define what constilutes
=47 level, “B® level, and “C level education and experience for the target job.
mh:hmmﬂmmmhf&EMrh
sees if the applicant meets MQs. If so, the evaluator then procerds (o scone
the applicant’s training and experience according Lo the guidelines and various
schedubes,
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Tabie | Phanom County Traditional Point Method for Automotive
Equipment Repair Foreman (AERF)

Masrmarny Qi

Ciraduation from s wiesdard high whool and four yean of eupenssce o an aulomol
echinn,

Fuall-ume past i PETIEOOE Mak b vk d for the requared hagh schoal
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Forves Inscruie may be substauled [ high schoo! gradusies
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b M MOs are mel, maign & base soee of M and proceed 1o urp 2.
e I MG e ot met, devgnass ihe spplican s "NOT QUALIFIED™ and go on 1o
1he next applicant
1 a Review expericnes ssd edhcation sbow the M. For rach drermm wheher o
ieducation or experience) w A lrvel, B ieeel or © vl scoording o the snisched sohe-
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Table | (comtimeed)

b fm--m«wmmhmmtmmmmmh 5 “luly,
PO Mg 190" i egual 10 13 menthe)

Ma ceedit 8 gven Tor pant of @ mosth.

M gpeers in colicge e cTedied, Bol @IBORL.

Technical training reorives credit oaly if exact dates and clansrosms hours are fsted.

The applicant may mocive one year'y oredit for cach 2 yeary of college il credit houn
umﬁnﬂulhmm“'ﬂﬂhnﬂm

nﬂilmh:wﬂqm-hwuﬂﬂﬂhmkﬁrmdhqwmhu

N R

In & later section, it is noted that the validity of the traditional paint method
T&E pmudm'uquhl low, and not significantly different from zero ina
nontrivial number of instances. Reflecting upon these procedures for a
mnmhmmmmmmmrmtmy.mwm
ptldiunﬂ!ﬂuﬂﬁuuﬂpﬂinlmﬂlmdiuﬂaiﬂrmmﬂimlmﬂ
Emhlhtwyhmdm-hﬂmmwmhﬂmm
s available, the elfect of different o even identical training and work situations
on different individuals cannot be measured with high accuracy (Ash & Levine,
ms;w«a,mnnumyquuimmmmnhnmw
wha scores B7 is more qualified than the applicant wha scores 86 or 83 for
the target job in Table 1. How does one know what sdditional KSAs the
mmuumﬂnmu‘wﬁnwuﬂumm“m
of “A" level work experience that the applicant with the score of 86 does not
memmpwkiﬁu:hﬂmllhmmdmm
m“p:d:wwphmhﬂmﬂmrmdnm.
M,mmmmiﬂMWMMMM
meﬂkmmwmﬂMMBm.
Zch messurement error in traditional point method scores is oven mOre severs
when one comsiders that the quality and content of knowledge gained at
Mmﬂmmmmhmm For
m,mmmmm-mmmw
ﬂmmmwo{mmh'wm

Iuﬂﬁilu#wﬂpﬂﬂmﬁmdmmmm
m:uummmmmmmnmm
mﬁurmqmnuﬁr.mn.mm,wuwummm
umkmxmwmmmymhmmam
lwn"limmhth:pmmmﬁw:tupwhmmdud-u:inn.
Tnh:;mumlmdmmw“uﬁuhuhm
to successful performance of the target job, minority, female, and young
thﬂuﬁdlur&hhhﬂmhmhm_nlmm
Mhﬂﬂﬁnmmﬁtawrnp‘lﬂﬂmlrﬁﬂqpﬂnuﬂﬂm.
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Tabde 2 Buasic Grouping Training and Experience Evaluation Guide

Jub Tithe: lummﬁwfmw E‘odrﬂﬂ.!l
Evabsstion Ct AP g he I $E
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wwuﬂmqummuhmu
have: d heavy eqag e fe ., drag tread
“um--mﬂqummwﬂd—ﬂm
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Cualdfied suiomotive serocsman). MO Four yean of eap a8 &

EE

The Grouping Method

In the basic grouping method (as described by Porter et al., [976), applicants
are usually divided into 4 small aumber of groups on the basis of simualtaneou
consideration of training and experience. Rather than being ranked vertically
over & continuows range, apphcants assigned 10 each respective group are
mssigned the same score. For example, if the applicants are divided into three
groups, those in the high group might all be assigned & score of 90, those in
the middle group a score of 80, and those in the low group a score of M. The
it idea of the grouping approach is to identify the well-qualified and well-
suited candidaies for position vacancees, and 1o the exient feasible, allow all
of them to be considersd by the hiring authornity. The number of groaps, the
score differences, and the nature and complexity of each grouping T&E
evaluation plan are determined by such factors as the outcomes of a job
analysis, the probable number of applicants, and the probable turnover in the
job classification, among others,

By way of illustration, inspect the basic grouping T&E evaluation guide
shown in Table 2. A T&E evaluator using thas rating gusde would examine
applicant data from a standard application form or resume, and then determine
which of the five categories described in the gusde matched best the background
of the applicant. The applicant would then be assigned the score for that
category. In the particular example shown in Table I, the Nor Qrualifed
category contains the formally stated minimum qualifications (M Ow), “Four
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vears of experience a5 an automotive mechanic,” and the nolation “MQs not
scored, ™ In this case, the formally ssted MQs are 100 general to permit troating
them within & single scoring category, Depending on the specific nasure of the
experience, four vears of expenence &8 an automdotive mechanic may be sconed
s T or Bl

As compared 10 the traditional point method, grouping spplicants may make
the rating procedure conform better 1o the actual level of precision attained
in T&E evaluation and measurement bassd on data obtained from traditional
application forms and resumes (of. Ash & Levine, 1985 Porer et al,, 1976).
and thereby conform more closely to a decision-making maodel of stlection
where individual applicants are categorized imto more and less suitable groups
from which a hiring supervisar or manger can choose (cf. Cronbach & Gleser,
1963). Another important aspect of the basic grouping approach is that
applicants receive no credit for experience and education beyomd optimal kevels
qﬂlﬁldinlb:nl'm:plu.ﬂnlh:olhﬂ hand, grouping methods are similar
10 paint methods in that types and amounts of both training and experience
are used as indicants of competencies which, in theory, are relsied o job
performance crileria.

The Behavioral Consistency Method

Pﬁ'hlpmmmumnﬂmmn{TtEannmﬁMnﬂ!hhﬂurﬂ
mmrmhud:mhudmtr:ﬂlmﬂmmipuhduﬁwuum
mmdmm.mmmwm;
{mcm&mm,mn.&mwm.mmm
wmuaﬂmmmmﬁmdwumm
history guestionnaire method (State of Wisconsin, 1979) and the
gecompilishmens record method (Hoagh, 1964), Although there are some subtle
mmmﬁxmmpﬂﬂwm
|mmﬂhmilamtmdulppiummlhb-hﬂﬂxhiﬂﬂlnhinm
behaviors that are required for superior performance in the tanget job.

I-mﬂummwummwdmm:
dimensions, usually from five to ten. In the Schmidt et al {1979) procedure,
Mmmduiﬂw:unhhiumlnumdmwuum
mhmmmqlm:.mmmmmwgm
critical incidents (Flanagan, 1954) generated by subject matter experts. For
mmwamwmmmmmmn
detail at least twi past achievemenis which best demonstrate their capabilities.
Applicants are asked 1o include the following information for each
schsevement: (1) what the problem or objective was; (1) what he/ she actually
uwummmumuwmuummmmurmu
te/ she claims for the outcome; and (5) the mame/ address| phone number of
someone whio can verly the achievement.
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Once achievements have been collected from an applicant or present
employes group, & sample of the achievements is subjected 1o a scaling process
smilar to that wsed in denving behaviorally anchored rating scales (eg.,
Camphell, Dunnene, Arvey, & Hellervik, 1973 Smith & Kendall, 193 First,
the achievemenis are classified inio the achievemnent dimensions independentiy
by subpect matter experts. Only achievements which are assigned consistently
1o respective dimensions kre retained for further consideration as scale anchors.
Next, the surviving achievements are rated by subject matter experis in terma
of the level of achievement cach represents. On the basia of these ratings,
achsevements which reliably represent the continuum from low 1o high
sccomplishment {or each respectrve dimension are selected & anchors (bench
mark achievemenits) for the achievement rating scales.

These rating scales are used by TAE evaluators to score the achievemenis
supplied by each applicant. Typically, achievement scores are combined across
dimensions 1o derive a single score for each applicant, Theoretically, this score
indicates the applicant’s relative standing in terma of his or her past bevel of
behavioral achievement (“samples™ in the terminology of Wermimom &
Campbell, 1968) in areas directly related 10 performance in the wrget job,

Seli-Rating T&E Evaluation Methods'

The self-rating approach to TEE evaluation is sctially & family of methods.
What distinguishes them from other T&E evaluation methods o that they
require applicants 1o make judgments or evaluations of their backgrounds in
terms of ks they have performed or KSAs they have noquired. The seif-
rating method of TRE evaluation seems 1o have been developed in the 19%0s
by Ernest Primaofl in his “job element”™ examining for blue collar trades for
the federnl government {Primoff, 1975). Three variations of the sclf-assessment
approach are described here. In general, self-rating TEE evaluation methods
are lime consuming to develop, only in that they require a detailed job analysis
with specific task or K3 A statements which serve &s the basis of the self-rating.
They are efficient 1o score in that they are casily adapted so that they can be
machine scored using an opthcal scanner. The most significant problem with
the sclf-assessment methods of T&E evalustion is that they are highly subject
toinflation bias on the part of applicants | Anderson, Warner, & Spencer, 1984),

Task-Basal Methods

The task-based approsch relies on the premise that adequate validity can
be achieved by obiaining detasiled information on specific tasks that an
applicant has performed in the past, regardiess of the job in which the task
was performed. In this approach, then, job tasks serve as indicants of past
performance which are presumed to predict futare performance. In its simplest
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form, the task-based approach is operationalized by means af a supplemental
application form consisting of a task inventary composed of nontrivial 1asks
{#s determined through job analyss) in the warget job. Applicants are asked
to cheek the tasks they have performed in the past. In more complex forms
of this approach, applicants may be asked 1o rate the tasks using a more in-
depth scale such as: “0—1 have not performed this task; |1 have performed
this task under chose supervision; 2—I have performed thas task independently,
secking advice in only the most difficult situstions; 3—1 am considered an
expert in this task by othen.”

Applicants also may be asked 10 specify the setting of job in which they
performed each fask for verification purposes. Some task-based approaches
even incorporase “inflation™ of “frankness” scales by including bogus tasks in
the task listing (Anderson et al., 1984; Farrell, 1979). Applicants who report
performing nonexistent 1asks are judged 1o be falsifving their responses. An
wﬁnuﬁmnu:uwhmdih:nﬁwpmm.

KSA-Basesd Methods

These methods are similar 1o the task-based methods except that applcants
MMmlShMMﬂdﬂin&meﬂlmmwﬁm.
K5As impartant for comsideration in selection are ientified by means of a
job anadysis (e.g., Primaff, 1975) and arranged in & format that requires the
applicant to first indicate the level of cach KSA be/she possesies (e.. 0n 2
S-paint scale ranging from “0—1 know litthe of nothing about this™ to “4—
Immmlnmrmﬂmdﬁmmdnummm
mmmummmmmm-mmpuwmum
wm&rhmwmmmﬂMlMMMm:mb
ﬂdmhnd.ﬂmliﬂu‘lmitﬂwfmiﬂnﬂf:helﬁw
wmm.lohmnﬁutliﬂ}mwdlﬁmmm-hﬂlh:
-ppimimﬂym-hﬂh:muu,lkpwumls.lnau:m
way to implement the KSA-hased method.

The [llinois job Element Method

P. Ash, Taylor, and Hocl (1973) proposed an approach to job element
nmmhwthﬁmCMmsmmdﬂﬁmm
A-hnamehﬂhnavuwﬂumm:ntmhnﬁwmm
applicant’s job-related K5As. The llinois civil service examinations inclade
T&E evaluations, wrilten tests, interviews, and performance tests. Although
mmmhmmﬁnwmm.mpﬁm
T&E svaluation method is a scored “biographic element. " Mc Daniel, Schmidt,
MHWHH&}MHMT&E&MMNMMMMM
w.hummmmﬂmnﬂdnumﬂm
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Table 3. Outline of the Primary Job Analysia Questions | Instructions for the

Improved Point Method
I Deifine the major tasks performed bo carry oul e respomibiltion of the job
3 What specific ch i (uklla, b dge, are pecrmary (0 perform Thes:

tanky wif?

3 Whan specific cxperince, iraining, or oiher {snon in & pervotn Background would show
thai @ peraon it able io do this jo?

4 Thlurhmﬁ-ulﬁm-lr.l.-nfuﬁﬂmdmmhp
producon speed, merperonsl e, ST

L Deescribe che crticall sustions. Ul oocur o6 the job, What ubsstions clearly sparsie the
bewt from ihe wore owmbess @ ierms of hirve they handle (he slussions”

& Whal ipecsfic charscseraticon m U woriers (Their skill, isowledge. abinies) maie the
difference betwoen handlng b wiustion well or poory”

T Think of vhe besn periormers of ihis job you bave kscws. What charscierisio [sills,
e, wtaliten) Mkt 1hem Fapenor woiken? Whal thoagp o thew hach groued
(rxperanGE, FMRINE. £} made them able 10 perform thin ol so well?

B Think of some poor performen of this job. 'What charscteristies do they ksck” What m

lacking in iSny backgroesds?
L m‘hmﬂﬂmfuhfwuﬂ*m
[[8 o {Ad ehae being eeal, & characteriatic X mooe, ko,

wmm-mmumq I group snd anrange ther wpecii-
i 5o the categonies will be ol equal weight.

reperted the results of 16 criterion-related valsdity studies conducted on this
then provide a sclf-assessment on each KSA dimension, A TEE evalustor
reviews the job experience description to determine if it supports the self-rating
on the respective dimensions. If so, the self-rating is the applicant’s score on
the particular biographic element; if not, the appbcant is given no credit on
that element.

Improved Point Method®

A rather detailed method of TAE evaluation has been developed and
implemented by the State of Washingion Penonnel Depariment {Swander &
Schultz, undated}—the improved point method, It begins with the use of &
semi-structured interview type of job analysis to find out from subject master
experts the important KSAs in the target job, and the specific things that a
person woukd have done in the past which indscate that the person possesses
these importamt KSAs. Table 3 shows an outline for this job analysis approach,
A key aspect of these job analysis imerviews involves getting information stated
in terms of KSAs. For example, if a subject matier expert says that “someons
must have a college education to do the job,” the job analyst shoubd sk, *What
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is it that is gained in collepe that would make a person swccessful on this job™™
Answers like “ability 10 learn & complicated body of information,” of
“knowledge of engineering procedures,” are examples of more specilic KSAs
that are desired.

The next step in the improved point method involves incorporation of
specific things—which, if done by an applicant in the past, indicate that the
applicant possesses particular KSAs of interest—into & T&E scornng key.
Particular emphasis is placed on developing the scoring key i such & mannper
Ihulﬂapplmwhnmthquhﬁﬂmdwlhjﬂbhhflﬁi:hm
1o get credit for them. Thus, it is imporiand that the TRE developer do a
reasonabie job of providing for ways to credit the qualities in the scoring key
sa that the majority of persons who possess them will have them detected in
the TEE evalumion. As an example, consider the job of Mental Health
Community Programs Chicl. An applicant’s work experience is scored for
KSAs relating to six arcas: (1) adminstration; (2) planning and budget, (3}
coardination; (4) laws, regulations, and judicial system; {§) management of
supervision of service delivery; and (&) professional involvemnent. For the fourth
area—Ilaws, regulations, and judicial system-—an applicant wall rective one
point credit each if he/she has done the following specific things in & pob beld
for 12 months or more:

wrote sdminkstrative policy.

wrote legislation;

made presentations (o kegislature:

worked with legal cases related Lo commitment;

prepared begal defense by organizing testimony (evidence];
contracted for legal services; and/or

prosecuted or defended clients in coun as attorney or employer of an
atloraey.

Similarly, the TRE evaluator will review the application materials of the
applicant checking for and crediting other specific types of expericnie under
each of the five remaining arcas,

Because of the relatively detailed information required from applicants o
mmmnnu.mwwuum.uummmmm
how to describe relevant experience {and occasionally education) in encugh
detail. Instructions include a listing of the KSA arcas being assessed, plus up
mlwwﬂwﬂmm&mnmwmnmfw
the job Right-of-Way Agent inctude the following:

i addivion to the completed standard spplication, we need 1o know the
details of your experience in the areas listed below. Prepare your respanses
on additional sheets of paper ...
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L. Megotiating land use leases, agreements, acquisitions, sales, and
casements with (a) landowners, (b) governmental agencies, (c)
COTPOrALIons.

1. Propeny management and appraisal (specify i this was public
propertyl.

3. Oral presentations to legslative and other state committees (e.g., the
Imteragency Committee on Outdoor Recreation).

4. Writing repons.

The improved point method appears 10 be somewhat more promising than
the traditional peint method or the holistic judgment method in that it focases
to some extent on scoring behavion underlying the K5 As judged to be required
for successful performance in the target job. Note this method's similarities
in some respects (o the behavioral consistency and task-based self-assessment
T&E evaluation methods discussed previously, Unfortunatzly, the authors are
not aware of any studies assessing the criterion-related validity or reliability
af the improved poant method.

General Summary and Comparison of T&E Evaluation Methods
The most pervasively used spproach for determining the smitability of

applicants for employment in particular jobs through sssessment of education,
training, and work history is the unsystematic and unstandardired holistic

Jjudgmeni method. The formal approach to training and work history

assexsment that is predominant in public sector organizations is the rather
simplistic froditional point method. Both of these approaches 1o T&E
evaluation have been criticized for serious conceptual and measurement
problems (e.g., Ash, 1984; Ash & Levine, [981; Johnson e1 al,, 1980),

The grouping method appears to offer some improvement over the
traditional point method in that us level of precision is more appropriate to
the nature of the dats used as the basis for TAE scores. However, the grouping
method s similar to the traditional point method in that it uses credenriati—
indirect and fallible indicants of applicant competencies,

The improved point method, although relying on credentials 1o a limited
extent, focuses more on specific job behaviors or duties as indicants of job-
retated K5As. It appears to constitute & bess arbitrary and more accepuable
approach to allocating rather specific point scores to applicants on the basis
of their respective backgrounds. As yet, however, this method has not been
subjected to the rigors of empirical reliability and validity research.

The weif~assessment methods, both sask-based and K SA-based, share the
problem of potential inflation biss, which appears to be a significant factor
in Emiting their application. Yet, these methods appear 1o offer maore direct
indicants of job competencies than the traditional point and grouping methods.
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The task-based approaches, in particular, seem quile justifiable on the basis
of content valudity.

The behavioral consistency methods appear relatively sound in many
respects. The behavioral emphasis in the job analysis and rating scale
development phases worlss in favor of the content validiny of selection decisions
based on these methods, On the other hand, behavioral consistency scores are
affected by applicant memory, verbal ability, and writing skill. Thus, this
method retains content validity only when applied to jobs in which these three
KSAs are of nontrivial imporance {Ash, 1983). Also, applicant completion
rates for the behavioral consistency method application supplements are often
substantially lower than for standard application forms or self-assessment
supplements {cf. Ash, 1983; 1986; Schmids et al, 19790

In examining various methods of TRE evaluation, it is important to
emphasize that thess methods spparently measure differsnt things in applicant
background data, and the rank order of applicants can be affected substantially
by using one approach instesd of another, Correlations between behavioral
consistency and traditional paint method scores are consistently zera or skightly
negative (Ash & Levine, |981; Johnson et al., 1980), Correlations between
behavioral consistency and task-based scores are comsistently moderate,
ranging from .36 to 34 {Ash & Levine, 1981; Johnson et al., 1980). Correlations
between behavioral consistency and grouping scores range from zero 1o 29
{Ash & Levine, 1981; Schmide et al., 1979). The only correlation founsd between
behavioral consistency and KSA-based scores was essentially zero, but the
correlation between grouping and KSA-based scores from the same study was
AT (Schemadt et al, 1979). Correlations between grouping and task-based scores
are moderate, ranging from .28 1o 53, while correlations between grouping
and traditional peint method scores are high, ranging from .60 1o .74 {Ash
& Levine, 1981). Correlations between task-based and traditional point scores
range from .10 to 49 (Ash & Levine, 1981; Johnson et al, 1580). The onty
correlation found between behavioral consistency and holistic judgment scores
was 36 [ Ash, 1984)

Next the reliability and validity of the various TAE evaluation methods are
examined.

RESEARCH ON RELIABILITY AND VALIDITY
OF T&E EVALUATION METHODS

Reliability of T&E Evaluation Methods
The reported reliahilities of TRE measures are usually high. Ash and Levine

{1985) provided 12 estimates of the reliability of T&E procedures. revealing
& mean mter-rater reliability of &3, Their reliability for the task method was
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near 1.0, probably duse to the lack of rater judgment needed for the sconng
process. The review by Schmidt et al (1979) found inter-rater reliabilities in
the 05 1o be typical of point system TAE evaluation methods. However, the
Ash and Levine (1985) and Schmudy et al {1979) rebabilities refloct the
correlation between evaluators scoring the same applicant responses {i.e.,
conspect reliability, see Cattell, [971L A more appropriate (and probably
lower) estimate would be obtamed if applicants retook the TRE evaluation
imstrument. Such a rebability estimate would include an assessment of error
varance due 1o intra-applicant variability. However, such reliability estimates
are not available.

The Validity of T&E Ratings Determined by Traditional Methods

The use of TRE ratings has traditionally been justified through comien
walidity arguments (Beardsley, 1976; Cobb, Spoocl, & Pollock, 1974; Levine
& Flory, 1975 MacLane, 1982; Maslow, 1968; Porer, Levine, & Flory, 1976,
Primofl, 1975; Sage. Cole, & Johnson, undated; Schmidt et al. 197% Siae
of Connecticut, 1978), There are only a few lterarure reviews of the criterion
validity of TRE examinations. Schmidt er al. (197%) summarized much of the
available literature, and found the average uncorrected vabidity coefficient 1o
be approximately .10, Humter and Hunter | 1984) reviewsd the studies located
by Schmidt et al. (1979), which involved traditional T&E evaluation methods,
and offered .13 s the average validity coefficient after correction for
unreliability in supervisors’ ratings,

Ash and Levine ( 1983) examined the criterion-related validity of four TRE
evalustion methods (e, twraditional point, grouping, task-based, and
behavioral consistency) across three occupations, They termed their validiies
“quasi vabdities™ since their criterion was a peer nomination score denived from
statements of who would make the best supervisors il promoted. Only the
grouping method produced significant quasi-validity coeffickents (r = 2| and
r= 30} and for only two of the three jobs under study,

The most comprehensive summary of the validity of T&E evaluation
methods for personnel selection is presented in McDaniel, Schmidi, and
Hunter {1988a). Using meta-analysis methods { Hunter, Schmidt & Jackson,
1982), MecDaniel et al. summarized the validity evidence for four TE
evaluation methods (iraditronal poant, [linois pob element, task-based, and
behavioral consistency) based on 132 validity coefficients with a 1otal sample
size of 12,048,

MeDaniel et al. (1588a) noted that mets-analyses of formal TRE evaluation
method validities was different from meta-analyses of ability constracts (e.g.,
verbal abilsty) in four major ways, and those differences are imporand (o the
imerpretation of mets-analytic resuba. The firsa three of the four mapor
differences were that the McDanizl et al. meta-analysis had less control over
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three sources of varance: heterogeneity of (a) constructs measored, (b)
measurement prooess, and (¢} occupational categonies. The fourth difference
between the MeDaniel et al meta-analysis and past validity generalization
stisdies was the number of validity coeffickents available for analysis. While
these [our differences were detailed in McDaniel et al., they are presented here
in brief form because of their impomance in interpreting the validity of TRE
measures.

Heterogeneity of Messinad Constructs

Each T&E evaluation method is o measurement method, a8 is & paper and
pencil test. When one meta-analytically summarizes the validity of paper and
pencil tests, the analyses are conducted separately for the different constructs
measured by the tests. Separate meta-analyses are performed because the
comstruct distinctiona are paychologically meaningful, amd because differemt
comstructs may have different correlations with performance, TAE evaluations,
like paper and pencil tests, may measwre different constructs (e.g., cognitive
ability, imterpersonal skills). Unfortunately, researchers sebdom report detailed
information on the constructs assessed by the TAE evaluation method under
study. Although rescarchers may partitson T&E evaluations by method, such
& casegorization can only permit a gross content division, because within each
method category heterogenecus groups of constructs are measured. Thus, 3
meta-analysis of existing validity evidence for TRE measures cannot provide
much information on the validity of specific constnects measared by them,
although it may provide useful information on the validity of TRE evaluation
a8 a (mublti-constrect) measurement method. That is, it s the validity of the
methods rather than the consrects or constnect measures that is evaluated

Heterogemedy of Messunement Process

The McDuaniel et al. (1988a) meta-analysis aléo differs from most previous
validity generalization rescarch on ability measures because there is more
variability in how TRE data are collected than there is in how ability data
are collected. Although different paper and pencil measures of a given ability
may vary slightly in the messurement process (e.g., different item types may
be used), the measurement process across writien fesis for a given ability
very similar, In contrast, TRE evaluations vary widely in data collection
processes, Some TRE evaluation data are obtained from resumes, others from
traditional job application forms, and still others from surectused supplemenial

forms, While the T&E evaluation method camegories wsed in
MeDanwel et al. { 1988a) were meaningful ones, the categories were not perfectly
homogeneous. For example, among task method evaluations, some sooning
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schemes focused on time spent performing the task, while athers focused on
self-amsesaments of task skill

Hieterogeneaty of Occipations

Most validity generalization studies have been conducted on data drawn
from a specific job classfication. These classifications have been based on either
Job content (e.g., secretaries. police officers) or job attributes, juch a the bevel
of cognitive demands placed on an employee (Gutenberg, Arvey, Osburn, &
Jeanneret, 1983, Hunter, 1980), McDaniel et al. (1988a) noted that too few
valsdity studies have been conducted on T&E measures to permit separate
meta-analyses by job artribates of job content category.

Muember af Vialidity Coefficients

Alhough MeDaniel et al (1988a2) ssiembled o substantial mumber af
coefficients | 132), the number is small relative 1o most validity generalization
research. Furthermore, when McDaniel et al. (1988a) divided the coefficients
into formal TRE evaluation method categories, they were lefi with lewer
coefficients to analyze. This leaves their results open to distortion caused by
second-order samphing error (Schmidi, Humer, Peariman, & Hirsch, 1985,
Q&A No, 25)

The three sources of uncontrolled vanance made conclusions regarding the
evaluation of the situstional specificity hypothesis and the extent of validity
generalization more conservative than in past validity generaliration studies.
Ilpﬂnuhmuudlh:mn‘mdmﬁmrhmmbuuukmm
ni procew, and occupational category were held
constant, m-wvmnmhﬂﬁwmwwmm
could be attributed to nonartifactual variance (i, moderstors). In the
McDaniel et al. (1988a) study, the variance remaining after correcting for
statitical artifacts could be due to moderators or to differences among studics
in (&} the constructs measured by the TRE evaluation, (b) the TEE evaluation
measurement process, and (c} uncontrolled job attribute and job content
differences. The fiest throe of the four major differences between the McDaniel
ef al, and past vabdity generalization studies also affecied how one could
interpret the validity generalization results. McDaniel et al. have defined a
measure 1o show geperalization of validity when the lower 909 confidence
value of the true operational valdity is above zero (Callender & Osburn, 1981).
This lower bound i dependent on the of variance remaining after
correction for statistical anilacts. The throe uncontrolled sources of variance
in the MeDamiel et al. study probably caused an overestimation of true varkamoe
and & resultant underestimation of the lower bound valee of the troe validity
generalization. This probable underestimation ol the lower confidence value
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Table 4, Validity of TRE Evaluation Methods for Job Performance Criteria
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would make the McDanbel e1 al. conclusions concerning validity generalization
COnseTvative.

Table 4 summarioes the McDaniel et al. (1988a) results. The fint column of
the tabie identifies the TR E distribation analyred. The next four columns of data
show the sample siee, the number of validity coefficients in each distribution,
and the mean and standard deviation of the observed distnbution. Columns &,
7, and & present the estimated mean (3), standard deviation (D), and 05
credibility value for the distnbution of true validities. The mean true validity is
correcied for range restnction and unreliability in the criterion. The vaniance of
the true validity distribution is corrected for sampling ermor and for differences
among studies in predictor reliability, criterion reliability, and range restricticn.

The meta-analysis of the distribution of all validity coeflicients yiclded a
mean true validity of .17, with a standard deviation of 12, Thess results
indicated that T&E ratings &s a whale have only moderste mean vakidity which
cannot be generalized across situations, since the valve al the 10th percentile
of the distribution i pegative («12). An inspection of the results for specific
T&E evaluation methods revealed that some of the vanation in the distribution
of all coeffickents results from the type of TAE evaluation method employed

The point method studies, which compose 6%% of all known validity
coefficients for T&E ratings, showed a mean trise validity of .11 and a relatively
large standurd deviation of .24, The 90% credibility values for the paint
distribution was - 20 Thus, the point method has o low mean validity and lacks

The [llinois job element showed substantially better results than the paint
method, A mean true validity of .20 with & sandard deviation of sero indicated
o useful degree of validity and suggested that the method shows validity
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generalization. The task method distribution had a mean true validity of (13
with o standard deviation af 27. The task method vabdity distribution did
not meet the %0% credibility value criterion for validity generalization. The
hehavioral conss v method yielded a mean true validity of 45 with a
siandard deviation of .10, The 90% credibility value (33} supporied &
conclusion of validity generalizatbon for the behavioral consistency method.
MeDaniel et al. {1988a) concluded that both the [linoi job element and the
behavioral consistency methods are far superior in predictive validity 10 the
traditionally used point method. While the mean valdity of the task method
s superior to the paint method, no support for the generalization of task
method validitses was found.

MecDaniel et al, { 1988a) cited recent theoretical and causal modeling work
by Schmidi, Hunter, and Outerbridge {1986) that provides a clue Lo the
source of the large variance in the point and task distributions, Schmidt et
al. ( 1986) argued that it @ redative individual differences in job experience
which cawse individual differences in job performance, They proposed that
these relative individual differences in job experience decrease as the mean
lewel of job experience in a sample increases. In brief, their theory predicta
that, given constant variance of absolute job experience levels, the validity
of job experience s highest in applicant pools where the mean level of job
eaperience i3 low. As the sample’s mean level of job experience increases,
the validity of job experience is expected io decay. Strong empirical suppor
for the decay in the validity of job experience validities is repored by
MeDaniel ( [986) and McDaniel, Schmidt, and Hunter (1988b). Since point
method scoring strategies give substantial weight to the amount of job
experience, one would expect the validity of point method evaluations 1o
vary with the mean level of job experience in the study. Likewise in the case
of the task method, scores are expected 1o be at least moderately correlated
with the length of job experence. Ash and Levine (I981) reported
correlations between point and task-based TAE scores of 21, .22, and .49,
The longer one works in an occupation the more oponunity one will have
to perform and gain skill at various tasks, Thus, length of job expericnce
may moderate both task and point method validities,

An additional analysis presented by McDaniel et al, (1988a) permitied »
partial test of the job experience moderator hypothesis. A stody by
Molyneauz (1953) provided the grade level of samples weed in 51 point
method validity studies. To the extent that grade level is positively correlated
with job experience, the modersting effect of job experience should be
reflected in varying levels of mean validity across grade bevel. McDaniel et
al. {198%a) showed that the mean vakidity was substantially higher for the
samples from the lower grade levels (.29) than in the middle grade levels (. 10)
and in the highest grade levels (-.03),
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McDaniel et al. { 1988a) argued that, of the validity of point and task methods
decays with mereasing levels of job experience, their conclusions abous the lack
of validiy generaliration for these two methods could be 100 broad, The valsday
of the poind method may be generalizable for situstions where the mean
experience ol the applicant papulation is kow, but relative individual differences
in amount of job experience exist. They proposed that (uture rescarch should
examine whether point and task methods of TRE evaluations show hagher
validities for applicant pools with low mean levels of job experience. They ala
called for additsonal valsdsty studies on all TRE evaluation methods so that meta-
analyses could be rerun with lasger dstributions, and firmer conclusions drawn
regarding mean validity and generalizabidity. In closing, MeDhanel o al, sounded
an appropriate cautionary note to the effect that their resalts should best be
wiewed ad tenilative, given the relatively small number of primary studies and their
nuﬁyihckufwmdmﬂuwmuhmw; al ja)
constricts d, (b) F ard (g} oocupational caegores

Summary of Reliability and Validity Evidence for T&E Measures

I. Reliability estimates for T&E measures are typically in the 503 s
measured by inter-rater agreement. T&E measures that require liitle
rater judgment (e.g., some spplications of the task methed) can yeld
higher reliabalities. Inter-rater reliability doew not measure the error
variance due to intra-applicant response variability and thus probably
overestimates the reliability of TRE measares.

2 The validity of T&E messures has traditionally been judged on the basis
of content validity,

1. Incriterion validity studies of TR E measunes, validity may be a function
of both measurement method and the content of consirucis being
measured, Meta-analytic summaries of the criterion validity of T&E
measures face several problems, including the relatively few primary
validity studies and the lack of contral over validity variance dus to
heterogeneity of (4} constructs measured, (b) measurement methods, and
() Dorupations.

4. Based on the relatively small existing data base of erierion-related
validity studies, several conclusion are offered. The validity of T&E
measures varies with the type of method, The behaviaral consistency
and Tllinois job element methods show moderate validity in the stadies
that have been compiled, and are potentially generalizable. The point
and task-based methods show lower validity that may not be
generalirable. Lenph of job experience may moderate the vabidity of
point and task-hased methods, such that the methods show useful levels
of generalizable validity for applicant pools with low mean levels of job
experience. Litile can be said ahout the criterion-related validity of the
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grouping methed, because only three quasi-valsdity coefficiens are
availabie for i Even less can be said reganding the criterion-related
validity of the improved point method, snce vimually no valdiny
coefficients are currendly avadlable for 1. Howewer, the facts tha
grouping method scores may conform bester than traditional point
method scores 1o the sctual level of precision attained in TEE
evaluation, and that improved poimt method scores are based on
extremely specific job-related experiences relative to traditional point
method scores, argue for more research on the grouping and fmproved
point methods.

5. Many more primary validity studies are noeded on the varioud methods
of TAE evaluation before firm conclesions are drawn regarding their
effectiveness. Greater attention needs 10 be focused on the distinction
between the coment and the method of TEE evaluations.

THE FUTURE OF T&E EVALUATION:
RECOMMENDATIONS FOR PRACTICE AND RESEARCH

A Revised Conceptualization of T&E Evaluation

The assessment techaiques described im this paper. though broadiy
characterized as “T&E evaluation™ methods, are quite diverse, differing in the
kinds of information sought from job applicants, and how that information
is used 1o derive scores. Those methods most widely undersiood as lierally
evaluating the training and experience of applicants are based on credemsiails,
These form the usual basss for asscsmng whether candidales mest minimum
quakifications, a hurdle which must be passed in order for the candidates 10
be congidered further in the employment process. Credentials also serve as the
basis for "scores”™ assigned in the iraditional pount and growping methods of
T&E evaluation. The behavioral consistency and self-rating methods {and o
some extent the improved point methods) are mot based hiterally on past
training and experience, but on self-described actions, results or
demonstrations of achievemenis, or soquired KSAs—j d cusconmes of
prios training and experience.

In conirast 1o direcr measures of competencies, such as paper and pencil
MmmﬂT&Eﬂmnnmm;mcﬁwﬂ
o They differ, ho . bath in the nature of the information sought,
and the extent to which the information can be confirmed as accurate. The
credential-based methods provide information which cam most readily be
werified through former employers and educational or truning institutions
referenced by applicants, In principle, 0 100 can the judgments and assertions
of candidates in self-report amd behavioral consistency methods, bul with
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greater difficulty stemming largely from the greater subjectivity of such
judgments,

Johnson et al. (1980) proposed models of these methods based panly on
ather distinctions aboat the nature of infarmation sought {rom applicants.
They argued that differences in validities and sttributes appropriately assessed
by various methods are probable, and depend on the type of dats obtained
from applicants (e.g., credentials, KSAs, tasks, or behaviors), the nature of
the attribute to be assessed, the method of scoring, and certain charscleristics
of the applicans population.

Among task-based, sell-report methods, applicants are asked both 10
indicaie whether they have performed particalar tasks in the past, and usually,
1o rate their competencaes with respect 1o performance of those tasks. These
dats abaut candidates can be predictive of future performance 1o the extent
that omly those candidales who have performed the tasky listed i the
questionnaite have scquired the competencies associated with effective job
performance. Such data are likely 10 be valid indicants of future performance,
then, only for some KSAs and in some applicant populations. Funher, the
resporse oplions, the jodgments required of applicants, the criticalitics and
dilliculties of the tasks defined in the supplemental application, and the scoring
method itself are also likely 1o affecy the validities of scores in predicting
performance on particular jobs.

The KSA-based methods are smilar in many respects, but they rest on an
opposing mssumption—that the anributes assessed can be acquired or
demonstrated through a vanety of differens experiences or "task performances™
in prior work, traimng. or educational settings, rather than exclusively through
pasi experience with particular, previously defined tasks. The behavioral
consistency mecthods also rely on the premise that possession of the
competencies 10 be assessed can be determined by asking cach candidate 10
describe (in addition to actions and achievements) settings and cocasions in
which the competency has been demonstrated. This approach shares with the
KS5A-based methods the assumption that the competencies assessed can be
manifest in & varicty of settings and in the performance of a vanety of tasks.
It s abso similar 1o the task-based methods, however, in its requirement that
information about task performance be provided by applicants.

Thus, information to be scored can be placed on a continuwm of sors ranging
from demonstration of behavioral skills or abilities to documentation of
exposures, At one extreme are assessment methods in which candidates are
required 1o do something (paper and pencil tests, performance tests, cerain
types of interview, eic.), and scores can be obtained by more or less objective
evaluations of how well the tasks presenied are performed. The behavioral
consimency methods are similar, except that candidutes are asked to describe
relevant tasks they have performed in the past and 1o provide information
about how well the 1asks were performed. This information is then scored,
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again more or less objectively. Further along the continuum are the task-hased
methods, which presemt relevant tasks and require candidates to rate how well
they can perform them: and then the KSA-based methods, in which candidates
are asked Lo assess not how well they have performed particular tasks, but
the extent of their competencies presumed to underlie performance of relevant
tasks. Finally, at the opposite end of the continuum, are the credential-based
methods, which require from candidates, and provide for scoring, dsta which
ofien contain litle information about how well the individual has performed
Laskcs in the past or has developed task-relevant competencies.

Recommendations for the Use of T&E Evalustions
In Establishing Minmum (ualificanon Raquinmemnts

The alternative methods and research evidence described in this paper may
therefore provide excellent options 1o consider as alternatives to traditional
minimum qualification requirements. Earlier, three practices common among
empboyers were discussed: requirement of & minimum amount and kind of
training and experience, preference for a particular background, and
expressions of the competencies sought by the employer. Both the research
evidence and the experience of many employers strongly support reductions
or even climination of credentiad requirements in the employment process for
many jobs. For recruitment purposes, conveying to prospective candidates
explicit information sbout the stiributes sought, whether cast as experience
in the performance of partcular tasks, or as knowbedge, skills, or other
attributes sought, may well be more effective and efficient than presenting
descriptions of credentials that must be possessed before a candidaie will be
considered further in the employment process. Such approaches may serve both
1o provide access 1o candidates who would ctherwise not be considered, even
though fully competent 10 perform the job, and increase the numbers of thoss
who, though properly “credentialed,” may choose not to apply becaase they
correcily conclude that they Iack the competencies or personal characteristics
needed for successful performance in the target job. Moreover, while legitimase
concorns have been expressed concerning the honesty and accuracy of
candidate self-assessment (e.g., Anderson et al, 1984), me of these methods
as & prelimimary screemng mechanism i likely to increase the numbers of
competent candadates screened into the employment process. Whether these
methods lsssen or increase the number of incompetent candidaies screened in
&t an carly stage may depend largely on factors in the external environment,
such as the upemployment rate, which s likely 1o affect the number and type
of alternative employment sources. Basing final hiring decisions on other means
of assessment can minimize or eliminate risks that may exist in sole use of
self-assesament approaches.
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I addition te serving as the basis for minimum qualification requirements,
T&E evaluation methods also serve either alone or in combination with other
sebection techniques as mechanisms for establishing the order in which
applicants will be emploved or considered for employment in many
organizations. The validity evidence reviewed here suggesis that the use of
the traditional point method for such purposes should be limited to situations
in which the mean job-related experience level of the apphicamt population
is very low (Le., two to three years). Given the measurement problems with
this method discussed previously, justification for its use on the basis of
content validity alone @ difficult. It is suggested that organizalions move in
the direction of using T&E evaluation methods that focus directly on
spplicant past job-relaied achievements, accomplishments, and behaviors,
Methods which do this are now available (e.g., behavioral consistency, task-
based, and KSA-based self-asscssment methods), are aften justifiable on the
basis of content validity, and show promise for moderate criterion-relatsd
validity in studies compiled to date. Until more research evidence has been
accumutated, improved point and grouping methods should be viewsed with
healthy skeplicism and interim alternatives 1o the holistic and traditional
paint methods as organizations work toward the transition to achievement-
and behaviorally-oriented measures,

In practice, sclection of assessment methods and strategies for their use
should depend on the nature of the attributes to be assessed, as indicated
by resuls from & job analysis, and other periinent facts about the
employment setting, such as base rates, selection ratios. dollar utility
estimates, allirmative action concerns, and so forth. If methods based on
the approsches described here are carefully developed to insure clear and
explicit instrsctions to applicants and 1o devise appropriate scoring schemes,
they may well permit assessment of many attributes that are currently nol
assessed by private or public employers. To maximize the predictive value
of an assessment battery, it is necessary both to assess all relevant KSAs
smong applicant, and 1o do so relisbly, Astessment methods vary, however,
both in bandwidth and fidelity (Cronbach & Gleser, 1965). It is increasingly
evident that T&E evalustion methods, despite their limitations, cam
contribute through the assessment of attributes not casily tapped by other
methods. In effect, their greater "bandwidth™ may outweight their besser
“fidelity” in aseessing many important attributes of job applicants. When
combined with other methods, such as objective knowledge and ability tests,
well-designed semi-siructured oral interviews, and performance 1ests, it i
reasonable to anticipate that greater overall predictive accuracy may be
achieved.
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Private sector employers are urged to abandon the wnsystematic.
unstructured, and largely wheridiahly holistic judgment method, particularly
in the initial screening that takes place in personnel departments. Replace this
method with any of the formal methods of TRE evaluation described in this
paper, and begin conducting (and reporting the results from) criterion-related
walidity studses.

Recommendations for Future Research on T&E Evaluation

The primary recommendation for future research on TRE evaluation (s a
call for more primary criterion-related validity studies on every formal method
described in this paper. Given the paucity of criterion-related validity studies
on these various approaches, about the only thing one can sssent with relative
cerainty is that the waditional point meihod will generally nor yeld vahid
predictions of job performance except in instances where the relative experience
Evﬂdrh#mpuwﬂnmuqmlu- The lack of criterion-related

v studies on T&E eval methods & inconsistent with the pervasive
use of these methods in personnel selection, panticularly in the public sector,

Few organizations use multiple methods of TAE evaluation. Yet, in order
to wnderstand what i important in the training and expenience backgrounds
aof individuals for sccursie prediction of performance in various occupational
arcas, dwta on the interrelationships among T&E evaluation methods of
warying content, in addition to validity data, are needed. Systematic knowledge
of such interrelationships should be a substantial boon to the growing field
of career development and carcer planning. A large-scale, long-term, multi-
T&E evaluation method, multi-occupation, multi-eriterion predictive validity
study on the order of the AT&ET assessment center validity study (Bray & Gram,
1966) would be most informative.

For complere undersanding and optimal use of TEE evaluation in compunchion
with other components of personnel assessment systems, dats on the relationshaps
among varows T&E evalustion method scores and scores on other components
of selection procedures are required. For example, Ash (1984) reponed
carrelations of .08 and .11 between Wonderlic Personmel Test soores and holistic
judgment and behavioral consistency scores, respectively. The question as to
whether or not various methods of T&E cvalustion make any unigee
ather personnel assessmeni variables noeds 1o be addresed empirically.

SUMMARY AND CONCLUSIONS

The purpose of this paper has been 1o acquaint the reader with the state
of the an of a set of methods and proced ssed extensively in personnel
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selection—the assessment of job applicant training and work experience. The
general practice of T&E evalustion as implemented in many American
ofganiEAtions appears 10 be sonely wanting. The two predominant methods
swehich serve bath as the basis for estabfishing minimum gualifications and for
ranking apphicants in terms of sustability for employment —holistic fudimen
and rraditional poinr methods—seem to resall i arbatrary decisions whach
generally back validity. Potentially promusing TEE evaluation methods exist.
These include the behavioral consistency method, both K5 A-hosed and rask-
bgsed self-assessment methads, the impraved poimi method. and the grouping
method, In order for thess methods 10 be more fully evaluated, organizations
uﬂumntmhplndhnlittidmﬂmduﬂmmmm.
%ihmdlhmm!pmmﬂiumhnﬂ:mﬂmmﬁwhpm
implement than existing procedurss dug 1o increased job amalysis data
muMWnihﬂym;ﬁn:WMhﬂWyuu
ta better documentation for conent validity, and through higher levels aof job
performance, on average, from work groups selected by means of the more
valid TAE evaluation methods.

It must be emphasized that these “potentially promising” T&E evaluation
methods are exactly that—porenrinlly promising. The potential promise needs
more thorough evaluation. The set of potentially promising methods may be
reduced, or it may be found that different T&E evaluation methiods work beter
\han others under cerain circumstances. The volume of validity research for
these TAE evalustion methods is simply insufficient a1 this paint in time o
mmwdmmmmmmmmm“hn
mmmmimmmmmmu;
research is needed.

NOTES

I mmnmwnmnﬂmumumw-ﬂ
" of the sl TAE evalusis sk

3. The suthor wre graisiul 1o Charies B. Schults for spplying méormation and examphe
relaued to the improved pownt method of TAE eralustion

REFERENCES

Admma, 1A {196T) Fissancal peview usd sppraisal o research on ksming, reention and trasales
of lsman motor dills. Prychologios Bullerin, 100, 4174
Andersan, C.0, Warner, L., & Spencer, C.C. {1984). Iaflacon bias o wif
hﬂwﬂwqwm.u.sm
Arvey, D, MeGowes, 5., & Hogas, D. (May, 1981). The usr of expavience squiremenis &
dectimg empil Puperd d wl ihe annual cosferesce of e Intemational
P 4 M anage AT A Counsil, Demreer




N

Job Appiicant Travming and Work Erperince Ecalustion i Persomnel Seltion )

Ash, P Taylor, N, & Haoel. L (1973 The Unreeruty Civil Service Sywiem of Himsois: Updating
& mern wpwiem. Publy Frrsoasel Manspemenr, 0 85688
Ash, A (1983 The behavioral conesieacy maihod of training and experience evalustion:
Py i

Cosbenl validay aros and ph e probk P L I
1511
Ash, BLA [194). A comparmne wudy of the bhaviorsl " ¥ and bolistic pedgr

meibods of job applicant wassing and work eapersncs evaluation. Publy Mersoans
Manapessen. [0 1572172

mla.::mmm-mhﬁmmmuw
mmdmuwmmkmhw.
B AR,

Ash, A, & Lvine, E.L (D ber, 19011 dn . of caneer wrvicd snaniried
examinsricrss. Final report for STAR Gramt Mo 80001, Tampa: Center for Evalusinn
Research, University of Souts Flands,

uu..llmm.LLumlJ-hnd—nnqu-mumnm Adi

pircal of liver mwthodn. Jowenal of Applied Prvehology, i, ¥73.97.

Asher, 11 (19720 The biographecal wem: Cam it be lmy d% Per. i Povchadogy, 2, 350-

k]

Beardrs, ¥A1M14Mw’*_ﬂqu-umu-m
method i the Pruphamia Sare Ol Service Cowmission. Commonwesiih of
Pennuylvanis Stme Civid Service Commisson, Bureay of Examinasioss, Research and
Special Projecs Divamon.

Bray, DVW_, & Grase, DL [1966). The cOniET e of p ial for

i Prrchoiogical Monographs, 81, Wiols No_ 824,
c‘-n.l.E,thH.ﬁ.i!HllTﬁhmﬂmmmw
*mdmmum—mh—mm
indusery validatson rescarch. Journal of Applied Pryckatogy, 56, T5-181,

Campbell, | P, Dunnene, M.D., Arery, B0, & Hellervik, |V {1973k The deveinpment and
mdw_rﬁqﬂwqwmn 11

Caacio, W.F_ {1787). Apphed peychology ia p i Jrd wd. Esgh (=7,
M Prentioe-Hall.

cmF.F.m.lA.thmﬁvtlﬂm“ﬂmuﬂ.m.
sad profesmosal imues and gudelines. Personsel Prrckology, 41, |-26,

Contail, LB, {1971} Abiries: Their sirucnure, prowih, and arrion. Bosion: Houghaon Mallin

Chute, M.G. {1%49), Shakespoare of London, New York: Dhuiton

Cabb, CL., Spoal, M0, & Pollock, A L {19741 A flexiivie sl compredarneg avane foF Fllg
n--dtmn.::p-pfm-h_ﬂhufhmhw

Aasocisteg, Allemts
Cook, CIL r,hdr. Jlﬁh. Ranng sducation irginimy, and Fxperience in the Pl ircior, Fapet

[, i of the I F | M amage st Associalsn
Asscsamem Council, Bosion,

Croabach, LJ., & Gieser, G.C. {1965). Prychalogioal iestr and p i e Urbana:
Unsverury of Illinos Prea.

Dhichier, ML5. (Editor-in-Chief]. {1985), /90589 Coamish Sagpr dan Sdei & (5 ]
Ermph 1 Lo Washisgion, DC: Baresa of National Affan.

Dipboyt, R.L. Fontoaele, G4, & Gamar, K {1984 Effocts of previewing the applicacion on
ALEFES [roceis il cuicome, dowrnal of Appiied Prvchokogy, g8, | 15120
Duplaye, R.L. Fromiin, HL. & Wibsck, K (1975} Relative ssporissce ol applcant w,

und s eval ol jub appEam rumes Jdowrnad of
Appied Frpohologs. 80, W43,




i RLA. ASH, LC. JOHNSON, EL LEVINE snd MA McDANIEL

Dreher, G F ., & Sackeit, PR, | 198, Peripvcthan on mpilover siaifling and selerron. Homewood,
L. Trwin

England, O.W. {197T1L Drveispmernd and s of snpeied appiiorien bismds (v el )
[+ o I of Bl Ikt B G

Farrell. B im l_'m. Tark pars aniY-svak A o Al T
i fary for pedciiliondi oo and frovmy ratagn Mianeapoks, MM Sisic of
M D of Pe i, Sk Rpwerrty U'ma

Flanagan, J O (1), mmmw nrr'mlqnlmnﬂ 131358

Gibion, 1%, & Pres, EP. {19770 Vil P Pevuomer!
Managrmeni, 8, 47T4%], 45

Ginrlreduse, L5 (188). Soocisl ceaseguences of 18e g facior m employewsi. Jesnal of
Wovanona! Srhavor, 9 19410

Guion, M (19741 Open & new wisdow: Yalidities snd valum in prvcholopeal
American Prpchologiar, 29, 167-296,

Guieshesg, RL, Arvey, R.D., Oaburn, H.G. & Jeannere, PR (198, Moderating effecse of
deviion-makirg inl P ing job & i on bl valditen. sl of
Applird Prvchodogy, S, 612608

Hough, LM, {1984} Develap and rvakastion of the li revond ~ mexhed of
irctang il p iy prof b Jowrnal of Appiied Procholwgy, 66, 135188

Hunber, ) E. { 19600 Tent varicosion for 2000 iobu: Am gppi i e s faition ol valialu
mmn:hmmmm[mrﬂ.umur
i g wad Tesi Develog and Treming Adminsration, U5
Dep ol Lakear, W ashi DC

Hunter, 1.E., & Hunter, lFlImerHM}dmmdm
performance. Privchological Bulletin, 56, 7190

Humes, I E., Schemade, F L, & Jackson, UGB (1982 Wrtr-ansdonic Cumsdaing sesearoh fmadings
aeven edlies. Beverely Hills, CA. Sage Peblication:

Johmon, JC. (19800 Experr temimony of James C. Jobmion o Wallace Duncan v Siae of
Temnruwe o1 o Namhwille, TN: Technioal Repan of the Research Divnion, Department
of Personnel. State of Tonnessen.

Jotrson, J.C., Guifey, WL, & Perry, A, (July, 1980 When o 0 TAE ratmg vafid® Pager

e . fihe | i Pvsrnnil M L :

Aussiameni Comtinl, Bostoh
Jotsaon, ).C., & Wildron, W), (in preparsion). The we of sl apr i juls
rvﬂﬂ——dn-_'mﬁrmm 'hlm-_hf Samee of
o of Py 4

lm.'l'-ﬁ.-.i'liﬂl lmhhd—ndmmum
agrecmens. Journail of Appiied Pavohology, 17, 117

Levine, EL (1983} Evwvnihing row afwan wemied o know abow job anslvsd Tampa, FL.
Manner

Levine, E L. & Flory, A 1 (1975} Eval af pok b A o | fra T
Pubbe Persoanel Masagessrs 4, 1TE1R1

Mlaclmes, IC M, | 19T lﬁu_q»*um.;w#mm|mm
611 Washengion, DC: US. Office o Pe Manage O of Py
Reseasch and Developmem. (NTIS No. PE E2-2137%

Mlamlow, AP | 1988). The unassembled exsmnstion. In ) ) Doseves (Ed ), Reorsimens amd
webeTion i e pelic service. Chicago: Public Peroane] Associstios.

McDaniel, M.A. (1988) The evalumtion of & ceusal moded of job pesformance The
mmdm—am mwﬂjﬂpﬂmw
Dy The George W gion L Abrtracia fniv L 4T,
A Db 1348,




let Applicant Traming amd Work Experemce Evalustion in Personsel Sefoction s

Ml Diwnel, M.A, Schmidi, F L. & Huser, | E (1988a) A mets-snalvin of (b walidiny of
methodi fod raling training and exg in | wrlecsit. Pernommel Prochindigy,
&, H3-J14

Melianied, M.A. Schmadr, FL. & Hunter, 1E. {1988h) Job tapriance correlates of job
periormamee. fourmal af Applied Paychelagy, T 127330

Molynesax, | W, (19500 dm v af d Unpab MasLEr's
thesia, The Crorge Washinguon University, Washingion, DC.

Crwers, WA & Schoenfeldt, L F. (19790 Toward s clanification af perioma. Souraal of A pplied
Piichalogy. £5, %8607,

Poster. WK Levine, EL., & Flory, A [I] (1974} Trasming and experwnce rvalumion: 4

[ Aandbook fie Frak g o A remimes g caber arplicand drig

Tempe, A Pew i Seervicms Organieati

Praen, E P, & Hughes, L. junder review), A comirn areaied approsch (0 seiisg minimus

Primafl, E5. (1975} Now 1o prepare and condiecy job slemen xaminggions (TS 31
Washingson, DC: U %, G Printmg Office.

Sage, O R Cole. 1, & Johneon, B {unduted). Manis! for he drveiop i s
of wducstion and Fxperiecd rating quides. © Drrvedop and Analy
Secuon, Chvaon of Pe 4. DHTice of Admini ion, Suase of Masouri

Sase, CD, & Tanis, EP (1974 Mmﬂwdm-gm)qm
and p Washington, DC: Lmer i P | A
{Penonned Repon Ko, ML

Schmidt, F.L., Caplan. J.R., Bemis, 5.E., Decuir, B, Duan, L., & Awmane, L (1979, The
bk ¥ method of hirad (TMMR20) Washingros,
DC: US Office of Py | Masag Penoanel R # and Devel
Caner.

Schmadi, F.L, Hunier, JE., & Owterbridpe. AN, {1986). The impact of job experionce and
m&qujﬂ:mmmm.uwmuph
periormance. fournsl of Applied Prpchology, 71, 43347,

Schmidt. F.L. Hunies, 1E., Prarimas, K. & Hirsch, M. (1985). Queviions snd ssawers sbour
Validily grnerasranion isd scls-snalyes Presoans Prychology, 18 897-T8

Schneides, B, & Schmat, X, (1986), Seaffing orpamivavions (Ind od b Glenveew, |L: Soou,

Feaeiman wed

Scollay, RW, [19%) Validation of persosal Risvery iems sgaing o saliry incresss crierion.
Preaonne! Papckology. §, 125-136

Smitk. P.C., & Kendall, LM, {1961 Ry al 5 As o e
mduﬁh—-ﬁnhmmhugww
47, 148153,

Sewie of O scul, D of Admiss Servece, Py | Diwisian, Pivch
Uit {1978} Development snd adminisreanon of aperience; tnaining rasarion [factor

method]. Hanford, CT- Author.
mdmmdwm:mlmumbqnm
achurremem AROFY questionngiry and cover kenies. Madison, W1 Asthar
Swandsr, C., & Schulte, C. {usdaind). Selecvion fie small job chases nciuding praciic
procedures for AT, Clympa, WA Wisbisg Stair Deps al Py k

Tucker, [ H., & Rowe, P.M. (1979, Relationskep berwoon exp v, caunal g -
M“h—-mwm.wgdmhmu
nu

US. Deparement of Lubor (1977 Handbook of analpsing jwbs Wabingioa, DC. U S,
Governmani Priniing Offe



