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Presidential News and Views

By David Hamill

appy New Year IPMAAC! Let me

first start by thanking you all for
providing me the opportunity to lead
IPMAAC in 2005. I am honored to
serve as President this year, and am
excited to lead an organization whose
mission and values I value so highly. I
am in the fortunate position to take the
helm of an organization whose past
leadership has been second to none,
thus making my new responsibilities
easier.

Thank You 2004 Board
Members, Committee Chairs
and IPMA Staff

Before talking about 2005 plans, I
want to extend deep appreciation on
behalf of our membership to
IPMAAC’ 2004 Officers (llene
Gast, Harry Brull, and Paul
Kaiser), Board members (Jennifer
French, Martin Anderson, Donna
Terrazas, Dennis Doverspike, and
Kathryn Singh), and Committee
Chairs (Déonda Scott — ACN, llene
Gast — Bemis Memorial Award
Nomination, Bill Waldron — ECN,
Julia McElreath and Jeanné
Makiney — Conference Program,
Oscar Spurlin and Carla Swander
— Conference Host, Mabel Miramon
and Kristine Smith — Training, and
Lee Friedman — Student Paper. In
addition, I would like to thank Neil
Reichenberg, Shannon Adaway,
Katie Pierce, and the rest of the
IPMA Staff for their support of our

organization. Without everyone’s
efforts and dedication IPMAAC would
not have been able to accomplish so
much in 2004. Thank you!

Vision For 2005

As is customary for Presidents in the
beginning of their terms, I want to
share my ideas about the direction of
IPMAAC in 2005. Essentially, my
opinions about IPMAAC’s priorities
for this year are the same as I indicated
in my platform statement when I was
nominated to be President. Specific-
ally, I believe that IPMAAC needs to
concentrate it’s efforts in four areas in
2005.

First, like most organizations,
IPMAACs strength and efficacy stem
from its active membership. We need
to continue to enlist new members
from public and private sector organi-
zations both within the U.S. and
abroad, as well as from colleges and
universities. With an influx of new
members come fresh ideas and per-
spectives that will enable us to antici-
pate and respond flexibly to novel chal-
lenges.

Second, we need to continue to cul-
tivate all members to actively partici-
pate in IPMAAC initiatives and e-mail
discussions by creating an open and
supportive environment. The IPMAAC
e-mail list and the Assessment Council
News (ACN) have provided an excel-

(continued on next page)




President continued

lent forum for year-round interaction, while the annual
conference provides the personal, face-to-face interaction
essential for making new contacts and maintaining existing
relationships. I would like to explore how evolving tech-
nologies can assist in maintaining and enhancing the com-
munication between members with the goal of maximizing
the benefits of IPMAAC membership. This initiative is
especially timely given the tightening of organizational
budgets.

Third, IPMAAC should continue to galvanize its initia-
tives. The old model of training (i.e., schedule training,
advertise, and hope people register) is simply ineffective,
potentially expensive, and outdated. New training para-
digms, reflective of today’s business practices are needed
to meet the needs of our members. At our last Board meet-
ing in Phoenix, AZ, Harry Brull suggested offering
IPMAAC training for FREE — yes FREE to a limited num-
ber of people as a benefit of IPMAAC membership. Our
Training Chairs, Mabel Miramon and Kristine Smith,
are diligently working on strategies to pilot such an initia-
tive. Also, I would like to explore how we can leverage new
or existing technologies to help reach our goal of provid-
ing training to our members. For instance, IPMA has had

enormous success with audio-conferences in which train-
ing was delivered via speakerphone and pre-distributed
materials. This kind of delivery method works extremely
well for emerging and hot topics. If you are, or your orga-
nization is, interested in any of the IPMAAC workshops,
including Examination Planning, T&E, and Oral
Examinations, please contact either Mabel or Kristine.

The final goal for IPMAAC in 2005 is to organize yet
another top-notch conference filled with sessions, panels,
workshops, and presentations that are highly beneficial to
our members. I am confident that with our 2005 Program
Chairs, Christine Parker and Inés Fraenkel, we will
easily achieve this goal.

As you can see, we have an ambitious schedule ahead of
us. Much work has already begun, while other initiatives
are only in the planning stages. I would like to ask each
IPMAAC member to make an extra effort in 2005 to
become more active in our community and get the most
benefit out of your membership. Whether it is participating
on a committee, presenting at our conference, writing an
article for the ACN, referring another professional to
IPMAAC, or simply joining a discussion on the e-mail list,

(continued on next page)

Test Validation & Analysis Program™

(TVAP™)

Call now for a
free demo CD!

Established in 1974

Consulting
Group, Inc.

(800) 999-0438
staff@biddle.com

u
lftwar Program .
S0 , ployers Software designed to completely automate the
to heg’ 18 tten written test validation and analysis process, including:
validd
tests * Validate written tests using decision rules that have been
_— approved in court

* Set cutoff scores using the modified Angoff technique
* Analyze SMEs for rater reliability and conduct "outlier analyses'

* Evaluate item bias against women and minorities using
Differential Item Functioning (DIF)

* Conduct item and test analyses
(item analysis statistics, test reliability, etc.)

* Analyze cutoff score options for adverse impact using the
809 test, statistical significance, and practical significance
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President continued

your participation will help to build a stronger and more
unified IPMAAC. To help you get involved today, I am
pleased and honored to present to you outstanding individ-
uals who have graciously volunteered to chair our

Committees:

Christine Parker and Inés Fraenkel: Conference
Program Committee

Déonda Scott: Conference Host Committee
Anthony Bayless: Assessment Council News

Bill Waldron: Electronic Communications
Committee

Martin Anderson: Innovations in Assessment,
Membership and Committee Services

Lee Friedman: University Liaison / Student Paper
Competition

llene Gast: Nominations/Bylaws Committee

Dennis Doverspike: Professional and Scientific
Affairs Committee

Mabel Miramon and Kristine Smith:
Training/Workshop Committee

I look forward to another exciting year for IPMAAC,

and I hope to see you all in Orlando in June.—acn

Nominations for
Candidacy for
IPMAAC Office

Each year, IPMAAC members elect a new
President-Elect and members of the IPMAAC
Board of Directors. Involvement at this level is an
education for anyone. It provides the opportunity to
learn how a large, national organization operates and
for interaction with some of the most accomplished
people in the personnel assessment field. We are
seeking nominations for IPMAAC President-
Elect and for two seats on the IPMAAC Board of
Directors. If you are interested in serving, or know
someone who might be interested, please contact
Ilene Gast, Chair of the Nominations Committee, by
March 1, 2005, so that ballots can be prepared and
mailed for the upcoming election. She can be
reached by phone at (202) 344-3834, or by e-mail at
Ilene.Gast@dhs.gov.—AcN
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DENNIS A. JOINER & ASSOCIATES

Specialists in Supervisory and Management Assessment Since 1977

Why Situational Judgment Tests (SJT) have become so popular:

Low-cost approach for assessing supervisory and managerial competencies
Easily administered to either large or small candidate groups

No reading list or candidate study time required (quicker eligible list)
Require no human ratings and no hand scoring (machine/computer scored)
Appropriate for virtually all supervisory and management job classifications
Result in positive candidate feedback and candidate acceptance

Can be custom keyed to the culture and requirements of your organization
Low or no adverse impact as compared to other types of written tests

Tests (SJTs) now available for First Level Supervisor through Department Director (multiple versions)
Special versions available for all promotional ranks of Law Enforcement & Fire/Emergency Services

For a price list, more information or to order preview copies contact:

DENNIS A. JOINER & ASSOCIATES
4975 Daru Way, Fair Oaks, CA 95628
Phone: (916) 967-7795
Toll free: (877) 623-7432
E-mail: joinerda@pacbell.net

Assessment Council News



Web Assessment Solutions
'_TEEI/G/O‘VERNMENTHEDUCATION

A
Testing & ASN
Testing Cenk

Biodata

Vita Vital Information for Talent Assessment

poet pan Online Educational Testing

www.panpowered.com

1 877 449 TEST

©2004 Performance Assessment Network, Inc. All rights reserved.

February 2005 Assessment Council News



Technical Aftairs

By Mike Aamodt, Associate Editor

Detecting Deception:
Art, Science, or Neither?

There are many human resource contexts in which detecting deception is important. For example, deception might occur
when interviewing applicants, evaluating statements in a sexual harassment investigation, listening to absenteeism excus-
es, and checking references. Though research from forensic psychology indicates that such electronic methods as the poly-
graph, voice stress analyzer, brain fingerprinting, and brain mapping can detect deception at well above chance levels, very
few judgments by HR professionals about the truthfulness of statements are made using these methods. Instead, almost all
Judgments about the veracity of a verbal statement are made by subjectively analyzing the content of the message and the
paralanguage and body language of the person communicating the message.

Are people good at detecting deception?

Unfortunately, the research literature suggests that, in gen-
eral, people are not highly skilled at using communication
cues to detect deception and only slightly exceed chance
levels in detecting deception (Vrij, 2000). A recent meta-
analysis of deception studies indicated that the average
accuracy in identifying a statement as being truthful or
deceptive is only 54% when chance is 50% (Aamodt &
Mitchell, 2004). Thus, the typical person is not an effective
lie detector. These results are important given that most of
us make judgments about the truthfulness of statements
and then take actions based on those judgments—many of
which turn out to be inaccurate.

Are certain types of people better than
others at detecting deception?

According to the Aamodt and Mitchell (2004) meta-analy-
sis, the answer is probably not. On the basis of 83 studies
covering 11,828 subjects, the results indicated that confi-
dence (r = .06, k =33, N = 3,201), age (r = -.02, k = 10,
N =967), experience (r = —.07, k = 8, N = 696), and edu-
cation (r = .04, k = 3, N = 442) were not significantly relat-
ed to accuracy in detecting deception (in meta-analysis,
r = mean correlation, k = the number of studies in the
meta-analysis, and N = the number of subjects across the
studies). Furthermore, “professional lie catchers” such
as police officers, detectives, judges and psychologists
(M = 54.54%, N = 2,315) were no more accurate at detect-
ing deception than were students and other citizens
(M = 54.08%, N = 9,471). Interestingly, women were no
more accurate than men at detecting deception (d = —.01,
k=26, N =2,626).

There are two interpretations of these findings. It could
be that, in general, people are not good detectors of decep-
tion regardless of their age, sex, confidence, and experi-
ence. Or, it could be that the artificial situations and tasks
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used in most studies do not allow for proper detection of
deception. In “real world” situations, judgments about
deception are often made on such factors as the story not
making logical sense, a person not directly answering the
question being asked, and inconsistencies with previous
statements or the statements of others. With the tasks used
in most studies, such factors could not be used by the sub-
jects attempting to detect deception. Furthermore, decep-
tion is best detected when there is a baseline of behavior,
responses are spontaneous, and there is a consequence for
getting caught (e.g., going to prison, not getting a job). In
most, if not all, of the studies in this meta-analysis, such
conditions were not met.

Can we be trained to be better lie catchers?

The answer to this question is a qualified, “yes.” A sum-
mary of the research indicates that, in general, training can
increase accuracy (Vrij, 2000). The qualification to this
answer is that it depends on the type of training. Much of
the training received by law enforcement personnel and
human resource professionals is based on “pop science”
which advocates looking at cues such as gaze aversion and
fidgeting—cues that research shows are not indicative of
deception. In such cases, training can actually decrease
accuracy in detecting deception. If the training, however, is
based on research, accuracy is increased.

Which cues do science support as being
indicators of deception?

It is important to understand that no single cue is an indi-
cator of truth or deception. Though some training work-
shops and self-help books teach that a person may be lying
if the person does not make eye contact or if the person fid-
gets while talking, research does not support such ideas.
Body language and paralanguage are only important when

(continued on next page)
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Technical Affairs continued

they are different from the way a person normally commu-
nicates. That is, we all know people who always make eye
contact when talking, and we all know others who seldom
make eye contact when talking. The way in which a person
typically communicates provides information about his or
her personality, culture, background, or temperament,
whereas a change from normal provides potential informa-
tion about his or her current state of mind. Thus, it is
important to have a baseline to which we can compare a
person’s current behavior.

For example, a person who normally talks fast might be
perceived as having an energetic or creative personality (or
being a New Yorker). If one day that same person speaks
more slowly than usual, we would probably notice that dif-
ference and might infer that he is depressed, not feeling
well, or worried. So, any change from a person’s normal
communication style might be an indication that some-
thing is going on. Whether that emotion is deception, fear,
shame, embarrassment, or some other emotion is difficult
to say. The change merely tells us that something might be
going on, and that we should probe more deeply.

With that in mind, are some cues more important than
others in detecting deception? The best source to answer
this question is an impressive meta-analysis of 120 studies
by Bella DePaulo and her colleagues (DePaulo et al.,
2003). The meta-analysis found that compared to people
telling the truth, liars:

B Provided fewer details in their statements (d = —.30,
k=24, N = 883)

B Were more nervous (d = .27, k=12, N=571)

B Made fewer spontaneous corrections (d =—-.29,k =5,
N =183)

® Were less likely to admit a lack of memory (d = —.42,
k=5,N=183)

B Made statements that were not as plausible (d = —.23,
k=9, N =395), logical (d =-.25, k =6, N =223),
or consistent with other statements (d =—.34, k =7,
N =243)

As noted by DePaulo et al. (2003) and others, combina-
tions of cues are more meaningful than single cues. For
example, if a person is nervous but does not exhibit any
other “common cues to deception” or any other changes
from normal, it would not be prudent to infer that the per-
son is lying. Accuracy can also be increased by objective-
ly observing two people interact rather than by personally
interviewing the person.
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Final Thoughts

Evaluating statements for potential deception is an impor-
tant task for human resource professionals. It is important
for us to realize that, in general, we are not good at detect-
ing truth from deception and thus, when possible, we
should avoid making judgments based solely on body lan-
guage and paralanguage. However, we can be trained to
increase accuracy, and if we stick to systematically using
patterns of cues supported by research, and comparing
these cues to a baseline of behavior, our judgments will be
more accurate.
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HR HUMOR

The following were actual excuses employees report-
ed for missing work in a recent survey by career-
builder.com

B | was sprayed by a skunk.

H | tripped over my dog and was knocked uncon-
scious.

My bus broke down and was held up by robbers.
I was arrested as a result of mistaken identity.

I forgot to come back to work after lunch.

I couldn’t find my shoes.

I hurt myself bowling.

I was spit on by a venomous snake.

I totaled my wife’s jeep in a collision with a cow.

A hitman was looking for me.

My curlers burned my hair and | had to go to the
hairdresser.

| eloped.
My cat unplugged my alarm clock.

I had to be there for my husband’s grand jury
trial.

| had to ship my grandmother’s bones to India.
(note: she had passed away 20 years ago) —ACN
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9th Circuit Takes a Bite at Gender-Based
Grooming Standards and Likes What it Sees

By Inés Fraenkel

It has long been acceptable for an employer to impose
job-related requirements on their employees. It is not
legal however, to impose different requirements based on
gender/sex. On December 28, 2004, the 9th Circuit Court
of Appeals!' ruled that a female casino bartender who was
fired for refusing to wear makeup and lipstick at work,
could not sue for sex discrimination. Jespersen v. Harrah's,
04 C.D.O.S. 11332. Darlene Jespersen lost both her job at
the casino and her original case before a federal trial court
judge in Nevada. The judge found that the gaming compa-
ny applied its grooming standards equally to both sexes.

In an opinion that is sure to raise the ire of civil rights
and feminist groups, a divided 9th Circuit affirmed the trial
court on a vote of 2-1. Ms. Jespersen had argued that
Harrah’s Operating Co. violated her rights when it imple-
mented “Personal Best” image standards requiring women
to wear makeup and men to trim their fingernails and keep
their hair short.

Ms. Jespersen worked as a sports bartender at Harrah’s
in Reno, Nevada for nearly two decades and received
exemplary performance evaluations. Harrah’s encouraged
female beverage servers to wear makeup, but it was not
required. Jespersen briefly tried wearing makeup but later
stopped because she felt it “forced her to be feminine” and
to become “dolled up” like a sex object. The company
changed its appearance standards in 2000, announcing the
goal of a “brand standard of excellence.” It required female
bartenders to use nail polish and wear their hair down and
either “teased, curled or styled.” Later, the rule was amend-
ed to add makeup, which Harrah’s defined as “founda-
tion/concealer and/or face powder, as well as blush and
mascara,” plus lip color. Male bartenders, meanwhile, were
required to wear their hair above the collar and keep their
nails clean and neatly trimmed. Makeup, ponytails and nail
polish were banned for men.

Jespersen was terminated in July 2000 after refusing to
comply with the makeup requirements. She sued and a
local district court granted summary judgment for
Harrah’s, ruling that its policy did not impose unequal bur-
dens on the sexes.

Sr. Judge Tashima wrote for the 9th Circuit majority and
Judge Silverman concurred. He stated that there was “no
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evidence in the record in support of [Jespersen’s] con-
tention” that cosmetics can cost hundreds of dollars per
year and that applying them requires a significant invest-
ment in time.” Even if we were to take judicial notice of the
fact that the application of makeup requires some expendi-
ture of time and money, Jespersen would still have the bur-
den of producing some evidence that the burdens associat-
ed with the makeup requirement are greater than the bur-
dens the ‘Personal Best’ policy imposes on male bar-
tenders.”

The dissent, written by Judge Sidney Thomas, made the
important point that a jury could have easily found that the
makeup requirement illegally requires female employees
to conform to sex stereotypes, or that it places more of a
burden on women than Harrah’s male grooming standards.
Thomas wrote: “Sex-differentiated appearance standards
stemming from stereotypes that women are unfit for work,
fulfill a different role in the workplace, or are incapable of
exercising professional judgment systematically impose a
burden on women, converting such stereotypes into stub-
born reality.”

In his dissent, Thomas also made a distinction between
white-collar workers and those in service industries. He
said Jespersen should be able to bring her case to a jury,
adding that the decision leaves service workers unprotect-
ed from discrimination. “The distinction created by the
majority opinion leaves men and women in service indus-
tries, who are more likely to be subject to policies like the
Harrah’s ‘Personal Best’ policy, without the protection that
white-collar professionals receive,” Thomas said.

In 1989, the U.S. Supreme Court had made a ruling in
the case of Price Waterhouse v. Hopkins, 490 U.S. 229,
where a female associate who was perceived as too
“macho” successfully challenged her exclusion from the
accounting firm’s partnership. The majority in Jespersen
did not want to deal with the issues of white- or blue-col-
lar employment. Instead, it distinguished Price Waterhouse
by simply saying that it “did not address the specific ques-
tion of whether an employer can impose sex-differentiated
appearance and grooming standards on its male and female
employees.”

(continued on next page)
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Jespersen’s attorney claimed that the court erred when
defining an unequal burden. “There is a burden in makeup
costs. And there’s the burden of the message that these
female employees are subordinate and unacceptable as
workers unless they present an ultra-feminine appearance.”
She also argued that “male employees must be clean and
neat and look professional and women are deemed unpro-
fessional if they are clean and neat, but don’t alter their
appearance.”

Harrah’s spokesman asserted that modified appearance
standards requiring makeup are still in place at the casino.
“We implemented these policies in response to requests
from customers accustomed to a level of service and a type
of appearance.” “This is no different from CBS requiring a
female or even a male reporter to wear makeup on televi-
sion.”

Commentary: As a female with many years of personal
experience, I must agree, at least with the argument of
unequal burden based on expense and time. In my view, the
courts should have taken ‘judicial notice’ of the widely

known fact that makeup is expensive and that putting it on
can be an art — in any event, that it takes time, even if
applied while driving. Surely, these judges have no idea
how much beauty products cost. Without a makeup
allowance or higher pay to buy the products and addition-
al time to apply it, the requirements seem unfair. What
comes next? Will casinos be allowed to have an ‘over- the-
top’ police squad to check whether too much makeup is
being applied? Over-application would ruin the concept,
wouldn’t it?

But seriously, without knowing precisely what facts or
evidence was presented at trial, I will not debate whether
the expectation of customers at sports bars in casinos that
females have a certain ‘appearance’ is legitimate enough to
impose the challenged standards. However, in my view, if
someone can make me a good drink, I don’t care if he or
she wears any lipstick while preparing it.

! The 9th Circuit covers 9 states: Alaska, Arizona, California, Hawaii,
Idaho, Montana, Nevada, Oregon and Washington.—/ACN

2005 Innovations in Assessment Award

Martin W. Anderson, Ph.D.,
IPMAAC Innovations Award Committee Chair & Board Member

he International Public Management Association Assessment Council (IPMAAC) is pleased to

announce that the nomination form for the 2005 Innovations in Assessment Award is now avail-
able. This award recognizes an individual or a work group for the development of an innovative per-
sonnel assessment tool, the use of an existing assessment tool in an innovative manner, or general
innovations in assessment policies or procedures which resulted in improved effectiveness, efficiencies,
or cost saving. Individuals and work teams are invited to nominate themselves for this award.

The Innovations in Assessment Award will be presented formally at the upcoming IPMAAC
Conference that will be held in Orlando, Florida June 19 - 22, 2005. The winner will receive an engraved
plaque to commemorate their accomplishment and a waiver of the conference registration fee for one
person. In addition, award recipient(s) will be invited to share their innovation with the IPMAAC mem-
bership during a scheduled presentation at the conference and in an Assessment Council News article
next year.

Detailed information is available for the 2005 IPMAAC Innovations in Assessment Award in the
nomination form that is available for download at www.ipmaac.org.

Nominations should be submitted by 5:00 pm EST March 4, 2005 and no earlier than February 1,
2005. For more information about the award, please email Dr. Anderson at martin.anderson@
po.state.ct.us —aew
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IPMAAC Across the Nation -
News of the Councils

By Kristine Smith, Associate Editor

American Psychological Association (APA)

Future conferences will be in Washington, D.C. from
August 18-21, 2005; in New Orleans, Louisiana from
August 10-13, 2006; and San Francisco, California from
August 16-19, 2007. For more information, visit their web-
site at www.apa.org as it is updated.

Bay Area Applied Psychologists (BAAP)

The BAAP sponsors a speaker once each quarter. The loca-
tion varies, but the format involves networking from 6-7
p.m., followed by the speaker’s presentation at 7 p.m.
BAAP speakers are typically leaders in the field and deliv-
er interactive presentations with plenty of group discus-
sion. Check their website at www.baaponline.org for the
most current information on upcoming events, speakers,
and topics.

Chicago Industrial/Organizational
Psychologists (CI/OP)

CI/OP is a society of human resources professionals from
the Greater Chicago area who meet to discuss current
issues in I/O psychology. CI/OP generally has Friday after-
noon sessions from 1:00 p.m. to 5:00 p.m. featuring sever-
al speakers addressing a topic. For more information and to
confirm meeting dates and topics visit their website at
www.iit.edu/~ciop/

Gateway Industrial-Organizational
Psychologists (GIOP)

GIOP is a group of psychologists and human resources
professions in the metropolitan St. Louis area. The group
consists of over 150 members and offers programs and
conferences on a wide range of topics. For more informa-
tion, visit the GIOP website at www.giop.org

International Personnel Management
Association- Human Resources (IPMA-HR)

The 29th Annual IPMAAC Conference is scheduled for
June 19-22 in Orlando, FL. Check the IPMAAC website
for the call for proposals.
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Metropolitan New York Association for
Applied Psychology (METRO)

For more information, call the MetroLine at (212) 539-
7593 or visit METRO’s website at www.metroapp
psych.com

Mid-Atlantic Personnel Assessment
Consortium (MAPAC)

MAPAC is chartered as a non-profit organization of public
sector personnel agencies involved and concerned with
testing and personnel selection issues. For details on
MAPAC, contact Amy Bauer at 410-545-5609, or visit the
MAPAC website at www.ipmaac.org/mapac/

Minnesota Professionals for Psychology
Applied to Work (MPPAW)

MPPAW is an organization consisting of a broad range of
practitioners, consultants and professors. Information on
MPPAW programs may be obtained from Sidney Teske at
Sid.Teske@co.hennepin.mn.us

Personnel Testing Council of Arizona
(PTC/AZ)

PTC-AZ serves as a forum for the discussion of current
issues on personnel selection and testing. It encourages
education and professional development in the field of
personnel selection and testing and advocates the under-
standing and use of fair and professionally sound testing
practices. For more information about PTC-AZ, contact
Vicki Packman, Salt River Project at 602-236-4595 or
vspackma@srpnet.com or visit the PTC/AZ website
accessible  through the IPMAAC website at
www.ipmaac.org/ptcaz

Personnel Testing Council of Metropolitan
Washington (PTC/MW)

PTC/MW offers monthly luncheon programs and publish-
es an informative newsletter. See the 2005 calendar
for scheduled luncheon speakers or visit the PTC/MW
website accessible through the IPMAAC website at
www.ipmaac.org

(continued on next page)
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News of the Councils continued

Personnel Testing Council of Northern
California (PTC/NC)

PTC/NC offers monthly training programs addressing top-
ics and issues that are useful and relevant to personnel
practitioners of all levels of expertise. The monthly pro-
grams are typically scheduled for the second Friday of
each month and alternate between Sacramento and the Bay
area. The monthly programs feature speakers who are
active contributors to the personnel assessment field. For
more information regarding PTC/NC programs, visit the
PTC/NC website accessible through the IPMAAC website
at www.ipmaac.org/ptenc

Personnel Testing Council of Southern
California (PTC/SC)

PTC/SC serves as a forum for the discussion of current
issues in personnel selection and testing; encourages edu-
cation and professional development in the field of per-
sonnel selection and testing; advocates the understanding
and use of fair and non-discriminatory employment prac-
tices; and encourages the use of professionally sound
selection and testing practices. For more information
regarding luncheon meetings, workshops, upcoming con-
ferences, or membership, please contact Mike Wheeler at
MWheeler@PER.LACITY.ORG or visit the PTC/SC
website accessible through the IPMAAC website at
www.ipmaac.org/ptcsc

Society of Human Resource Management
(SHRM)

Contact www.shrm.org/education/ for a current listing of
seminars and conferences.

Society of Industrial/Organizational
Psychology (SIOP)

The 2005 conference is scheduled for April 15-17, 2005 in
Los Angeles, California at The Westin Bonaventure.

Western Region Intergovernmental
Personnel Assessment Council (WRIPAC)

WRIPAC is comprised of public agencies from the western
region of the United States who have joined together to
promote excellence in personnel selection practices.
WRIPAC has three meetings each year that are typically
preceded by a training offering. Additionally, WRIPAC has
published a monograph series and job analysis manual.
Additional information may be obtained by visiting
WRIPAC’s website accessible via the IPMAAC’s website
at www.ipmaac.org

Western Region Item Bank (WRIB)

WRIB is a cooperative organization of public agencies
using a computerized test item bank. Services include draft
test questions with complete item history, preparation of
“printer ready” exams, and exam scoring and item analy-
sis. Membership includes 190 agencies nationwide. For
more information, contact Bridget Styers at (909) 387-
5575 or bstyers@hr.co.san-bernardino.ca.us —AcKN

Upcoming International, National, and Regional
Conferences and Workshops

FEBRUARY

9: PTC/MW Luncheon Meeting.

10-13: Society of Consulting Psychology. Mid-Winter
Conference, “Bridging the Past, Present, &
Future.” San Antonio. Contact:
www.apa.org/divisions/div13

28-3/2: Association of Test Publishers. Annual
Conference. “Innovations in Testing” Scottsdale,
AZ Contact: ATP@DesigningEvents.com

February 2005

MARCH

2-4: American Psychological Association. Conference,
“Work, Stress, and Health 2006: Making a
Difference in the Workplace.” Contact: work-
stress-conf@apa.org

3-4:  American Psychological Association & Human
Factors & Ergonomics Society. Annual
Symposium. Fairfax, VA. Contact:
dbdavis@gmu.edu

(continued on next page)
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Conferences and Workshops continued

9:

10-11:

10-11:

10-13:

14-15:

PTC/MW Breakfast Workshop. Dr. Herman
Aquinis, University of Colorado at Denver,
“Assessing Test Fairness Using Moderated
Multiple Regression.”

PTC/NC Spring Conference. Lake Natoma Inn,
Folsom, CA

IPMA-HR Arizona Chapter Spring Conference.
Sedona, AZ

Society of Psychologists in Management. Annual
Conference. Dallas, TX. Contact:
spim@irieff.com

SHRM Employment Law & Legislative
Conference. Washington, D.C. Contact:
www.shrm.org

APRIL

2-5:

11-15:

11-15:

12-14:

14-17:

20-22:

24-27:

February 2005

American Society for Public Administration.
Portland, OR Contact: www.aspanet.org

IPMA-HR Oregon Chapter Spring Conference.
Wilsonville, OR

PTC/NC Meeting. Berkeley.

SHRM Global Forum. Annual Conference.
Chicago, IL Contact: www.shrm.org

American Educational Research Association.
Annual Meeting. Montreal, Canada. Contact:
www.aera.net

National Council on Measurement in Education.
Annual Meeting. Montreal, Canada. Contact:
www.ncme.org

SIOP Annual Conference. Los Angeles, CA
Contact: www.siop.org

SHRM Employment Management Association.
Annual Conference. Chicago, IL. Contact:
www.shrm.org

IPMA-HR Southern Region Training Conference.

Charlotte, NC

MAY

1-4:  So. CA Personnel Mgt. Assoc. & IPMA-HR
Western Region Conference. Long Beach, CA.

11:  WRIPAC Training. “Training and Experience
Evaluations” Yosemite, CA.

12-13: WRIPAC Meeting. Yosemite, CA.
20:  PTC/NC Meeting. Sacramento, CA.

26-29: American Psychological Society. Annual
Convention. Los Angeles. Contact: www.psycho-
logicalscience.org

JUNE

4-9:  American Society for Training and Development.
Annual Conference. Orlando, FL. Contact:
www.astd.org

12-15: IPMA-HR Eastern Region Conference.
Harrisburg, PA. Contact: www.haipma.org

17:  PTC/NC Meeting. Berkeley, CA.
19-22: IPMAAC Annual Conference. Orlando, FL

19-22: IPMA-HR Central Region Conference. Dayton,
Ohio.

22:  METRO Dinner Meeting. Speaker: Dr. Wanda
Campbell, Edison Electric Institute.

(Some of the information in this calendar was reprinted with
permission from the PTC/MW Newsletter which was
compiled by Lance W. Seberhagen, Seberhagen &
Associates.)

Kristine Smith is a Senior Associate with Darany and
Associates in Redlands, California. If you have regional
organization news or an item to add to the calendar, please
contact her by e-mail at smithkl@earthlink.net or by
telephone at (909) 798-4475 —acn
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2005 IPMA Assessment Council Officers and

President
David Hamill (2001-2006)

Personnel Research Psychologist

Personnel Research & Assessment
Division

Customs and Border Protection

U.S. Dept. of Homeland Security

1300 Pennsylvania Ave., NW

Rm. 2.5B

Washington, DC 20229

Tel (202) 344-3847

Fax (202) 344-3052 (fax)

David.Hamill@dhs.gov

Board Members

President-Elect
Beverly Waldron (2005-2007)

Employment and Testing Manager
Pinellas County Government

400 South Fort Harrison Ave.
Clearwater, FL 33756-5113

Tel (727) 464-3367

Fax (727) 464-3876
bwaldron@co.pinellas.fl.us

IPMAAC Representative to
IPMA Executive Council

Paul Kaiser (2003-2005)

Director,

Testing Services Division

New York State Department of Civil
Service

The State Campus

Albany, NY 12239

Tel (518) 457-5465

PDK@cs.state.ny.us

Past-President
Ilene Gast (2003-2005)

Senior Research Psychologist

Personnel Research & Assessment
Division

Customs and Border Protection

U.S. Dept. of Homeland Security

1300 Pennsylvania Ave., NW

Rm. 2.5B

Washington, DC 20229

Tel (202) 344-3834

Fax (202) 344-3052

Ilene.Gast@dhs.gov

Board Members

Dennis Doverspike (2003-2005)
Professor of Psychology

Psychology Department

University of Akron

Akron, OH 44325

Tel (330) 972-8372

Fax (330) 972-5174
dd1@uakron.edu

Inés Fraenkel (2005-2008)

Attorney at Law

Liebert Cassidy Whitmore

153 Townsend Street, Suite 520
San Francisco, CA 94107

Tel (415) 572-3055

Fax (415) 856-0306
ifraenkel@lcwlegal.com

February 2005

Kathryn Singh (Paget) (2004-

2006)

EEO Supervisor

County of San Bernardino Human
Resources Dept

157 W. Fifth Street - 1st Floor

San Bernardino, CA 92415-0440

Tel (909) 387-5583

Fax (909) 387-6075

ksingh@hr.sbcounty.gov

Donna Terrazas (2004-2006)

Manager of Recruitment &
Classification

East Bay Municipal Utility District

375 11th St

Oakland, CA 94607

Tel (510) 287-0707

Fax (510) 287-0986

donna@ebmud.com

Roxanne Cochran (2005-2008)

Human Resources Analyst

Assessment Council News

County of San Bernardino HR Department
157 W. Fifth Street, First Floor

San Bernardino, CA 92415-0440

Tel (714) 387-6084

Fax (909) 387-5609
rcochran@hr.sbcounty.gov
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2005 IPMAAC Committee Chairs

Conference Program

Inés Vargas Fraenkel
Attorney At Law

Liebert Cassidy Whitmore

153 Townsend Street, Suite 520
San Francisco, CA 94107

Tel (415) 512-3055

Fax (415) 856-0306
ifraenkel@lcwlegal.com

Christine Parker

CPS Human Resources

Senior Personnel Management
Consultant

444 North Capital Street, Suite 201

Washington, DC 20001

CParker@cps.ca.gov

Conference Host

Déonda Scott

Employment, Assessment and
Development Manager

City of Orlando

400 S. Orange Avenue

Orlando, Florida 32802-4990

Tel (407) 246-2061

Fax (407) 246-2019

deonda.scott@cityoforlando.net

Membership and Committee
Services (MCS)

Martin Anderson

Connecticut Dept of Administrative
Services

165 Capitol Avenue, Room 404

Hartford, CT 06106

Tel (860) 713-5042

Fax (860) 713-7413

martin.anderson@po.state.ct.us

University Liaison/Student
Paper Competition

Lee Friedman

SpecTal, 13481 Falcon View Court
Bristow, VA 20136

Tel (571) 331-1388
leefriedman1406@yahoo.com

February 2005

Continuity

Beverly Waldron

Employment and Testing Manager
Pinellas County Government

400 South Fort Harrison Ave.
Clearwater, FL 33756-5113

Tel (727) 464-3367

Fax (727) 464-3876
bwaldron@co.pinellas.fl.us

Professional/Scientific Affairs

Dennis Doverspike
Professor of Psychology
Psychology Department
University of Akron
Akron, OH 44325

Tel (330) 972-8372

Fax (330) 972-5174
dd1@uakron.edu

Assessment Council News
J. Anthony Bayless

Personnel Research Psychologist

U.S. Department of Homeland
Security

1300 Pennsylvania Avenue, NW
Room 2.5B

Washington, DC 20229

(202) 344-3833 Phone

(202) 344-3052 Fax

Electronic Communications
Network

Bill Waldron

Tampa Electric Company
P.O. Box 111

Tampa, FL 33601

Tel (813) 630-6503

Fax (813) 630-6802
bill@bwaldron.com

Assessment Council News

Training/Workshop
Mabel Miramon

California State Personnel Board
MS 37

801 Capitol Mall

Sacramento, CA 95814

Tel (916) 653-1401

Fax (916) 653-1353
mmiramon@spb.ca.gov

Kristine Smith
Senior Associate

Darany & Associates
1250 San Pablo Ave.
Redlands, CA 92373

Tel (909) 798-4475
smithkl@earthlink.net

Innovations in Assessment
Award

Martin Anderson

Connecticut Dept of Administrative
Services

165 Capitol Avenue, Room 404

Hartford, CT 06106

Tel (860) 713-5042

Fax (860) 713-7413

martin.anderson@po.state.ct.us

Nominations/Bylaws
Ilene Gast

Senior Research Psychologist

Personnel Research and Assessment
Division

US Customs and Border Protection

1300 Pennsylvania Ave., N.W.
Room 2.5B

Washington, DC 20229

Tel (202) 344-3834

Fax (202) 344-3052

ilene.gast@dhs.gov

Bemis Award-Nomination
David Hamill

U.S. Customs and Border Protection
Department of Homeland Security
1300 Pennsylvania Ave, N. W.

Rm. 2.5B
Washington, DC 20229
Tel (202) 344-3847
Fax(202) 344-3052
David.Hamill@dhs.gov
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“IPMA-HR provides valid; job-related examinations
used in screening and selecting entry-level police
officers, firefighters and'public satety dispatchers.”

DANNY FORTNER, CHIEE OF POLICE
CITY OF HUNTSVILLE; AL

+ Professional, top-quality exams for police, fire -—:;P MA‘ HR
service, corrections, and administrative personnel. | |

. . . ) INTERNATIONAL PUBLIC MANAGEMENT

+ Exams for hiring or promotion, with customized ASSOCIATION for HUMAN RESOURCES
exams available for upper-level positions in police

and fire service.
WEB: www.ipma-hr.org

PHONE: I-800-381-TEST (8378)
or 703-549-7100

E-MAIL: assessment@ipma-hr.org
Contact us for a test catalog or questions. FAX: 703-684-0048

+ A leading specialist with over 50 years of experience.

+ Currently assesses more than 200,000 candidates
per year,
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About the ACN

The ACN is the official newsletter of the International
Public Management Association Assessment Council, an
association of individuals actively engaged in or contribut-
ing to the professional, academic and practical field of per-
sonnel research and assessment. The Council has approxi-
mately 700 members.

The ACN is published six times a year during the even
months of the year. It serves as a source of information
about significant activities of the council, a medium of
dialogue and information exchange among members,
a method for dissemination of research findings and a
forum for the publication of letters and articles of general
interest.

Submissions for Publication: Assessment Council
members and others with letters or articles of interest are
encouraged to submit materials for review and publication.
Submission deadlines for 2005 are:

April issue due on March 4

June issue due on May 6

August issue due on July 1

October issue due on September 2
December issue due on November 4

Articles and information for inclusion in the sections
(News of the Councils, Technical Affairs, Public Sector
Practice Exchange) should be submitted directly to the
Associate Editor responsible for the appropriate section.
Submissions may also be made to the Editor.

If you have questions or need further information please
contact the Editor, Associate Editors, or IPMA-HR.

Editor Associate Editors

J. Anthony Bayless
Personnel Research Psychologist

U.S. Department of Homeland Kristine Smith

Security Senior Associate, Darany and Associates

Assessment Council Affairs

Practice Exchange

Kathryn Singh (Paget)
EEO Supervisor

1300 Pennsylvania Avenue, NW
Rm. 2.5B

Washington, DC 20229

Tel (202) 344-3833

Fax (202) 344-3052
Anthony.Bayless@dhs.gov

1250 San Pablo Ave.
Redlands, CA 92373
Tel: (909) 798-4475
Smithkl@earthlink.net

Technical Affairs

Mike Aamodt

Professor, Radford University
Department of Psychology
Box 6946, Radford University
Radford, VA 24142

Tel: (540) 831-5513

Fax: (540) 831-6113
maamodt@runet.edu

County of San Bernardino
Human Resources Dept

157 W. Fifth Street - 1st Floor

San Bernardino, CA 92415-0440

Tel (909) 387-5583, Fax (909)
387-6075

ksingh@hr.sbcounty.gov

Bridget A. Styers

County of San Bernardino

Senior Human Resource Analyst

Manager, Western Region Item
Bank

Tel (909) 387-5575

Fax (909) 387-5792

IPMA /\ ssessment

Council

International Public
Management Association —
Human Resources

1617 Duke Street
Alexandria, VA 22314
Phone: (703) 549-7100
Fax: (703) 684-0948

February 2005

IPMA-HR Staff

Kathleen Pierce
Manager of Assessment Services
kpierce@ipma-hr.org

IPMA-HR

1617 Duke Street
Alexandria, VA 22314
Phone: (703) 549-7100
Fax: (703) 684-0948
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