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Analysis of Uniform Guidelines
- on Employee Selection Procedures

BY MARY GREEN MINER AND JOHN B. MINER

Guidelines to be used in determining whether employee selection
procedures are unlawful finally were agreed to by four federal gov-
ernment agencies and published in the August 25, 1978,FederalReg-
ister. The “Uniform Guidelines on Employee Selection Procedures
(1978), adopted bytheU.S. Civil Service Commission, the Depart-
‘ment of Justice, the Equal Employment Opportunity Commission,
and the Department of Labor, became effective as of September 25,
1978.

‘This final set of guidelines culminates nearly six yearsofefforts by
the federal agencies charged with enforcement of EEO laws and reg-
ulations to establish a uniform position regarding selection pro-
cedures. Two different sets of selection guidelines that had been in
effect—the one used by the EEOC and the one used by the three
other enforcement agencies—are superseded by the new set. (For a
discussion of events leading to the issuance of uniform selection
guidelines, see Employee Selection Within the Law by Miner and
Miner, BNA Books, 1978, Chapter 3.)

For an employerto besure that selection procedures do not violate
EEO laws, the guidelines require the following steps:

1. The overall selection process should be evaluated for eviderice
of “adverse impact’ on the employment of any group protected
under the law. Adverse impact is defined on the basis of what is
known as the “four fifths rule of thumb.” (See text of Guide-
lines below, Section 4D, andMiner & Miner, p. 69.)

2. Where there is evidence of adverse impact, the individual com-
ponents of the selection process should be investigated to find
‘out what specific step or technique is contributing to the adverse
impact. (The guidelines apply to any procedure used in making
employment decisions, not only to scored tests; see definition
Section 160.)
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3. Any procedure resulting in an adverse impact must cither be
abandoned, changed in application to eliminate the adverse im-
pact, or proved to be job-related and thus in compliance with
the requirement of business necessity. Proof of job-relatedness
must be in the formofacceptable evidence of validity.

4. Validity studies should include an investigation and evaluation
of “suitable alternative” selectiontechniques that are *‘substan-
tially equally valid” and with less adverse impact. When equally
valid procedures are available. the one with the least adverse
impact should be adopted.

The majority of the text of the guidelines is devoted to outlining
what is acceptable evidence of validity, which may be based on any
of the three professionally accepted types of validation—criterion-
elated validation studies. content validity, or construct validity.
Where criterion-related validation studies arc conducted, they
should include an investigation ofthe fairness of a selection pro-
“edure if technically feasible—that is, ifithere are large enough sam-
sles of women or members ofa particular minority group to conduct
«uchastudy.

Issues in Controversy
The final selection guidelines as agreed to by the enforcement

spencies containat least two provisions that have been the subject of
ontroversy and that can be anticipated t0 be questioned in the
ours.
The *“hottom.line” concept. Amajor area of disagreement among.

heenforcementagencies has been whether each procedure inaselec-
lion process need be evaluated for adverse impact if the overall
sults of the process—the bottom bne—show no cvidence of
«verse impact. The original version of the uniform guidelines pub-
lished in December 1977 indicated that, generally, if the overall re-
ults showed no adverse impact, individual steps of the selection
process would not be subject to scrutiny. Employers were very crit-
cal of the use of the word “generally, which was viewed as giving
ihe enforcement agencies the right to challenge any component of
the selection process, no matter what the overall result might be.

Noting that there are court decisions supporting both sides of this.
Issue, the federal agencies make theirposition—that individual selec-
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tion procedures can be questioned even though the bottom line is in
compliance—even more emphatic in the final guidelines. Examples
are provided of two types of situations where individual procedures
are likely to be challenged: (1) Where the procedure is a significant
factor in perpetuating the effects of prior discrimination, or (2)

- where there have been court or administrative rulings in similar situ-
ations finding such a procedure not to be job-related and thus un-

© lawful. It is noted in addition that the enforcement agencies have
discretion to ignore the bottom line and take action with respect to
an individual selection procedure in “unusual circumstances.” (See
Section 4C.)

Suitable alternative procedures. The requirement that employers
using a validated selection procedure with an adverse impact search
for alternative procedures with less adverse impact has been severely
criticized by employer groups and the industrial psychology profes-
sion. While endorsing the idea of looking for better selection pro-
cedures on a continuing basis, employers do not feel they should
have the burden of proving there is no suitable alternative pro-
cedure with less adverse impact. However, the guidelines indicate
that employers should make a “reasonable effort to become aware”
of alternative procedures and that validity studies should include an
investigation and evaluation of suitable alternative selection pro-
cedures (Section 3B).

Changes in the Original Version
‘The final version of the guidelines as published in August 1978

differs in some respects from the original version published in De-
cember 1977 for public review and comment. Two of the changes
made in the final version relate to the issues discussed above—the
bottomline concept (Section 4C) and suitable alternative selection
procedures (Sections 3B, SG, and 6A).

Based on comments from industrial psychologists, several changes
‘were made in the provisions on technical standards. Among these are
the following:

The appropriate use of selection procedures based on content
validity is more narrowly defined, and such procedures should
be restricted to jobs where the content of the selection procedure
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consists of work behavior that is riecessary for the performance
of the job or that constitutes most of the important aspects of
the job (Section 140).
In both the original and the final versions, employers are cau-
tioned on the use of construct vabdity evidence because of the
lack of professional literature providing guidance on its use in
employment situations. However,the final version permits the
use of a selection procedure basetl on construct validity to be
based on evidence from a critefion-related study conducted
elsewhere if it can be shown that the jobs involved have
common work behaviors and the ork situations are compara-
ble (Section 14D).

= The definition of “work behavior” is expanded from “a goal-
directed mental or physical activity applied in performance ofa
job” to “an activity performed tol achieve the objectives of the
job. Work behaviors involve obsetvable (physical) components
and unobservable (mental) components. A work behavior con-
sists of the performance of one br more tasks. Knowledges,
skills. and abilities are not behavidrs, although they may be ap-
plied in work behaviors.”

Documentation requirements. There ure major changes in the doc-
umentation requirements, which are cavered in a section on record-
keeping (Section 15A) that did not appear in the original version of
the uniform guidelines. Although there(are simplified recordkezping
requirements for employers with fewer than 100 employees, other
employers are required 10 keep records showing determinations of
adverse impact made annually for eachiprotected group constituting
2 percent or more of the labor force in the relevant labor marketor2
percent of the applicable workforce. (An earlier section of the guide-
lines, Section 4D, contains a warning that enforcement agencies may
“draw inferences of adverse impact”? if an employer fails to main-
ain the required records.) Whereadverse impact has existed, the em-
ployer must keep records of the effect of each component of the se-
lection process for two years after the adverse impact has been elim-
inated.

“The requirements for documentation of validity evidence, which
were in the original version, have a few additions. New sections in-
clude documentation requirements for. “evidence of validity from
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‘cooperative studies” (Section 15), “selection for higher level jobs”
(Section 15G), and “interim use of selection procedures” (Section
15H). Documentation provisions for all three types of validity
studies now include paragraphs on “alternative procedures investi-
gated” and the information required on “uses and applications” has

> been expanded to include additional evidence where cutoff scores or
ranking procedures are used (Sections 15B, C, and D).

. In spite of the detailed requirements for evidence of validity of
selection procedures, the overall thrust of the final guidelines is to
encourage employers to comply with the law through affirmative ac-
tion programs aimed at getting the right numbers of minorities and
women hired and promoted. With no evidence of adverse impact in
the selection process, the EEO agencies advise, there is no need tovalidate selection procedures to be in compliance with the law.
On the other hand, as long as the enforcement agencies can make

exceptions to the bottom-line results concept and challenge indivi-
dual selection procedures as causing adverse impact, challenged pro-
cedures need to be validated. Furthermore, for effective human-
resourcemanagement, any selection procedure should bevalidated—
or proven 10 be job-related —whether or not itis required by law.
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dr oF vii (or others Justin wo mCi rights groups generally found the  ecord with Federal),o by aiminat:
uniform fuleines for suptror (0 the ing the adver impact. The opionsFEA. guilaines, and many urged he hive ahiaysboc present underFodersh
adoption, with olfiatons concerning iw,2CFR 10073: 41CFR603.3)and. aking and documentation. Others the’ Federal Executive: Agency Guide:
ale foncerns about th “bottom inc” line, 41 FR 5179 (November 3, 1970).Concept and other. provisions of ho Tho December30draft guidelines, how

more Soe, Car th Tad of the (voi HoeGroup on Employee Sclc- optionsopen10users.tion Proefues representing many om ayehnogits express conrn thatployer in private industry supportedthe the. Deseper 30. draft. of section 6AConcept of uniformguideline,bUL Ad. neourage the ve of Invalid proceduresamberof rove with PATCUAE IT Sn ong an har Tor toe Pac
visions, some of which are, described Employers added the concern that the
below. The American Society for Person- sectionmightencouragetheuseofillegalnel Adminisration (ASPAY and th In. socoonWER encourage th wo ofHet)
ernatona) Personnel ManagementAsso.  boectt oe 01788Stee PAE,
ciation, which represents State and local Syffered diserimination (minorities, womgovernments, gonerally look the same Go) Cron they have anadverse impact
position as the ad hoc group. Major nh erent hou whicmat)atria rons found thar the drat Milerenlgroup(ritesmale).|
guidelines were superior to the FEA hyve revised itto clarify the fact thatruldlines,but they priv them tobe este purporting t boaffirmativeer 15 the EEOC guidelincs. They oEA aes purporting 1bo affirmativechallenged pica ho bot Tne 510an etthe golfteagenciesor
once an the construct, VIILY SEC Seeeigy procure must be owtul am

“The building trade unions unged an §ietid boss Job reloadaspossible The
exclusion of apprenticehip programs delineation of examplesof alternative{rom coverage of Tho. guidelines, Tha Procedureswas eliminated to wonica Counc an Shvnion fon Kan htparticle procure
them inappropriate foremploymentdeci.  ither prescribed orare necessartions coterning feu st miution of _ rope The busi thrust of section 6,Higher education. Other pardoulr con. al climinaton ofadverse impact is an.higher cducalon Otheparticular con eenatvetovalidation, retained
epresending the handicapped, cnsing Ttipdonofexcerpt rom the 1975
temoe nt col iEe Lionsoorimine Acton in sckion 193 of 4Genera Principles December 3 draft wes criticized 5 not1. Relationship betuvenvalidation and boonging in 2 %tof Fuideins for thetiationofavers impoct,and ofr. viaton of seecion procedure, See.
Ineaction, Fdorlequal employment on 1. has ben revs. The generalopporsuty Taw. gencrely dock not re Statement of poly In Support of volunhire evidence of Saliny Tor» selection tary affirmative ation, and the reat.
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procedures i 8 part of conducting 5 suffcent to warrantuse of the proce-
To ity sad, do tad alternative proce. duresae rankingdevice.
res shou be vated In Bt of A mew section 56 ha been added to
Ady suds mestng profesional carlythese concepts. Section Hi (form:
Sands and hat section 35 docs ot rly section 5G) arses th chic of a
pose an oigtion1o search fof aller: cata score when» procedure is to bo
Tabves he wer Is nol required to usedfor ranking. ’
Conduct a valistudy Lope Togasts for exemptions for
ia, under scion 3Bof the guide certain asses of ser, Some employer

. inca user shoud Investigate Shen: group and lor organAtons (66,
tive ‘selection procedures as a part of academic institutions, large public em-
am at Vaden  PTOSCOUTG, 30 eovern sppvenbiesiip coonei) arguedShou the er invent aternive Sn (eyShouldbeexempted from at or
reat th eto device hose 1000 Sons of he prow ofthee Fodlines
the use most appropriate 10 his needs. becauseoftheirspecial needs.TheintentTe Vy. stay Shou. ads Te bfGone vest Boerlequal
Question of what method of se (Srech onion oppose Iw 10 Spy
ng, rouping orrankordering)3 PBI {ne sume standards to all vers, publ
rate foraprocedure.based on the Kind oepvt,
Er stent of tho veldiy ovine “HAELoythesam prin
Shown, andthe degre of were FS pis sp andar 1 ploy, On
‘of the different uses. ‘the other hand, the nature of the proce-

4. Butablishment of cutoffscoresand ures which will actually meet those
rank orering. Some commenters OM riniples andstandardsmaybedierentol hs rou beloved cha the Erneples and standards maybe ferent
Deter 0 aut idles dh sa LorGeren cpl, an he gl:
provide sufficient guidance as to whentacapiiabletoall employers
apomslionproce SUS LP otiroma raion basis rather Uhh on & “re wh are oer
Dysh ein.fy Lr cual clone porn
Lecion 5G n- termsof seing sult 1%ganizations of handicppod persons
ares Other comments note hock of CC fom Te hope of
aa Ho he for thes guidelines the enforcementof laws
cutoffscar othe weof aprocedure for LIULCLESTON bff
ranking candidates relates to adverse | fip, in particular the Rehabilitation
mec ce have noted, users are not Act of 1978, sections 501, 503, and 504.

toel ate tcodures which do Whilethis issuehasnotbeen addressedin
edaBr ween Jf the guidelines, nothing precludes the

oncwayof using procedure (ef, for adoption of the principles set forth in
Tall TC 8is ie ais

an another Nay(cf, pas/fa,  Stustions ¢
the procedure must be validated for that Livorsing iidSivanJot

neEly,cutoff aor which ru raise he questionofthe applicability
i ives npc shou bo Justo 11 th. pienso ter,limingsnd

ere saint cedure Tor crtifcation functions The. guidelinesaXR
han 16 3 nigdoin, he on sno vor to the oxen” th
en of validity and weiy mos be coning and cerifcaton maybe cov:
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cro ty Fdera qualemploymentoppor. from ho peychloical profesin ad,Loy aw. except fo th provisos concrting tt.Voluntary certification boards, where {aims (cmetmes mtakeny sissiesceruficaton i not required by iw,310 withdiTerandal predcion oe ier0k ser as defined 0 ection 16 With tl ein, pencrsts lath eTpitto thelr coring unclions ad som.heron ae no subject hese ide: “Tiel proisions of the guidelines con.lines IF an employer rls pn Beh coming reronsesiod Sun sd
Srirates iSk seg ne call fof studies of fairness of selectionssos, the employe i he er 1 ASL rece where techraty enabepreparedto justify, under Federal lw,” Sect0B) Some payehologits andal Tolan Bn 1 woul ny oth pee 0)Somepycologit snd
Rikde of an $50 Uhootor linc eection 40). Some representatives of 5% fecied by profesionas sndmpage an tome proonal sug, Pore), ou that the term is commonlyBE aanimpact should be a test of statistical Ta wh i « ohsignificance, rather than the four-fifths on,it : piel,Pr ye
rule. Some civil rights groups, on the sionally that fairness should be examir
other hand, still regard the four-fifths Where feasible. The APA. standards for
rule as permitting some unlawful dis. educational and psychological tests, formination Cxumpl. direct vrs 1h explo (heThc" Fedral agencies belies that Toes of Tans on finding a Biffr.neither of thse pons i core. The ch It group peormancs (scion 5,eat mejor of employers de not ire, Ph. 65-49. Suir ths concep of tex.roma,orsin enough ploy fo Tames ison hic is clsly rlted 10ot Jb (0 Warrant primary ehincs the bak thrustofFore]sql empin:pin SalSn ary Gi mtct aw, nd tt oesions in dav-toduy fe ar deon the wis arr by to Supeeme Cootbasisof information which does not have  Alhemdrie Puper Co. v. Moody, 422 US.the Justieaton of a tet of sited r
significance. Courts have found adverse Accofdingly, we have retained in thempl without showing of Yatlial gute sigan sp sisignificance. Griggsv. Duke Pucer Co. cestifate. test fairness where 1 issupra; Vdean Society of New York 3. techmichly feasibledosp.GSC No Fal B30 20 Cr "Chi sly oe Division ofIST Kiki. Now York SD 0 1p hyGi,TheDinoffar Ser, 50 F240, 420 (2d Cir. of ATA. eorocly parecied the oe. Sigs of the daft pudelines conAcsning. the ei bevy PE 8 he$f, mine orhad ee Sh four ote ows ro :: hai fo oservable work behaviors ordling dcrimnton anddos pry BhFo dnerabl wrk behaviorson
apre a leof Ee tear ap
A a Detweer test and performance.” ThatTechnical Standards divisionlexpressedthe- view that the draftT. Crtri elaed lity fection Rides neglected Stustions where140. This scion of thodln found Knowle, Sl ar shy recom toceneral port AmOnE Sh ommenters i outbim bt whe the work bio.
Approved For Release 2001/11/07 : CIA-RDP00-01458R000100110002:8



Approved For Release 2001/11/07 ; CIA-RDP00-01458R000100110002:8
TEXTOFUNIFORMGUIDELINES n

cannot be. replated in a test. They tho Pdersl enforsement agencies at thisFemmended thatthestonberevised. Stage in th development of corkWe baler tha. the emphasis on ob: vay. The pukdlpe leave open theservable wrk. behaviors or obervable  posibiiy th diferent evidence ofork product Is appropriate ad tat in soerues valuiy may be aeceped in toarr to show coment vais ihe ip fore, 3new methodlogesdevelop and: Between the test and perfohoscoothy Doo nonporte in profesionalim50 souk he small om. We recoize, daisand othe profession eratureHover, that content vals may bo 0 Documentation seton 19 Com: Soproprist to support Let which menier sated that the documentationmrss eowtamen, Sklar bly ection dil nt conform to 1 nprhich is 5 néceary rere to the rquements of tho gukicines or was
performanceof the Job, even though the otherwise inadequate. Section 15 hasLa might nok bn dose ough Lo. tho boo clarified and twosignificant chang:ork Debiotobe condenawom © Hive heen mado. ts mimic the
sample, and the guidelines have been rellotping burden (See overview,
vied sporopraty. On th other ands so :st of mental proses which arc not 1: Definitions (ction 10). The deindirecily Servaie and which may be Sanovorkbehair he Bocambar0.
difficult to determine on the basis of 1977 draft was criticized by the APA.
observable work behaviors or work pro- 41 others usbeingtoo vague to provideuc houtd mt bo aobew, adequate guidanceto thos uhgen robe mpprdy cnient. ln,Sdok
Thus, the Principles for the Validation havior as a part of any validation tech-and Ui of Personne Sclstion Proce. au. Other comments criczod thedures (Division of Industrial and Organi. Absence or inadequacies of other defini-ational Paehogy, American Pejcho. Uo specially “adverse impact” SubToga Assocation, 197, p. 10, diese Sanka revitons of andadiionstothis

the use of content. vahdky to support rethereforemade.sts of “pete toms of knowledge, or UNIFORM GUIDELINES ONSpecie job sila” but all anion ty EMPLOYEE SELECTION.pnatenion to PROCEDURES (1979)oly Sapiens of SMETPUDE2 oe _Thoe iden. are budcontent validity basis. Jointly by four agencies. Separate officialCoto lity (wction 140), Sdophons fol the guidelines nh
Business groups. and. profewionsl cv. Part IV a follows: Givi Service Commis.
pressed concernthattht construct validi. $n, Department of Justice, Equal Em.Ay quirementsnthDecor30 draft Poyment Oprtunity Comission, De-
were confusing and technically inaccu: partmentof Laber. .
Fate, As section MD indicates, construc, For offical citation see section 18 of
validity is a relatively new procedure in these guidelines.he ick of personne selection and there TABLE OF CONTENTSis“ yet Sustantal guidance in tho GENERAL PRINCIPLESproonat ratas 10s nthe 1 Stgmtor Brora of ployment practices Toe provi hee for Unfit owing Ages
Sons on construct validity have been B. Prposeof Guidelinessl gn,itally ovebn RATEReretns
The APA Tho construe vaity section Yoplstona Guidlinesevi cries what | Toqured by Evrae ocr
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0) Appropeistencs of Costu Validity (1) Users), Locton), and Diet) of
dy ey5 Ams For Contract Valldty (2FroblomundSting

Si em
arti tthe or Ars
Etaiysywim, (0bTila Coen

. Sari a rere meso Prtormaee
8 Demet of Came Work Bn Arm ns ned
oo (10)AccuracyandCompleteness.

epee HEE
AND VAL) neofValidity fromOther Studies15, Doamertatin of Topc nd Valtty 5Edm ofaytrom er Ss

XReged ntomstion ATEShri ig for urs QiEomain
Oa Eien Hoare
(2 Information n Impact. {0h Dseofthe Slction Procureionon pct. Se
6) Riv TopieB {5 vie rom Content Vali Sis

sated ef Poe Total SolotionProcess (8) Evidence from Construct Validity Stu-When bea rsticen to Bowrmive Af
imp Eine of Vay from Caoperative
Bmorvay pikes alle BT
fore RoES pers
Sconce oiiCon ase vali Ses
Br aborts a “Dect of 16 Definitions
@Fin aSet Areevor .
8 JoAmiso Rewof dbInforma. IT Polley Stent on Affemative Acton
Jon 18Citations

fr ria
) Samp on SECTION1. Statementof purpose. —A.BeemproctreSHOTION 1 StatementofpurrA

{8Tews ud els mens Seed Fo 4emiPmctars Invested Goverment’ seo for«
OiAyman urformset of princes on thea
soa Sth eof St and other sletion

{ComeFen brocudune hs ong bocn recognise. Tho
(13) Accuracy and Competences qual Employment Opportunity Commis-
iComtent ValiditySues sion, the Civil Service Commission, theico Locos and Dat) of om the CHI Sorice Commision, the
pre ment. of Justice Jointly have adopted@Prole anaSeing isl ave adoptediiorueron thew uniform guidlinesto met
J
(6) Relationship Between Selection Proce- the Federal Governmentasare applied to

saresrd the Job bea hon
0 maisFootrest hTEIIOTTLeTe guide
{BeadBopcaions Eosnipes
(5 Aerracy amCony which are designed to assist employers,
Emma Vi Bs bor organizations, employment. agen:
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{i od Jing ni orion arearsder Feder ow byboards to comply with requirements of the Office of Revenue Sharing of theFedral law prohibiting employment Department of ths Treasury dr thepractices which disriminato an grounds State had Local Fcal Assisance Act ofoF race, color, rigor sex. and bation 1972, lx amended: and by any otherorigin, They are desind to provide 8 Feder] agency which adopts them.framework for determining the proper. Anployment dciions. These ide: :se of tests and other wicton proce. lines dry to tests and ther seletiondu. These uidelines do nt require 3 procedures which ar sd a 4 bass forusr to conduct ality tudis of lec: any efnployment doin. Employmenttion proces wherenoadverse impact decision inchade but are not Tied. 10results. However, al uses ane encour iring]promotion,demotion membershiya to use selection procedures which (for skample in a bor Organization,are valid especially users operating un. refer], retention, and sensing sndder merit principles. cotikaion, o he extent that HesrangRetin toprior guidelines Tse and clotfcation may ho cover pyidlngs are ie pon and superasle  Foderd! equal ampioyent opportunitypreiousy sued guidlineson empiios law: Ober whetion decom, such 4selertion procedures. These guidelines seloctin for training or transfer, mayave hen built upon court deckions, the ao bi conidered employment decorsrevausly cued guidelines of the an 1 the cad to ny of the decom: stedcles, and the practical experienc of the above |agencies,55well a the standardsof the. Sition procedures, These guide:ermal rfesion hee sueines ns iy niyo ‘elon prciianesre intended {0beconsistentwith exist. which ire. wae a5 5 basis for makinging employment. decisions. Fo example, theSc 2Seope. A, Application ofguide. use ofecruing procedures dedi tofines These guidelines will be apple by attrac membersof &particularives sex,the Equal Fployment Opportunity or cthbic group, which were previCommission in tho nforcemen of Tile dani employment opportuni. 13VIL of the Civil Rights Ack of 1961, ax Which decurrently underutiaed,may befed, bth nl Bvloymert nce “lo ing an emer ioOpportunity’ Act of 1072 (herinafir comple ith Federal Hw, an“Tile VII) by ‘the Depiriment of freauebly an csental cement of nyKabor, and the contract compliance agon- effective affirmative acton program: boyes uni the trander of authority con. recritnent packioes ar nx coneired{ented be Frntorg by hesdee ob scan provetion PlanNo. 1of 975, thadministra: dure. Binary, thes gusdebnes to pottion and enforcement of Excentive Onfer  pertainlto the questionofth lawfulncss110 amended by Excetv Oer v‘eforky renihntemori11375 (hreinafir “Executive. Onier oftect T050,Executive Onler 11305J bye Co Sev Gomi or ne” provions of Fara orand othe Federal agencies subject to. regulon,oxcopt oth exitthat suSection TIT of Title VIL by the Civil syedobsseetion proces. 10Service Commision in_eervising its detormine aualiteations or abilities toesponsiiltis tard Sint and local perforsh the Job. Nothing in these Sud:overnments under section S0WDX) of Ina ts intended ofshoudbointerpretedthe Intergovernmental-Personnel Act: hy a discburaging the use of a seltionthe Dertment of Justioe in oxercing_ procedure for the purposeof determining
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qualifications or for th purpose of sclc- strattohve the lesser adverse impact.
Homo th basi ofrelative qualifications, Accondingy. whenever avalidly study i
if he secon procure Ha been vali. cae Tor by thes guidelines, the user
aed in sceord with these sides for Should include, us 8 part of th validity
ach such pura for whih 1 50 be Std, an ivesgationofsuitable alter.
Td Taine sletion procedures ad sable

D. Limitations. These guidelines apply alternative methodsofusingtheselection
only to persons subject to Title VIL, procedure which have as litle adverse
Esceiud Ontr 15, or hor oul Input ss posit, to derive the
‘employmentopportunity requirements of  uppropriateness of using or validating
Feral Taw. These guidelines do. not Shempnaesord with thseguidenes 1 aanol to rponsIolS under the ARS ner hus made. rename Sot 5
Discrimination in Employment Act of  hocome aware of suchalternativeproce-1967 45 meh no 10 SRETIALE 00 res wr vay we een demameimiod
the basis of aye, or under sccions SOL, seco witthese guidlines,th weof505, and 504 of the REPAMINALoR ACLO sn br parse proces wg
1975, ot to dcrminate on Uh bss of conus ntl uch time 5 it should

ndicap. Fuasonably be reviewed for currency.Enonrefereent offcte, These Winer th wer shows an aha.idles do mot restrict any bon ve eecion procedure with evidenceof
imposed or right granted by Federal laW jogs udvorse impact and substantial evi-
to uses to extend 3 profernce in cn of Guldy for the same Job inploymenttoIndians living onor ner an doneOF,tallyfo the samejob fn
Tndan rservaon- in soancsion with mir croimstanes,the ur should
omployment apportunitis on oF PST 8 cerosingo vldsing i n second
ofiein, ith these uticings. This subsection3Drimisatin deve Fela lhelEtAton
onship hetucen useof wlctionPCE of procedures into a significantly more. fersnd diariminaton— fe ail procure, if the use of Such
having adverse impact constitutes dis. ington has been shown to be inCrimRation nts guid, The we of ambitionhsbon, shown
ny sco proctor which hu an Omer wihbe gidenes
Sibert impact an he hiring, promot, 5%.  Infrwation ot, ngect A.
or other employment or membership Cl0" intain and have available forapportunies of members of ny TI, inepetion roconds or other information

fom gr thngroup will bo consideredto LL ick the impact whch itaBe deriminatory and Inconsistent with whieh wi ect which
hepodelines,unlessth procurehs sts and othrsclocton procedures have
en Salad in accodanee with these upon employment opportunites of per-
acinar the proviions of section 6 300s by entiible ace sx, o cthnie

Solow resatiate groups sel. forth in subparsgraph B
5 Conatdentionof suitable alternative blow in orlr to delermin compliance

leon prunis Where twoormore Wilh thes guidelines. Where there aro
Selection provers ar value Which large mumbar of applica and proce-
Serve he sers legate intrest in dures are administered frequently, Such
ent and eustorthy workmanship, information mayboretained on ample
‘andwhichare substantially equally valid basis, provided that the sample is appro-
fora gin purpose th uke howd wie priate i terms of the applicant popula
he procedure which has been demon: tionandadequatein sie.
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b. Applicale race, sez, and ethnic Federb) enforcementagencicswillspectaroun Jor eondieaping. The records sen to evaluat the individual compo:Gllc for by thi section are tn bo nents for adver impact and may, whoreaan by ex. tnd holiness sinraces ani ethnic groups: Blacks (Neg. with feapect io the individual compenToes, American Indians (including Als. nents (1 where the ection procedunekan Natives). Asian (including Pacific is asfrifiant actorin thcontinuationInder), Hispanic (ineloding persons of of patiern of asignments of incumbentMexican, PuertoRican, Cuban, Central or emplojees caused b prior discriminatorySouth American. or ther Spanish origin emplofment practi, (3) where theor culture regardless of rae, Whites WOghf of cour decisions or administra(Caucasians) other than Hispanic, snd tive iterpretatioms hold thata specific{otal The race, sex, and ethnic casifia-  procere (such height or weighttions cal Torby this sation re consis Tequir{mens or normet records) sottem wi the nal Emolament ptr ehtad nthe anorsrSiw:taniy Standard Form 100, Employer stancl. In unusual ireormstance, otherInformation Report ERO-1 series of thanthose tad n (1) and (2) above, therepre The user should optsafeguards Feder enforcement agencies. may re.o'nsure that th record required by (his quest wer to evaluate th invidonlJArURTaDh are Used for apprOpriate pur. components fo adverse impact ard maysposes such 5 determining averse im. where] appropriate, (ake. enforsemestJac,or(where required) for developing scion]with respect to. the. individualand mooring affirmative acon pro. compohert.rams, and that suchrecordsamno ed Dy Adverse impact and the “four fifthsimproperly. Soe sections AE. and 170, rule. \ selection rate for any race, sex.Jos, or chic group which i es than our:tation o tion rts. Te in15 or ght porn) of ertBottom Tine" 1 the information called forthd group ith the highest rte willfor by sections 4A ‘and B above shows general be regard by the Federalhat the total selection procesfor 4Job enforekment agencics an evidence ofhas an adverse impact, he indvkdial avers impacts wie a greater. thancomuonents of tha section cess four.0fth rate. will generally ot beShould be evaluated for adverse impact, regard by Federal enforcement agen.18 tis information shows thas the total cisabvidoncof adverse pact Seaselection process does not havo an ade er differences Jn selection rats mayVers impact, the Fodorl enforsoment nevertheless constitute adverse impact.agencies, m the exercise of their admins. here Ky are Sumficant in both ats:rate and prosecutorial discretion, in tical wid practical rmsorwhere's user'susual circumstances, wil nok expect a acuont have discouraged applica diouser to evaluate the individual comoo-  propetionatly on rounds af race, sex,nents for adverse impact, or to validate or chic group. Greater differencesSuch individual components, and will not slectidn rave my nt constitute adverselake cnforcament. action. ase upon impact where the differences are basedads Impact of any component of that on mall numbers and arenotstacstcalyproccss, includingth separatepart of Sgifiant, or wher special recruitingormuir slocon. prosedure. or any ther rograms caus the poolof minor.Separul orocvire that 5 sued a5 ah 1or Home candiaietbesvt ofllernaive. method of selection. How. the nofmal pol of applicants frm hatver in the following cinoumsances the_ group Where the ers <videnes con:‘Approved For Release 2001/11/07 : CIA-RDP00-01438R00010011002:8
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corningthe impactof selection proce. valdty_ studs or cansiruct valdityduro dicate adverse impact bot di, in acordancwihhe standardbasa upon numbers which ar too sll St. Toh 1 the Hahmiol Sandon oFon Ol gsce te Spins,ton34ao: Sowimpacto" th. prado ove & longer Sirsigic for Showing he VIS ofpf doe erdeSy de8 MlTn he pack which Uh ection proce. hey bck cepted by the pepehlogcue hd han se nthe sam manner aproesinin inilar reumstancs claowhere may 5. Crier ead, cntnt, adconeecono Tn devemining adverse struc validly, Evdes of he valsimpact. Where the user has hot main. of a es or othrselocton procedureby 4tinddat on adverse pat as seine rcFom seated ALY ay shouby the documentation secon of applic. ont of smpricl dats demonseungble iden, tho Fedral nfo, (hu Lhe sees proce pefietngStes may dm ao of fr any tod iprSes Impactof the selectionproces rom ant. cmsof Job perormanceth Talli of th ter mint such ein 11 blow. Evie ofhe validat, tho sr hasan underulzon tof a Let or Bier eeetion proverof 3 group in the job caiogors, sa by contentvalisia shoud cont.compare the grow’ represniaionn of dita showing tht the coment of thehe relevant eho markt or 1 the cate Selection, rocco Io eprcenatio ofof os Tiled from within, th applicable Important specs of poems onthekoe 50 fo which the cite are be Coniderutionofe'soqalemploy shite, See scion He ww: Bo.meapportentypostr, Tn ering ou dents of the VARY of a too olshe Cligaons the Fodera efor. Selocon procedure hugh» oboement agence will oss he genes] IY. Sy. hol Sit of osFoctur ofthe wr wih respec aual Showing (a Ls roclne ssres teremntCrn To 00 Sg to wih cmeon ptsTopoffob question. Where&vcr abs characte. whch hve. banRa opted an afemative scion pr. termine tobe papotant i vecTam, he Pra enfoscmons ageis  prfoance in the” ob for hich theil onder th provisionsof (htpr andinic. re bo. bo” cvuonten” Soram, including the goals and timetables section 14D bowSich the usr ha. adopted nd the: Cudlines areconitentwithpro-progres Which the ur has made In esson stondords To prions ofating out Ua program and nl. hit uns Folsing to vlan ofing he foul aid tabs. While such lection procures ac inende 1 befmaie action programs may in de: Sondsent with encealy sempre posgn and execution be rac, clos se or fiona sundae fo Cruel otochic coneious, election procs arizad tse and oper sesig prosnde sich programs. shoud bo hued res such 2. Shoe des ape a ihy do Silo Bivona and Pchear logo Tests prepared by otcomm:Shc 5 General standardfor validity 6kofths AsiaTeyhog At.tulsa types of ald) ion, she Aman. Esocatonal Be.studs For the pares of atlying rth ‘hsosaion and th. Nationalhese uidlins, ‘te may. rly pos Counll on Hessurrent. Io Edenrisa vahiny ses, onan (mein. Toprol Aen
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Wetingon DC. 1970 (arti soto 15,143 nd 0, wo 70SE,ss 110, border isBLEE Wgrsme hteeritety att ere cult wereor ume of tt, rtedrly seForay lion pret wh nc a orrant,  onsten, withFTE Ereari Sern, Uk rs VerITheGT J LAiataai I ledssn priorsran i praysrglo 1Te her cal sehan tris 2cy an arin Ve 2 rsFlea odgn Vac 6heofeg led or cmlconiions which ste soar or BODO, Bo Uh Sferare, f the impactshouldbeconsidered.Ru rt BEee

nd srapont. Seletion groan. leveljobs. If job progression structuresrsshoulbyier and ened 5 JA 0) popeen reirintselection on pasis of Probably, within a reasonable period ofation uh lit time and in a majority of cases, progressrid, hl aly arsed fy ie ins mty of cos, progresegarintationprid. In general, users, fff Joel, may bo consideredSiononttbi af ama, 006 er’ Sino So at th Weber JoveHoag his a ofmeasures of KDOW- ctr, wheso progresian orlyend a bre Seman Eostomatitisrch
period, and which have an adverse im. that higher love jobs or employees[oo atl maybepetclung in1G. Methodofuseofselection procedures. 01applicantsare being evaluatedfor 8
The evidence of both the validity and job at ornearthe entry level. A “reason.opr mer ed ir Insupport theme user chooses To nt jobs and employment situations butoperational use of the procedure, if that 7Jo 1°, ment stations but
method 2 we - “ Ser rer aches procesors Sn ericopt er Bho of Lote ae lieSna ey eatin to ppp gt . oo .Sper weof lion pn ES —EITC HEheyte re
same proccdure on a ranking basis dor (2) 1 throisureason todoubt that theERPESRIASIES (ST mmrisg HE odJ cons rirea on Poca gn. king cen cnarathBEE CCSi I ES naSR Bee! ol fn Sn te,a Shod tofsudl Lo annths wedbe pnsupport the use on a ranking basis. Sce ing or experience onthejob.
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cereNEYememmaemsoarme
3. Interim wae ofslcion o tamplated by these guidelines. In such
Utnh of loin, Crean, br thsi wlan
Dracus Whi i mot at the moment scion procedures wich are 85 job
Fi: spporied hy th required cvidence relia as possible and which will mir
OE rove: (The nor has mia or liminate adverse impact5 ek
alble situa) evidence of vay, fori blow.
nd) ho mer bas in progres, when (1) Where informal or nscorod proce.
Cohn Teil, shu whieh 8 dures are wd. When an informal or
ime To ‘roduc te iiona ov: smuored section procedure which has
enreir of thseguidlines within an adverse impacts uid, the user
SW easonale time. i uh stu i ot shold. cimiato th adverse impact, or
Seimicty Foue,se socio GI the modify the procedure 1a one whieh i 4
S70 doc nk demons validity, thi formal, scored or quantified mesure or
roukios of the guticins fo erin combination of measures and then Yall
Le Shall nt contate defense many date th procedre in accord with these
Aion: or hel eloheusaof any ulin,orthorwie Jus confined
iaitneaigunder Fodera low. + ho of the procedure in. accord with

WE Revion of slit suisforcur. Federal law.
recs, Whenever vali ha boc shown (2) Wherformal andscoredprocedures
hon wih thet iden for the area When a formal nd scored
oT ariuir seeduon procedure or scion procedure s sed which has an

So or roup of ob, sone studies adverse pact, th validation techiques
ed mat peor unl sch Ge a3 contempt by ese guidlines usally
The vat ud fs subject to roiew an shoud bo followed i echnically esse.
broided by seein 5 ove. Tore are Whereth urcannoto nod ot allow
shite in the area of determining he validation ‘chriues anticipated by

The cormoncy of a vality st. All these guidlines, the usr shou either
hemitanet concerning th study, in: maify the procedure to lminate ad-
lung th valent wd and verse mp or otherwise Jus contin:
hangs i he relevant abr market and ve i of the procedure 1 accord with
The"Soh shold be comsderd in tho Federal a.
Geciminadion of when valny study Se T. Us ofter lity sts—.
outed Vatdiy ses wt conducted by ihe
SS eoflctionproceswhich ser. Users may, inde eran ican:
aukendad,A. Useof ater sane, support. he ue of selection
te lech. produres to liminate procaine by vldystdies conducted
ere par. Act may choose toby athr. wer. or Conducted by test
i alesis slotion rooctues in pablishersor dntiptors and deserved in
Ord to iminac averse pact or a Lat manuals While publishers of selec
or mS ogra, ton ris ove proteins a

scion 15 ow. Such slermaive pain to provide evideneo of valkty
roosts shou sine the adverse hie mock general aceped profes
Topact in th. total section. proces, somal anda (sc seconSC bove)
Snide lawful and shoud be a Job crs ar ctined that they are respon
elted wspsi, hic. for compliance with thee gui:

Wher velit studs cannot or Tine. Acovimgy, wer secingto Shain
aed a permed. Ther ae. neu. seein procires from pub{shery ard
anes in Which usercannotor nocd dimbtors shoud be careful to deer
ok lin th vation tshrios con. mine tat, th cvent the ter becomes
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subject to the validity requirements of particular selection procedure, the availthese guideline, the necesary informa: ity of evidence concerning st Fartiont suppor ality has een deter. nessmined and will be made availabletothe C, Validity evidence from mtiunitne study, If valuity evidence from 3studyB Use of criteroneated_wmidity  overing more than one uti with chevidence from ‘ther sources. Crteion. _ onganbaionsais she esrements ofrelated validitystudies conducted by one secon, MB below, evidencs of valiest user, or described in text. manuel Spcto cach ani wil nyberequ)and the professional iteraure, will be unies there are variables whichae oyconsider acceptable for use by another toaifectvalny smiantuser when" the following requirements Other signied sora. If threare met arc variables in the other studies which(1) Validity evidence. Evidence from are kel to affet sxiiey scant,she available studies mecting the stan. the user may not rly upon seh soedards of section 14B low clearly de. but wil be cxpectd her to anon amonstates tha the selection procedure internal ality sty or 10 comps withvalid: Section above@) Joh similarity. The incumbents in See. & Cooperative stdin —A, Bnthe user's jo and the incumbents in the couragementof operas sive. Tneobor rou of jobs on which the validity agencie ssing thie guideline encour.Study was conducted perform substan. age employers. labor. panne attially the same major work behaviors,as employment. agencies to cooperate. 1shown by appropriate job analyses both research, development, scarh or awflon the job or group of Jobs on which the shernaties, and vay attics in ovdorvalidity study was performed and on the to achieve procedure Ahh sre conde.fobTo which the selection procure i fo Lent with then guldeine.Detwed;and . Standaris for ts of cooperative©) Fairness evidence. The studies in studios. 11 alitycvidence from5coop.clude a study of test fairness for each erative study satstie the reportsrace, sex, and ethic group which const. of section 1 below, evidence of yangtates a significant fucor in the borrow. spi t cach user will nt. be requireding use’ relevant abor market fo the  unlecs there are variables 1 the barsjob or Jobe in question. 11 the studies Situation whichare el 10 aoe vera:under consideration satis (1) and (2) ty vgnificantyabove but tonok containan investigation + Sek. 3, No osnumptionof lity—A.of test fumes, and it i no technically Unacceplale sistitesfr doses offeasible for the borrowing wer to con. aliditg. Under no creamsnca wi heduet an internal study of test Taeness, general reputation of ten or othethe borrowing user may utile the study Selection. procedure, 4 seth oyuntil studies conducted elwhere meet pubisher,o casual reports of valing the requirements of these guidelines beaccept in cof dene of elle,Showtestunfairness,orunt such imea3 Specifically ruled utare:ssumpinafit becomes technically feasible to conduct VAI based on & procures mame oran internal study of tet fairness and the descriptive label: forma of promotion:Teall of that study canbeacted upon. Gl erature: dais hewn oh the fmUsers obtaining selection procedures quency of » procedures vaages testo.trom pir hol omaden 8 oe Cel enhoFlr,factor in the decison to. purchase %_ ers or consultants and othe nomenApproved For Release 2001/11/07 ; CIA-RDPOV-01438R000100110002:8
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ee
pirical or anecdotal accounts of selection ageney or service seeks to comply with
practiceso selection outcomes. hese guidelines by reliance upon validity
 Encsuragement of professional si: studicsorother data in the possession of

pervision. Frofessional supervision ‘of the cmploger, it should obtain and have
Election activities i encouraged but is availablesuchinformation.
ot asubstitute for documented evidence See. 11. Disparate treatment. The prin.
of validity. The enforcement agencios ciples of disparate or unequal treatment
il take nto account the fact that & must be distinguished from the concepts
thorough job analysiswasconducted and of validation. A selection procedure.
har estuful development and use of & even though validatedagainst job perfor-
lection. procedure. in accordance with mance in accordance with those guide
Sratescional standards enhance the prob ines—cannot be imposed upon members
Elsi that the selection procedure is of a race, sex, or ethnic group where
valid Tor the job. other cmployeas, applicant, or members

Sec. 10 Eployment agencies and havenot been subjected o that standard.
employment sereoesA.Wheresection Disparate treatment. occurs where mer
recedures. are devise by agency. An bersof arace, sox, or ethnic group have
Erployment agency, inluing grivate been dened th same employment.pro
mbleyment, sgnci and State employ. motion, membership, or other employ
ent sgencicorwhich agreestoarequest ment. opportunities 4s have been avail
I an mploger or labor organization to able to other employees or applicants.
hve and. oii a selection proceduro Those employeesor applicants who have
Soottd ‘follow the. standards in these been denied equal treatment, because of
fubielines for determining adverse im. prior discriminatory practices or palices,
Act IF adverse impact existsthe ageney must at least be afforded the same
Froid comply with these guidelines. An opportunities as had existed for other
omploymont agency is not relied of ts cmployees or applicantsdurin the period
Nietion herein because the user did not of diserimination. Thus, the persons wha
Pectest such validation or has requested were in the cass of persons diserminated
hae ofsomelesserstandardofvalida. against during the period the user fol
on than i provided in these guidelines. lowedthediscriminatory practices should
he wert employment agony dos bn slowed th priya quality
orev anmpoytror aorrg: dor les sino secon proves
Hon or other user of its responsibilities previously followed, unles the user de-
nde Federal Jew to. provide equal onstrates that the increased standards
employment opportusity or fla obliga- are required by business necessity. This
Hogs ua avr anderthese guidelines, section docs not prohibit a user who has
5 Where section procedures arv de- not. previously followed merit standards

vised elocwhere. Where an employment. {rom adoptingmeritstandardswhichare
agency orserviceisrequested toadminis in compliance with these guidelings nor
HE Selection procure which has been docs i preclude user who has previously.
devisod chewhere and to make referrals used invalid or unvalidated selection
orssanttotheresults, the employment. procedures from developing and using
Boney of acrvice should maintain nd procedures which areinaccordwith these
ave available evidenco of the impact of guidelines.
the. selection and. referral procedures Sec, 12. Retetingofapplicants. Users
hich it. administers. 1f adverse impact should provide a reasonable opportunity
Teaulls the agency or service should foretesting and reconsideration. Where
comply with these guidelines. 1 the examinations are. administered periodi-
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cally with public nai, such resonable wer has the obligation cthrwiso to
ory So la ne Seev revo bon etd are nk Tabove.
fromre esting. The user oy rowerer A. Validity studies should be based onkr reasons wars To ‘Praerv the resi of mbrmotion abot the i. AmySuri of th pores yhEi Watoti. Aff. oe of nfrmatin ht he 0 ormothe tion hignsons. Toe ne of whch the sletion, procedure. 10 hoon rar Rh hot on Ln. Th Fr had he 100alae rian to those Fidelis sna exept 5 proved 1 seconnt elo ers of any oktions 3B) below with fapet  erverionUh may avethoer affine reed vai Ang meth ofain si qalentopr ants ma be ed if provis heity Nothing in tho. ulin 3 atmo. quel for th. speciintr ta rico the vt of Fol afinrgolSlrionpreswhich wastnem: “Behn Sadar for rieron:vig the fectsofprior Armory reid wily uti) Fherehabierofst. iy, Us Shang 0 atesoe ation hictves. Lion ocetore 3 cari residF Eweourapement of roluntary aff: acon Procedurebyaselterinuedaris ation programs The EUIOITES hatte hry. ene (on
are also intendedto enconrage the ad0p- fined in section 16) 1 sonduct such
ton hn munkd hay ‘study in the particular employment con-

foe elrenWnohmonofro
law 10 adopt them; but are not intended ry meaningful criterion-related studytoimps amy ne bons in Ua made ho iron he bal

urd.Theagencies issuing and endors-  u)) relevant information concerning thei ee tions andor of ah pr.4rlSicion rosin, the potential sample
a pore and the employment situation. Where

HomanOry Cripating SIPC,oSi) anil 4s
ine Aton Program toMsi a Loca £Topedpete fovaliditystdin fnGowrament Agencies (41 FR sists, gertoobainunwdequate sampleSl
nent ixiach hereto 28 APRN, f'n aieto condi a rersation premio

Technical Standards E) oalpeef the job Ther shoud be
Sec 14. Toki sannrdsor valid: view of Job formation determine
pts Togota, mrsof wrk En)por
a pate, oud met mane hat re roleant fo the Job or
onan Eva lod, Nothmg in grupo nbn guston. Ths metsures
he ules stand tn pre orcravercv o hecx. ak
homedvof stpf. {1 Teper sr or rant Job

bineoros. 3.daelopedrom sh,ToiofJob
Tore. Where it in not technically feasible formation. The. possibilty of bias
or er cou iy.he Should be. srs both in lction of
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eePS,ii —
the criterion measures and their applica: (8) Representativenes of the sample.
Lon, Tn vicw of the possiblity of bias in Whether the study ix predictive or cor
Subjective evaluations, supervisory rating current, the sample subjects shoud inso-
Tochmques and insructions to raters far as feasiblebe representative of the
Shouldbecarefully developed. All rteri. candidates normally available in the
on measur and the methods forgather. relevant labor market for the job or
ni data need to be examinedforfrecdom group of jobs in question, and ‘should
From actors which would unfairly alter insofar us feasible include the races,
Scores af members of any group. The sexes, and ethnic groups normally avail-
Pelevance of criteria and their froodom able ‘in the. relevant job market. In
From bias areof particular concern when determining the representativencss of
there are significant differences in mea. the sample in aconcurrent validity study,
Sur of job. performance for different the user should take into account the
roups. extent to which the specific knowledges

(8) Criterion measures. Proper safe- or skills which are the primary focus of
guards should be taken to insure that thetestarc those which employes learn
Eeores on section procedures do not onthejob.
“ter into any Judgments of employee Where samples are combined or com-
Mlequacy that ar to be used as erterion pared, attention should be given (© sec
neasurc. Whatever critein are used that Such samples are comparable in
Should sepresent important. or critical termsof theactual jobtheyperform,the
work behaior(s or work outcomes. Cer. length of time on the job where time on
Tai criteria may bo used withouta full the job is likely to affect performance,
job. analysis If the user can show the and other rlevant factors likely toaffect
Importance of the criteria to the partcu- validity differcnccs;ortha these factors
Ta employment context. These critein are included in the design of the study
include but arc not limited to production and their effets identified
Fate, error rae, tardiness, absenteeism, (3) Statistical relationships. The degree
nd length of service. A standardized of relationship between selection proce.
atin of overall work performance may dure scores and criterion measures should
Te uk where a Study of the job shows bo examined and computed, using profes-
that it is an appropriate criterion. Where sionally acceptable statistical procedures.
Performance Tn training i used ax 4 Generally,aselectionprocedureisconsid-
terion, sucecss in raining should bo ered rated to the criterion, for. the
Droperly measured and the relevance of purposes of these guidelines, when the
fhe training should be shown. cither relationship between performance on the
through 4 comparison of the content of procedure and performance on the critc-
the training program with the critical or ion measure is statistically significant at
important work behavior) of the job), the 0.05 level of significance, which
or through a demonstration of the rela: means that it is sufficiently high as to
Tonship between measures of perfor. have aprobabilityofnomorcthanone(1)
mance in traning and measures of job in twenty (20) to have occurred by
Drtormance. Measures of relative sue. chance. Absenceof astatistically signii-
Sess in trgining include but aro not cant relationship between a_sclection
Timitod to mstructor evaluations, perfor. procedure and job performance should
mance samples or tests. Criterion mea. not necessarily discourage other investi-
irs consisting of paper and pencil tests gations of the validity of that selection
“Will be closely reviewedforjob relevance. procedure.
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6) Operationaluseof lection proce vias which tend 0 inflate validitydues, Crs Should vate each aloe <imatret oFchante Uoin procedureto assure he i x Appr lane sample one Slogan, seprise for operstional we, incodmg gation antherlament of unit sas or rank) FpressPos etiongenerallycalardring. General, if ober factors re. on xisof nfarncts whore rere.man the same. he grater he magn fase. The Somcapt. oonde ofthe lationship (5, coriation Unfairace of seu praccisocifeen) between. performance on a developing cont nahn. rnc,selection procure and oh or more odie generally ree htmenrivrin of performance on th Job 4nd numbersof emplogec theorgrythe urate he importance and number ofJo hing Se. For ten mesonsoFbecofsh performance cere by (¢ Federa forcement agencies moms:Ue etris, he hore kv that the ie hat heast8soprocedure Sill he appropriate fo we. of {aims mised by te painHtlince” up 3 lection procedure ners wil be upon scror spotics significantly rite 0 rer. mo wih rg somberof pesoon massa, bt which ie hed upon 4 jo Sar. or 16 Sevlpers, at thtay olina large number of sub. Amal wars tng htt on lecct and a low correlation nfient procswil generally nl bhgale bet 0 clos roview if 1 has scout seh und Becolarg aver impact. Sok reliance upon {ochicaly nfeiie Tor them to 0 ana Sine slcton instrument which n (0 Uhiaimecdfs When sabenlate ta arly on of manyjo duties or of a rae, sso bei frou nepers of Job performance wil sao bo teil obin Sones nts mssubito close ie, The appropriate. chntion procure hon emer ofnes of elcion rocvdune + est nother shou and th monetvalued in ach parturition amd cores an. nt reflectrene isher are on minim coretona moane of Jo estea oh heentapplicabletoallcmployment Sua. wieion radon may onto fonsKors In fetarmining whether» sti sports bo meee ot ht goerprocure is appropiate for operations] (hat shai th ower resi the Tolling considerations shoud (h Tuesgntion of fpr Where aln akon ns aceunt The degreof clei prosere tte nn whahere impact of the preoiure, the met oh a race, sv. o ihn grovals of ther slccion procures emi in acorn wh the c,Fratero subsantialy coun vid, cone a ory in eton 4 abs a(0 restatement of tity findings. ht groun bsoSF fain iUsers should iid lance ton ach locket abo markt. he she penesia: Which tend to ovresimate al. hol invests th poe Sebecnes{mineeo rn oF nee lychan ules an prosesafc steht esse bdo 5 Fhe resis{aken liane en a fow Seaton the svar af the averse. impat onsrocklare or cers of sweroafl Joh oun. tn reserLh mest 4 teselon hen many wiocion proce. fhe pose xine of anfaraedare or rita. of rformance have Whore th weightof dene fom ierfen Guid, or thes. of aptimel os shows ht he seein onsativa weights To eiction es. ue pris sry for the gop intresom nd leedt SeApproved For Release 2001/11/07 ; CIA-RDP00.01458R0001081 0002.8
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Tee

och evidencemaybe reliedon in connec. cance. Guidelines do nt require usrto
fanprocedurea sue. Hiro or promote persons on the bess of
Oe teiation fn foiress group csifiations for the purpose of

er conducting a stady king i. possible to conducta study of
oul rovew. the APA, Toiness but the user hasthe obligation
ng vestigation of otherwise to comply with these guide-

Dorie bis in testing, An investigation ines.
Be on provedure (1) The samples for cach group should

oth avilenec of vay and bo comparable interms of the staal job
bie the sletion proce- they perform, length of time on the job

a apa cular topoy- hero Gime on the job i likely to affect
a Falrac of slection performance, and othe relevant factors
ED etmeaslybespo Hhely to atfet validity differences; or

hous investigating these such factors should be included in the
eon of farness of a design of the study and their effets

Eieeton procedore in samples where the entifed.
Eresonstlooton proceduresor (1) Continued wae of selection, prce-
TE re es in severely restricted ures when fairness tudics ot file.
Be eben sample (4s compared to 1 study of fsimess should otherwise be
oP ample may produce performed,butis nottechnicallyfeasible,

oe  wviicnce of unfuirnes. That 5slotion procedure may be used which
Te crasdinly be taken into has otherwiss met. the validity standards

sete such studies and of these guidlines, unles the technical
ae an the results, infensbilty resulted (rom discriminatory

Eo ohare mess is shown, 1 employment practices which are demon:
wre monet (rough a strated byfactsother than pst fare to
es st members of 8 pariular conform with requirmentsorvalidation

oembetteraxpooreroth jo_ ofselectionprocedures. However, when
eto th scton proce. _ besomes technically feasible fo tho user

a cate through comparison to perform astudy of fairnessand such 8
bers of ‘other groups sty is otherwise called. for, the user

form hur may ihr revise or shoud conduct thostudyoffires.
BE slocionstruminaor. C. Teehnicl ndarde for content
Te eo deine, or may validity studies. —(1) Appropriateness of
te 3 use the election tramont. contentvalidity studies.Users choosingto
eral with appropri revisions validate a ection procure by a con

tt ure compet eoween tent. validity strategy should determine
tty of soccesful Job poor. whether it s appropriate Lo conduct such

pool of being study in the paricular employment
lected Sontext, A selection procedure can be
echnical feasibility of fairness supported by a content validity srstegy

oh the poner cond to th extent thal. it 1 a repreentative
Ho eho oie ey for sme of he ie of th job Sele
ee af a eetrioereated study tonprocedureswhich purpert to measure

aonof Knoles, dl, of ahi may in
irness requires the follow Corin Srcamstanoes bo justified by
irs reeBOOIOVINE fn om, vb, ough hey may nt
AEr th study Lo berepresentativesamples if the knowl
eines of stata gut. edge, Sl, or ability measured by the
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utetion procedure canbe operationally strated in the selectionprocedure are afined as provided in section 14C() representative sample of the behaving)below, and if that knowlege, skill, or ofthejab n question ortha the elect)ably is 4 necessary prerequisite to procedure providesareprescntaint som:Successtul job performance. ple of the work product of the ob. In the2 selection procure base upon infer case ofaselection procedure mimingnoes about mental processes cannot be knowledge, skil, or ability, the Knee:suvportedsolelyoprimarilyonthebasis crige, Skil, or ability. beigg. mesouredof content validity. Thus, a content should be operationally defiped. 1 thastraleRy 5 not appropriate for demon- case ofasection procedure messing xseating the ality of selection proc. knowledge, the Koowiates, pene mndures which purport to measure traits or urd should be operationally defined aomits sich nlc,spite, hablyof leaned formation uhhpertonalty, common sense, judgment, usd in andis necessary preroquisie forleadership, and spatial ability. Content observable aspects of wap heavier orality sais not an appropriate strate- the job. In th easeof ski or abiesfy when the selection procedure involves the kilorabilitybeing measured housKnowledges, skills,orabiltex which an be. operationally defined in terms. ofemployeewillbe expectedto learn on the  ofwervabie aspects of work behavior of- iy, Lo FOram lection “rede{2 Job analysis for content salidity. measuring knowledge, sil, or ablyTer hoki Fe ob sn which Th wr nl ho ho the soonincindos an analysis of the important procedure measures and 4» represonin:ork behaviors) require for successful tive sample of that knowledge: ski, aperformance and their relative impor. ability; and (b) that knowledge, sl orance and,if thebehaviorresults in work ability is used in and is a mcocsaryproduct(s, an analysis of the work prod- prerequisite to performance of rial orsetts) Any job analysis should focus on important work behavior(s In adtion.the work behaviors) and the tasks associ Lobe content vali, a election procedons:ated with them. If work behavior) are measuringa skill or ably Shoup sichnot observable, the job analysis should closely approximate an observable Workentity and analyze those aspects of the behavior, or its product should. closelyichavionts) that can be obverved and the  approsinate an obscrvable work product.observed work products. The work behav. If 4 test. purports 16 sample or waekforts) selected for measurement should be behaviororoprovidesame ofaworkcritical work behavior(s) and/or impor. product, the manner nd seting of thetant work behavior(s) constituting most lection procedure. and. Hs. esc] anofth job. mplnty shoud ely sproinate(6)Developmento selection procedure. thework Situation.The cose pe comtomsA lection procedure designed to mea. and the context of the selection proce:sure the work behavior maybedeveloped dure are toworksamples o work behav.pesificlly from the job and job analysis fos, th strongeri the bas for showingin question,ormay have been previously content validity. As the content of thedeseo by the user, orbyother users selection procedure Jessresembleo workorbya tet publisher. behavior, or the setting and manner of(4) Standants for demonstrating con- the administration of the section proce.ent mlidity. To demonstrate. the content. dure los resemble the work situation, orvalidity of a selection procure, a user the result ess esembios& work prod,should show that the behavior(s) deman- the es ikely the section procedure 13
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becontent valid, and the greater the neod likeyto resultin otter fob performance,
forotherevidenceofvalidity. the results may be used to rank persons
5) Reliability, The reliability of selec. who score above minimum levels. Where

tion procedures Justified on the basis of 4 slecton procedure supportedsolelyor
content validity should be a matter of primarily by content vality i wed to
concern (0 the user. Whenever it is rank job candidates,the selection proce:
feasible, appropriate statistical estimates dure should measure those aspects of
shoud be made of the reliability of the performance which differentiate among.
selection procedure. levelsof job performance.

(©) Prior training or experience. AD. Tochnionl standards for construct
rqurement fo or valuion of pce lity sudicn.—(1)ppropriaenes ofprior traning or experienco based on constructvalidity studies. Constroetva
Contentvalidity, including8specification Tity is a more complex strategy than
of level or amount of triining or exper. eithercriterion relatedorcontent valid
nce, should be justified on thebassof ty. Construct validation is relativelyhe relationship between the content of tew and developing procedure. in (he
the traning or experience and the con- employment fick, and there sat present.
tent of the Job or which the training or a lack of substantial literature extending
experince istoberequiredoevaluated. heconcepttemployment practics. The
The critcal consideration is the resem. ser shoud be aware that th offort to
blance between the specifi behaviors, obtain sufficent empirical support for

products,knowledges,Skil,o abilitiesn construct validity is both an extensive
the experience or training and th specif. and arduous effort involving series of
icbehavior, products, knowledges, silk, research studs, which include criterion
or abilities required on the ob, whether related validity studies and which mayor not there i loseresemblancebetween include content. validity studies, Users
the experiencor raining4&wholeand choosing 0 Justify use of selection
thojo a. whole procedure by this strategy should there-

Content validityoftrainingsuccess. fore take particular care to assure that
Where a measure of Succes in training tho validity studymeets the standardssot.
program s use as section procedurt forth below.
and the content of training program is (2) Job analysis for construct validity
Justified on thebssofcontent validity, studies. There should bo job analysisthe use should bo Justified on the rela. Thi Job analysis should show the work
tionship beturcen the content of ‘the behaviors) required for successful per.
training program and the content of the formanceofthe job, or the groupsofJobe
job being studied, the critical or important

®) Operational us. A selection proce: work behaviors) in the job or group ofdure which is supported on tho basis of jobs being studicd, and an identification
content validity may bo used for job f of the construcis) believed to underlic
it representsacriticalworkbehavior Lc, succesful performance of these criticala behavior whichis neccesary fo perfor. or important work bahasiorsin the jobormance of the job) or work behaviors jobsi question. Eachconstructshouldbe‘which constitute mst of the important named and defined, o8 to distinguish 1partsofthejob. From other constructs, 11 agroup of jobs(©) Ranking based on content calidity 1s bein studied the jobs should have instudies 18 a user can show, by & Job commonone ar more eitcalor important
‘analysisor otherwise, thata igher score work behaviors at 4 comparable evel of
on a conten. valid selection procedare s complexity
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u Tixror Usirons Guingines
2) Reltionship 1 he ob, Askin aboveForthe idiona obogroup of

procedure should then bo entified or jobs. Soe septevloput whieh esses the coro, (3) Determination of comma orkdenied bn econ wih MpegTAPh irs. In dearwhist
@ anehi wer should show by more jobs have one ormore work behav-Coil ens ha he ton or) composesSdcomparredo vail rte nh con. (hd ober werk behaviors) cohofSh the mranadshout comerhor
meta work avo, Toereo, et Isls) in ach of the je, Ifportantwd ctur, heltor, fh he ict sak avis) in
horton poeta a ec Joe or thaardvarkrb Sh
emnirieal evidence from one or more omcial ven foomeor, re Wimthatthewok bavi) in
criterion relatedstudies involvingthe job cach Job. are different. If the work
a 18 havior are ak sri, then eironsofaction MB sour Genof smartyofwork products an
kit sermanen)othe elvan ere cone wil
(a) Standardsfor use. Until such timeas 26 SP" 13 determiningwhethertheicant re owes ors Or tubal Ue On rb rethene on the a ofcontacy WeBr pioymens stanton th Felers] Documentation of Impact and Validityetn of ict BritneeEy hotcrnS005 Sc 1. Documentation ofimpt and
which satisfies section above onl 4, 15. Documentation of impacthen fies secon UE shove wl ii sider. Food forma
eet chwhete m  aaton ahi fi. Users of selection, proceres other
eriterion-rel tury has been condu RtShoat SETSQTE Ig oscrieran eadstdhas beenconfucts 5311) eiow shuld mini and have
ig ral Gs somes peg Shae Tor ua jh nformation onito spray oon, ers impact of the sltion proces
Oreated validity studies as set forth Or that job and, whereit ideterminedaShonen sation 1. Hoenn if stay SSK proces as an avr impact,
Sone tna umber of Job bing Concealvelit ec orthei.
“common eritical or important work be. (1) Simplified recordkeeping for users
‘haviors at x comparablelevelof complex. ith less than 100 employees. In onder to
ity, and the evidence satisfies subpara. Minimize recordkeeping burdens on em-
iraphs 148 (2) and (3) above for those ployers who employ one hundred (100) or
Jobe with criterion-related. validity evi. fewer employees, and other users noton re roid Fl HOLL, os, rept
ire maybevse forall the jabs to which Such users may satisify the requirements
Une studypertains. If construct validity is Of this section 15 if they maintain and
esbsospe hve vse records Howig, Fr tach
th grou rae, he Yar

dirs enorme gens wil execs (8) The numberof pus ied pro
A man ona soir re. mote, so armies To cach oh by
ieecg he Sanam5 ex 4 whine pprprste by rie andraat, aan 15 3 3) mations ogi:
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(5) The number of applicants fo hire tent with section 4D above, for theand promlion by sex and where appro- procedure used to_ determine. ulverse
priate by rac and national origin and impactshouldbo availabe
(0 The scion procedures wild (1) When adeerse impact has teen

(citer standardized or not sandarised). eliminated i the otal eetion process.“Thourecords thoi be maintain for Whenever the total selectionproces for
cach race or national origin Group (sc particular jo has had an adver impactSection 4 above) constituting oro than Lsdefined in econ4 above, in any yearLo porn (2%) of th labor force in (he bt no longer has an adverse impiet, therelevant labor area. However, it is nok user shoul maintain and have availablenecessary to maintain record by race the informationonindividu)components
and/or national origin (seo§ 4 above) if of the scloction process required in theon rae or nation origin kroup in 1h resting purgaph or he period InTlevunt borarencorstAutismore Bn oven che ae” verse rnc. In
ninety-cight percent (98%) of the labor uqdition, the user should continue to
fore thearaI the sr basreason0 cllect such nformatin or 3 est two
adverse impact the er should mania ze oimimenoT
‘ny availble evidenceofvaklity lor that "gh TACL enttodetermine
prosedure scesectionsTA and 3). impact. Where there has been an insuffi-(2) Information on impact—(w) Collec: cient number of selections to determine
tion of information on tnt Users of Seb 8 SHUTSECT,sleton” procedures other than those ot" VELEE SULT EEL
Teasoeamiable for. dob, the user should continuetocollect,Shout] maintain, and have avaible for 9%“natin and havo available te informa

poration tion on individual components of theShowing whether the totalslcton pro Son0% apmins of Be
ese or that jo hay an adverse impact on 35331oveung the information
ano he roups for hich records 470 sufficient to determine that the overallcalled forby ston 4B above. Adverse 01K emine at the overallimpact determinationsshould bemai at “e6Stion process docs net. have an ad:
Icamuy foreachsuch group which vere impact ss defined in section
omsitatsat east 2percentofth a prod—_— the job has changed

force intherelevant araor 2 Substantially. i i
percent of the applicable worktorcs _ (8) Documentationofvalidity evidence.
hereaotal selection proces forajob —(0) Types of evidence. Where a totalhin aver Spach, he wn hosp selection proces ha an adverse impact
raitsin and have avilable recon or (ce scion 4 above) the wer should
her formation showing which compe. maintain and have avaiblo Tor cach
ens have adverse impact Where component of hat. procs which hs anotal sclction procesfo a ob doce not dere. impact, one or more of the
have an advers pac, information need following types of documentation ev.
no bo maintained for ndvidual compo. dence:
nent excep in Creumstancessl forth () Documentation evidence. showingSubsection ISA) below. If the fete. erieriomread validity of th selection
mination of adverse pac is made using proceso section 55, belo.
procedure other than the “four fifths (i) Documentation evidence shovingFulae dofined in the ist sentence of content valldity of the selection proce:Section 4D shove, a justification, consis. duro (so section 15, below).
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(if) Documentation evidence showing vant. Evidencenotsodenoted idesirable
construct validity of the selection proce- but its absence will not be basis forlure sce setion 15D, below) consideringa report incomplete. The user
(i) Documentation evidence from oth- should maintain dnd have availabe theor studies showing validity of the sees. information called for under the headington procedure in the user's facility (see “Source Data in section 15E(11) andaction 15K,below) 1SDL1) While it is a necessary part of(5) Documentation evidence showing the study, it need notbe submitted withwhy a validity study cannotorneed not thereport. Allstatisticalresultashooldbeoe performed and why continued use of organized and presented in tabular or

the procedure is consistent with Federal graphicform toth extentfeasible.law B. Critrion.riated validity. studies.(5) Form of report. This evidence Reportsofcriterion elated validity forashouldbe.compiled in reasonably com. selection. procedure should include. the
pte and organized manner to perm following information
direct evaluation of the validity of the (1) User(s), lations), and date(s) ofselection procedure. Proviously written study. Dates and location) ofthe Job
employer or consultant reports of valdi. analysis or review of job information, the

or reports describing validity studies datas) and location(s) ofthe sdminisra-
completed before the issuunco of these tion of the. selection” procedures and
idelines are acceptable if they are collection of criterion data, and the time
completein regardtothe documentation between collection of data on sclection
requirements contained in this sction, or procedures and criterion measures should
if they satisfied requirements of guide. be provided (Essential. Tf the sudy waslines which wero in effect when the conducted at several locations. the ad.
validity study ws completed. If they are dress of each location, including city and
mot complote, the required additional state,shouldbeshown.
documentation should be appended. 11 (2) Problem and sting. An explicit
ccessaryinformation is not available the definition of the purpasefs) of the studyFeport of the validity study may still be and the circumstances in whichthestudyusedas documentation, but its adequacy was conducted should be provided. A
will be evaluated in termsofcompliance desription of existing selection proce-
ith he requirements of ee guide duresndcasor iany, soube

lines, provi
(©) Completeness. In the event that (8) Job analysisor reviewofjob infor-evidence of validity is reviewed by an mation. A description of the procedure

forcement agency, the validation re. usedtoanalyze the job or group of jobs,rts completed after the effective date of to review the job information should
of these guidelines are expected to con- be provided (Essential). Where a review
ain the information set forth below. of ob information results in criteria
Evidence denoted by use of the word which may be used without a full job“(Essential)” is considered critical. 1 analysis(cesection LB), thebasis Tor
information denoted essential is not in: the selection of these criteria should be
cluded, the report will be considered reported (Essential). Whereajobanalysisincomplete urless the user affirmatively is required & complete description of the
demonsiratesther its unavailability due work behavior($)or work outcomes), and
to circumstances beyond the user's con. measures of ther criticality or impor-
rol or special circumstances of (he wars tance should be provided (Essential) The
study which make th information irrelo- reportshould describe thebasi 07 which
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erg emcommar reer
hebehaviors)o outcome(s) were deter vant labor market. or work fore, the
minedtobe Rial or important, such a method by which the relevant labor
The proporion of ime. spent on the market or wok for wasdefined, anda
espe bchasiors, thi level of ifs dkcusion ofth ikcly effets an validity
City thei (reqeney of performance, of differences between the sample and
Ch onsequenecsafapo,o sine app: th elvant aor market or work fre,
Drs acon (Een. Where tw or are also desirable Desripions of educa
Tore abs are. grouped for validity tonal level, length of service, and ag
Sd, th information called for in hi arc aso desirable:
Subestion shows pe provided orcach of (1) Description of selection procedures.
The Jobs andthe Justification for the Any measur, combination of measures,
Troupin (ee scion 14B(1) shoud be orproceduresuidshouldbecompletely
row (Bent). nd xplicily describe or attached (5
0 Juisand des. s desirableto Senta. 1 commercially avaiable selec:

provide the users job HRD for the ton procedurearostudied, they shoud
Jobs im ction rd th corespanding be discribd by tle, form, nd publisher
job title(s) andcode(s) from U.S. Employ- (essential). Reports of reliability esti-
ent Senos Disonary of Occupation: mates and how they were catabishedare
yo desirable
©) Criterion measures. The bases for (8) Trhigues and. pels, Mathads

he lets of the eerion mesures used in analyzing data should be de:
Sho be provide together with for seid (csenal) Measures of central
nes to tho exile consider in mak. tendency (o£, means) and measures of
i. the eatin of crterion meses sprson (c, Sandan deviations and
enti A (ull description of all rte. ranges) for al selection procedures and

on hich dia wore colt amd al eri shoud be repored fo exch
reams by Which Uy were observed, Fac, so,and ihnic group which consti
Toconed, evaluated, and quantified, tutes& nificant facto 1 th relevant
Thou be provided (ssn) 1 atin labo market. (ental). The magnitude
Lechiaues ae used 3s criterion mes and dieetion of ul elatonslipsbebwesn
Soren The appraisal form and true. Selection procedures and criterion mca
Hon 0 he ate) shouk be included sa sur nvetigated shoud be reprted for
Jar of th validation evidence, or should each evant ace, scx, an thn group
Ta pity descr and available andfor hetoa group (csential): Where
(sent, All ps takentoinure hat groups arc ao call 1 obtain lable
eron measure ar fr from factors Gvkdone of the magritude of the rela
whi won} nail alter the sores of Gosh, nd nobe reported separately.
embers of any gp should be de. Statement regarding the statistical ig
Sib (sents. ifcancs of pelts should be made
6Sampledecpption,Adescription of (essential) Any statistical adjustments,

how the Fscarch ample ‘was denied suchas fo le then perfect relabily or
and elcid shoud bo nse (een. for restriction of Sore range inthe
0h eo an Ci compo. sectorsorrrhold be
om th sample, ching those groups described and explineds and uncorretc
Se ort i son 1A ber sho be comlaion cocfFicen Shou to be
eae ent fi acini (Cent) Wher te Cel
Shou nlode the sie of cach mbgroun  iechiaue. caogores. continuous data,
{nih Garin of how cho wach ab hives oration and the ph:
esaneh sample compares with th rele coefficient, the categories nd the bases
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onwhich theyweredetermined shouldbe of the weighted composite should. bedeseribed and explained (essential). Stu reported (essential). If the selection pro.lies of test fairness should be included cedure is used with a cutoff score, thewhere called for by the requirementsof user should describe the way in whichsection 14B(S) (essential). These studies normalexpetationsofproficiencywithinshould include the rationale by which 8 the work force were determined and theselection procedurewas determinedtobe way in which the cutoff seonc. wasfair fo the groupls) in question. Where determined (esenti).test faimess or unfairness has ben (11) Swurce data. Each user shoulddemonstrated on the basis of other stu maintain records showing all pertinentdies, a bibliography of the relevant information about individual samplestudies should be included (essential) 16 members and raters where theyare used,the. bibliography includes unpublished in’ studies invalving. the. valation. ofstudies, copies of these studies, or ado-  sclection procedures. These recordsquate abstracts or summaries, should be shouldbemado available uponrequestofattached (essential). Where revisions a compliance agency. Inthe case ofhave been made in 2selection procedure individual sample members these datato assure compatability between success: should include. scores on the selectionful job performance and the probability  procedurc(s), scores on criterion meaof big sect, the wien dering sue, tw, rae or kb, repsuch revisions should be included (essen: status, and experience on the specific Jobtial) All statistical results should be on which the validation study was son.organizeandpresented by relevant rac, ducted, and may also include such thingssex, and ethnicgroup (csentia). as edscation, training, and prior job9) Alternative procedures investigated. experience, but shouldnot include names‘Theslectonprocedures investigated and and social security numbers. Recordsavailable evidenceof their impact should should be maintained which show thebe identified (csentia). The scope, meth. ratings givento cach sample member byod, and findingsof the investigation, and cachraterthe conclusions reached in light of the (12) Contact person. The name, mailingfindings,shouldbefullydescribed (essen. address, and telephone. numer of thetil). person who maybecontacted for further(10) Uses and applications. The meth. information about the. validity studyos considered for use of the selection shouldbe rove (essential).procedure (ez.us asereeningdevice with (13) Accuracy and eompltences. TheCte score. Tor GroupingorFaking, or report. should describe the Steps taken tocombined with other procedures. in &  asturetheaccuracy and completeness ofbattery) and available evidene of their thecollection, analysis. andreportof dataimpact should be described (essantia). and resultsThis description should include the ratio: C. Content validity studies. Regorts ofule for choosing the method for opera. content validity for 4 selection proceduretional ‘use, and the evidence of the shouldinclude the following information:validity and utilityofthe procedureast (1) User), locations) and datels) ofis 0 be used (csentia). The purpose for study. Dates and location) of the. job‘which the procedure is to be used (ek, analysisshouldbeshown (essential).Hiring. transfer, promotion) should be (2) Problem and witing. An explicitdescribe (essential). Tf weights are as. definition of the purpose(s) of the studysigne to different. parts of the selection and the circumstanees in which the studyprocedure, these weightsand the validity was conducted should be provided. A
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description of existing selection proce- representative sample of the knowledge,
dures and eutof{ scores, if any, should be Skil, or ability should be provided (essen

provided. al)
(3) Job analysis Contentofthe Job. A (5) Relationship betueen the selection

description ofthe method usedtoanalyse procedure and the job. The evidence
the job should be provided (essential). demonstrating that dhe selection proce-
The work behavir(s) the associated dure is a representative work sample, a
tasks, and, if the behavior results in a representative sampleofthework behav-
Work product, the work products should or(s), or & representative sample of a
be completely described (essential). Mea knowledge, sil, or ability as used us a
sures of ertiality and/or importance of part of a work behavior and necessary of
The work behaviors) and the method of ~ that behavior should be provided (essen-
determining these measures should be tial). The user should identify the work
provided (tential). Where the ob analy.  bohavior(s) which cachlemorpertof the
Ei alo identified the Knowledges, skills, selection procedure is intended to sample
‘and abies sed in work bohavior(s),an or measure (essential). Where the sclec-
‘operational definition foreach knowledge ton procedure purportsosamplea work

terms of a body of earned information behavioror to provide asample of a work
‘an for cach skill and ability in terms of product, a comparison should be provided
Ghservable behaviors and obteomes, and of the manner, seting, and the level of
therelationshipbetweencachknowledge, complexity of the scieetion procedure
Skilorability and cach work bohavior,as ith those of the work situation (cssen-
Well 2 the methodusedtodetermine this tia). If any steps were taken to reduce
relationship, should be provided (essen. adverseimpacton 2 race, ex, or ethnic
Tal). The work situation should be de. group in the content of the procedure or
Seribed, including the seting in which in its administration, these steps should
Work behavior(s) ave performed, and be described. Establishmentof time lim-
Where appropriate, the manner in which its, it any, and how these limits are
Knowledges, skill, or abilities are used, related 0 the speed with which duties
and the complexity and difficulty of the must be performed on the job, should be
Knowledge, skill, or ability as used in the explained. Measures of central tendency
ork behavior(s). (ei. moans) and measures of dispersion
6) Sclction procedure and its conten. (ei, standard deviations) and estimates

Selectionprocures, includingthose con- of reliability should be reported for all
siruted by or for tho user, specific selection procedures if sadble Such
raining requirements, compasites of so- reportsshould be madeforrelevantrace,
lection procelues, and any ier prac Sox, and hrc subgroups, ss on &
dure supported by. content validity, statisticallyreliablesample basis.
Should be completely and explicitly do. (6)Alternativeprocedures investigated.
Serbed or attached. (cssentia). It com. The alternative selection procedures in-
merially available sclection procedures vestigatedandavailable evidenceoftheir
are used, they should bo described by impact should be. identified (csential)
ite, form, and publisher (cssntial. The The scope, method, and findings of the
behaviors measured or sampled by the investigation, and the conclusions
aclcction. procedure should be expliitly reachednightofthefindings,shouldbe
eseribed (essential, Where the selection fullydeseribed (csenti).
procedure purports to measure 4 knowl: (1) Uses and applications The methods
Sige rity, dees a he condor for sef Ue stn rece
Sclecion procedure measures and is a dure (e5, 45 a screening device with a
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ton sem, for groupingo ranking, or) Costrctdefiition. A cer definicombined with other procedures 0 4 toof th onciructis)whichaeploredater) and waiable evidence of thir to undorhe sweat] perormant of hyimpact should be describ (esenia). crn ar portant work sebavortsThis desertion shoud include the ratio: Should be proved (sont Thi ae.ale for homing the method for pers. ion So mod th. Rukh oftomal we, and the evidence of he ruck esformanee relevantto the on)lity an uit of the procedureat 1 Tor whchthesection procedure 1btoe ed (ssntil). Th pure for usd (cuenta). There shoud be sum:Nh th proce is 10 be wr op, ary of the positon of te contr pnHiring, tramfer, promaion) shauki bo the eychaiogcl Marat or nthedescribed (csenlal If the saetion  abeates of sanpoion descnptionprocure akwith  cuoffsore,the of th vay in whi the defini alner should describ the way in WhICh  meisureméntof heoneirctwesdevel.orm expectations of proficiency Within oe and the pychologea theory andorhe wor forse were Aeiermined and the ing1(essen Ang quaniacoe dosaayn which the cutoff wore was Whi Monty oF defi job ontermined (santa) Tn iio, i the rues, uchas factor analyse, ouldclocion roedure 1 ta he wed for provided centraking, the user should specify the (1) Jb analysis. A description of theidence shaming hat a hihi sore on meth vd tsanal sheos shoudthe selocton poesdure i kel to result. provided (sential. A compte descr:beter oh prormance ton of the work bsior) an 1 the(8) Cott person. Th name,mang extent approprvics work soon 4ndiss. and Telephone mimi of the meses of he iil orJerson ho may bt contacted for further portance Souk be rove (sont.information shout the Naliicy aly Th report, shoud ale describe to bassnt proved (sential) on’ which the behaviors) or outcomes©) Accuracy and conpieeness The weredeterminedto gevianteasreport should describe he sens aken oni lve af Thy. hie FoqueneyAse: the accuracy nd completeness of of performance, he. consequnte ofhein,analysandreport of daa. ror ar ahrapropos (cs:mires al) Where Jobe she grouped or sam:D0. Construct iit studios. Reports pared Tor ti. porpece of menorof rn lly for bon. aiden hrprocure should include. th following and work produ) forcnc of hePn TE lt et i orsCO tas nin, exd dt) of Sonning th Sari of te foecry Del) sd location of the jo Ser of observable work havior .analysand ihe gathering of Other work prices Should bemade (mentian,evidence called for by hci guidelines (50handude. 4 esr ts ;hou he provided (suntian, provide ha slain pecan:ase’ job0 Pokim and witng An_explicic Ss) or the Job) paceion nd thefinn of the pursone) of the Sudy _ cormapondmg job Hes aml wodet)nlhe cumstances which thesud on the Cited Stes. Bpas condeted shoud he. provided A Series dictionaryofceopatonal thendhsriton of sxiving socom proces (Sheri pricedon. The wlstiontires ani etosore, 1 an. shoul be procedure wed 34 a meno. of iherove Comet shod be orpletely and x:
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La). A full descriptionofthe basis for (2) Evidence from content ualidity
determining that these important work studies. See section 14C(3) and section
behaviorsarethesameas hase ofthejob 15C above.
inthe originalstudy(or studies)should be (8) Evidence from construct walidity
provided (esentia). studies. Soo sections 14D(Z) and 16D

In. Belevanceofcriteria. A fll descrip- above.
ton of the basis on which the criteria F. Evidenceof validityfromcooperative
used in the original studics are deter. studies. Whereaselection procedure has
minedtoberelevant for the usershould been validated through a cooperative
ne provided essential. study, evidence that the study satisfies
e Other variables. The similarity of the requirementsofsctions7,§and 15E.

important applicant pool or sample char- shouldbe provided (essntia).
acteristics reportedin the original studies G. Selectionfor higherleveljob. If
to thuse of the user shouldbe described selection procedure ix used to evaluate
(essential. A description of the compari- candidates for Jobs at higher level than
son betwen the race, sex and ethic those for which they will initially be
composition of the user's relevant labor employed. the validity evidence should «
marke und the sample in the original satisfy the documentation provisions of
validity studies shouldbeprovided essen. this scetion 15 for the higher level job or
al) jobs, and in addition, the wer should
0 Us oftheselection procedure. A foll provide: (1) a description of the job

description should be provided showing progression structure, formal or infor-
that the usetobe made of the selection mal; (2) the data showing how many
procedure s consistent with the findings employeesprogressto the higherlevel job
ofth original validitystudies (essential. and the length of time needed to make

c. Filioraphy. A bibliography of this progression;and(3) an identification
reports of validity of the selection proce- of any anticipated changes in the higher
dure or the jobof obs in question should level job. Inaddition,fthe test measures.
Toprovided (essential). Whereanyofthe a knowledge, kill or ability, the user
studies included an investigation of st should provide evidence that the knowl
fairs, the results of this investigation edge, skill or ability is required for the
should be provided (essential). Copies of higher level job and the basis for the
reports published in journalsthatarenot conclusion that the knowledge, sill or
commonly available should be described ability is not expected to develop from
fn detail or attached (essential). Where a the trainingorexperience on the job.
ser ts relying upon unpublished studies, HL. Interim uae of lection procedures.
a reasonable effort should be made tI aselection procedure s being used on
bain these studics. 1 these unpublished an interim basis because the procedure is
Studies are the sole source of validity not fully supported by the required
idence. they should be described in ovidence of validity, the user should
etal or attached (essential). If these maintain and have available (1) substan-
Studies are not availble, the name and tial evidence of vality for the proce-
‘address of the source, an adequate ab- dure, and (2) reportshowingthedateon
race or summary of the validity study which the study to gather the additional
‘and data, and & contact person in the evidencecommenced, Lhe estimated com- .
source organization should be provided pletion dateofthestudy,and a desrip-
(sential) ionofthedatatobecollected (csential).
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TEXTOFUNIFORMGUIDELINES
ee

Definitions any Fedor contrat or ber:
See. 16. Dopiiions. The following tacor or federally sited onstrucion
ion shal pp. trovghout these contractor or suboontactr corer by
on FrceativeOnder1124, 1s amended.
1. A present competence to 1. Employment agency. Any employ,

Seon orn ment agency subjecttoheprovions of
Dehavior which results in an observable the Civil Rights Act of 1964,as amended.

i |Eorecment action. Fo the purposs
er impact, A substantially of Section 4 a proceding by a Feleral

iene roe “of ection in irng,  cnforsament agencysuch as 8 wutor
ernTee mplomont design amimirahe proceeding ending Lo
Which works to the disadvantage of debarment from or ‘withholding, suspen-

eeSroup. sion, or termination of Federal Govern
Secacetion of thes guidelines. rent contrat or the suspension or

i he guidelines. Wikhoing of ‘Foloral Government
oector se compl funds but not finding of ressorae
aD much wt bao C0 or  conlistion proses or the

mor with. ths suanceofright 10sueleer unde te
em bow), or if foch VII or under Executive Ore 1240

ae ek avers pacon where sch fin, concison, or Jo
a prou (co wtion Sunof noticeaf right lo uc is based
oe) on mua circumstances i upon an dividual complaint.

povbother jwiiod J. Enforcement agency. An agen of
see Tow: Sec ction the executive branch of the Podoral

shove Government. which adopts these guide:
Se oien waidity Demonstrated by Ins for purposesoftheenforcementof
Ce ak he. coment of 3 theequal cmployment opportunity laws
oe pada represcntaive of or wich has responsibility for securing
apie apts of performance on the compan with tem.
JobSeston3an sein 11C. Koh analy. A detailed statement

evictvaidiy, Demonstrated by of work behaviors an othr information
dts chow tt th sloctonprocedure relevant1 hejob.
ture th dugr to which candidates Jobdaeription. Ageneral statement
aby shracicriics Which of ob duties andresponsible,

a or tntanninotobe portantfor © A. Knguledge &bodyofinformation
email ob peformance Seo ection applied iret to the performance of 8
55 andsection 4D. Tinetion.
ro repted validity. Demon: N.Lalor organization. Anylabor axga-

red by empirical dst showing hat nation subject o the provisions of the
techn posse spring ofor Cinl Rights Act of 1964, as amended, and

re canity orated with important any commitice subject thereto cortrol
Eee of work behaviorScsecon ink appronicchiprather raining.
55 and 1. Breer. Able to be seen, beard,
ep Any ple sic tor hers pil by 8pr

thproven of the CH! Ighis Ack of than the parsonperformingthation.
ood mend, ncloing State or local Roc,se,01ethnic group: Any gro
me a 'any deal agency ofpersons entiiablc onthegroundsof
Be he provisionsofscion 117 af rat, coor, religion, sex, or rational
he Gil RightsAct of 196,23 amended, origin.
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1, Section presumes. Any. measure, dure thn membersofanther group, andcombination of mesures, or procedure he direstsend fea5 8 busi or an oployment ans i messin ofob safenere{ostion. Slim proces at 50 So tion Hy |ll angof asstunttochnius om Ci,A splyer, bor organiSeton paper so en ste perfor. aon, spineyhEmane set ining programs, o robo usenet eaonary periods and physical, cucational, maybe covered by Federal equst srploy.and ork experience requirements ment opporniy. heer ae omthrnugh informal or casual interviews selection procedure ae a bane. fr antanaes aplication forms tion Where fo anyre seston + bly deckion. Whenever2on2% The Tporion of lke bor oganiation or ph:aplcants or canine sh ane el, BL Topromoted,or otherwiseselected. ey orsuadsy lh ree.Should, Theterm “should”asused in eoiie Te, for 40 occupation to thosei shin en hea ngaction which is necessary 10 achieve or porpasny eiroments, the licensingSa ih BR le USSysntrecopnizing that there are civumstances rag covered by Foderal cqualemploy.where alternative courses of action are {hen JPPOTLUnIY law willbeconsideredioe are arropefgTSC present, observable compe. SUA Toimnents. Wheneveril,& prose. oscrable compe. SCH Saiments. Whenever 1re RATT Semt
U. Technion esi. The existence rocdireas permite by Departmentofof conanpmnndsf LAT Taian, and drs winkmeaningtl ceri ist vay sty. TAKS rferals or taking any othertie Rc nitions nod (1) Seon on the bas of he ret, heiru aml ofpotrsdefo Se SMplyment sens S31 nthortudy toates Fim of titi 965d abe vr .eetogs Fue cont ih heota wifcint ran of reson the lines or properly viata, dem:clin ose oe oe oie,Ademmeasure 0 produc vii msl OF dies meeting th amd of thchich Can be Spec he mprsentaEUes as bn conduct, nlodingef the els the ang pomally  Isstguion and where apprcprsisxpi wre lisa sn 9) havi or Of autab sharnahe soot pofing hk to eve. sna rege dirsdeconemsiedby son Shpand elvan messin of Joh erfors he podced clene 3 sale ieine or ihe cress o smmipes CRT to warrant eof the mehey. So section JAZ, Whe. She neni urs es IooanSpec mscgnion of poe far. of Shes Hare5. the me consdentomar ales V- Work havior. An activity pereto cach mou fo which th sly + formal tr scien the secon osade Soe Jb. Work Sehavios invive oeepableYume wlction procedure. A. hye) components aod sebegponn:comin in Which members of ont rice, (mena) omens. & work nebensSoo ethnic gon harika cons of the peormane of eeroan lower ores rio proc. _ mars task. Knowles sk. am shApproved For Release 2001/11/07 : CIA-RDP00.01458R000100110002:8
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ee em

amoeis,bough hey maya
re ie. Without such afforts qual employ-

ing nentopportunityf no more thana wih
17. Policy statement on affirmative Th importance of voluntary affirmative

action (ec section 138). The Equal Em ction an the part of employers is under.
ployment Opportunity| Coonlineting scored bytitle VIL ofthe Civil Rights Act
Teas tabi by act of Con sot Bucvutive Onder 11316, and
ey 67 an charged with Apne hb ionsall of
Eli To developing and IMPICONNg rac. copie. volantary action {0
Sgremnts and police AesgDed,ATONE LLC. call crplogment opportunity.
offer things, to diminato confict and “New th most management objectives,
inconsistency amon the agencies of the stoma plan based on sound organi
Foto Gorernmen. sponsible for a. SayaiemateDnbees
mring Fodoral ow pronbitng di. Zauonal analy oud proner

neta on groundsofrace, colo, sx, onisCTU Lo thesecompay LL
elgim, and maional origin. This state. sirrmative action, objec, ER TL
ct ogoa an nialespns whe Foam, the Couel,uckes,oFDAE SEL
requests of a number of State and local pn results oriented affirmative actionSrl for crihcton of tho Govern: Met Fst rented smal Ain
ments pois concerning the role of PIS
male ation oh vr sn EE graphssre nen
employment opportunity program, RAC 1 yest, State and local governments by
the Coordinating Counel's adoption of trating the kinds of analyses and

! this statement cxpresss only he Views ics which may be appropriate fora
ofthe signatory agencies conecriing (0 bic omployer’s voluntary affirmativeimporta mbit te principle forth Public enployns voluntary alma
below shou serve apoly dane 107 Lies roms imposed afer finding

nt spportuity is Of anawl discriminationual omployment opportunity is dldirimngion, ©
lownehpi ara @ Voluntaryafmstnto

ofTcaio,ln,wv,of popeas sage ofhe ame:
una igi sh sa fess to Tt,DESC LL tie acon
Dndotn sob.Ther pla should bean analysis of the employBike ly dort yo Toros pan shold ban grall of he empl.
Agi aiden msl scbors of our ors work forcelo delete

a eer acuor Santially similar to the porcntages of
Er ramaertios The remedy for thesegroups avaiablenthe elovant job
Ah An rnimpairuhpt the sk obrelied
Hofold. ON ——

ne hand, vigorous enforcement. When subtantialdisparities ar found
maton ls through seh analyseseach sme of

- Saal, andper he overall scocton. proces shoud beCoan Bt. ly, apne cron the over lion, fro shoudbs
ore Important arc affirmative, volun. examined to determine Wi o
ar foe on hepu of pal aml: operat Lo xc parsanson he basisof
Pe nt n he pol £03 ey or tvsgreaSch clones
Serie aregenuinclyandequally ads include, but ar na limited to,
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3 TEXT OF UNIFORM GUIDELINES
ment, testing, ranking certification, in- gram, and procedures for making timely tLervicw. recommendations for selection, adjustments in this program where effec.hiring; promotion ete. The examination tiveness isnotdemonsteatedof earh element of the selection process (4) The goal of any affirmative actionshould at & minimum include 4 determi. plan should be achicvement of gonuinenation of its validity in predicting job cqual employment opportunity or alperformance. aualified persons. Sclection under such(8) When an employer has reason to. plansshouldbebasedupontheabiiyofbelieve that tsselection procedures have the applicant(s) to fo. the work. Suchthe exclusionary fect described in para- plans should not require the selection ofraph2above, it should initiate affirma. the. unqualified, or the ‘unneeded, norHive steps toremedythesituation. Such should they require the selection ofsteps which in design and execution may persons on the basis of Face, colon sex,be race, colo, sex, or ethnic “conscious” religion, or national origin. Morever,include, but are’ not limited ta, the while the Council believes. that thisFollowing: statement should serve o assist State£2) Th coslipment of oto ade ems we Pedgoal and shorl-range, interim woals and agencies, it recognises that affirmative.timetables for the specific fo classifica actioncannotbe viewed29. standardizedtions. all of whieh should take into program whichmust heaccomplished in‘counttheavailabiltyofbasically quali the same way at all times in all placesied perons in the relevant job market; Accordingly, the Council has not at:(8) A recruitmentprogram designedto. tempted to et. forth here either. theatiract qualified membersofthegroup in minimum or maximum voluntary. stepquestion; that employers may take to deal with(©) A systematic effort to organize their respective Sityations. Rather, thework and redesign jobs in ways that Council recognizes that under appleableprovide opportunities for person lacking  authoritics, State and Joes eplopersJourneyman” level knowledge or skills have flexibiity to formulate affirmativeenter and, with appropriate training, action plans that ae best suited to their10 progress in career fel: particular situations. In this manner, the(0) Revampingselection instrumentsor Council believes that afrmative actionprocedures which have not vet been programs will bestserve the goslof qualalee i orer oro orate Emflyment opps:exclusionary effects on particular groups use of its equal employment op-in particularjob casifcations: portunity responsibitis under the State(©) The iniiation of measures designed and Lacal Government Fiscal Assistancers ht, ener of the sect detof 672 Ch reneshaving sc heroup who are qualified to perform the Department, of Treasury was fnvited toJob ave included within the ponl of participate in the formalaton of thisperson from whichtheselecting official policy statement; and 1s concurs andmulestheselection; Joins inthe adoption of this policy(0) A systematic effort to provide statementcareer advancement trainin, both lass. Done this 2th day of August 1976.room and on-the-job,to employees locked Section 1. Citatuns. The offical tilenodes end jobs; and of these guidelines is “Uniform Guide.(8) The establishmentof a system for linea on Employee Selection Proceduresregularly monitoring the effectiveness of  (1978)". The Uniform Guidelines on Emthe particular affirmative action pro- ployee ‘Sclection Procedures (1978) arc
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Corevotwomcons¥SEoyea BS Cotoi mi por 2pioneaRE 5ppEndbiel Som,
national origin. These guidelines have Office of Federal Contract Compliance

fie egy ie ibv othefil ESE PIESty Comat, ww Bop HC riesheEhdE oa
Mme GREET,
amous STD gee tin
BPmy en
Theshortform citation is: these guidelines serics 1-18. If a section
“Section——,UGESP. (1979; 43 number from the codification for an

FR (August 25, 1978)." individual agency is neoded it can also beEr LI
nection with the activities of one of the For example, section 6A of theseguide-otrosBloomie rope 3fhpeFipe, dvidui affleloc her:en py ele hel Sly lorenBTTRSy veibrePa Tr
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Questions & Answers
on the

Uniform Guidelines on Employee Selection Procedures
Title 29—_Labor Adoption of Questions and Answers ToCHAPTER XIV—RQUAL Clary and Provide a Common Inter.EMPLOYMENT OPPORTUNITY pretationof theUniform Guidelinesonnae Ere Seketionrte

PART 1607UNIFORM GUIDELINES AGENCIES: Equal Employment Oppor.ClURRS Coy “ELECTION PRO. ent “Degartmen btneenagement, ce,CROpRIRA Department if Labor and Department of—Adminitrative Personnel resauryTrion antrtive Personnel THOR: Adaption of questions andOFFICE OF CRERSONNEL answers designedtoclarity and providesMANAGEMENT common interpretation of the UriforrPART 0_EMPLOYMENT Guidelines on Employee Selecion Pre:(GENERAL) dren
SUMMARY: The Uniform Guidelines anTitle 23 Judicial Administration Employee Slecion Trocedons winsCHAPTER I—DEPARTMENT OF sued by the five Federal aguncio havingJUSTICE primary responsi the focoo ment of Federal cqual employment opPART S0-STATEMENTS OF POLL tity aw, to etal snoBer vrsen oon. Suj 28250.a sc (Rog, 35,197)an43Title iMoneyand Finance: 41223" (Sept 11. 107%). They bocaTreasury alfctive on September 2, 107. TheCHAPTER 1_MONETARY OFFICES; ising agoncies reco 5 need fo +DEPARTMENT OF THE TREASURY common interpretation of the UniforrsPART S1FISCAL ASSISTANCE 10 Guideline, 1 wel as the desirabity ofSTATE AND LOCAL GOVERN. providing additonal dance to employeENTS ers and other users. peychologist. andinvediguiors, compliance offers and

Tile 41-Publc Contract and Th Gui,SETpememelProperty Management of 0addresthat needandtoprovideCHAPTER 60—OFFICE OF FEDERAL such gue.CONTRACT COMPLIANCE PRO. EFFECTIVE DATE: March2, 1970GRAMS, DEPARTMENT OF LABOR FOR FURTHER INFORMATION CON-PART GI_UNIFORM GUIDELINES TACT:ON FMPLOYER SELECTION PRO. A. Diane Graham, Auiant Dir,CEDURES (197%) Affirmative Employment vApproved For Release 2001/11/07 : CIA-RDP00.01458R006T08+18602.8
“



SE —
TTae& iooGin S
pgpynmTRE SERIESET EEeyTaErANegfe pen ER Seri FE pe SREEmsSEE SnrEUSA SeeESREihe SETHEabElo5) EidEE eXEENI SReRmesEEREoy Dri

Policy Implementation, Equal Employ- partment —recognize that the goal of a

‘ment Opportunity Commission, 2401 E uniform position on these issues can best.
Street, NW., Washington, D.C. 20506, be achieved through a common interpre-

2026347060. tationof thesame guidelines.Thefollow-
David L. Rose, Chief, Employment Sec ng Questions and Answers are part of

‘ion, Civil Rights Division, Department of such a common interpretation. The mate.
Justice, 10th Street and Pennsylvania ri] includedis intendedto interpretand
‘Avenue, NW., Washington, D.C. 20580, clarify, but not to modify, the provisions

2026833801, i of the Uniform Guidelines. The questions.
Donald J. Schwartz, Psychologist, Office selectedarecommonly asked questions in
of Federal Contract Compliance Pro ho field and those suggested by the

ong Room C-3824, Department of  Upiform Guidelines themselves and byfon Co REE thn SOEEEBEATE SitpieEER, IEHeSide DATEE
Treasury, 2401 E Street, NW., Washing: fined in the Uniform Guidelines.

ton, DLC.20220, 203.634.5182. ‘The agencies recognize that additional

James O. Taylor Jr, Research Peyeholor gctions may be appropriate for similar
gis, Office of Systemic Programs EU! trestment at a ater date, and contemp-EeeRE EoSIEineEeEe
Ed form Guidelines. Users and other inter-on 5SEUTEme ge CAE
et Aon rE BeoentSHEER :ER FEESSEEHistory of tho development of these hyEpon Bi wiribet ridEsi rnBEiEREh AEERs Aa en BEA

omer ForanSTB GI SOPEROn002
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QUESTIONS & ANSWERS ON THE UNIFORM Gt IDELINFS

rris BESTEL ottattreTIE nymtTEE Tl am i reiihe tTTT me dee nda
LQ What is the purpose of the ormoreofthefollowiGuideline? Fodor cqual nploymtopportnicyety RHTEErEREED BlutEaTyi ted Ory ff FE inlole en lion onions org. Th Lamy LL EXE Oiler 148 aPele agencies aveatotadtonCie. 13m5heres ore odines to provide a uniform set of princi- oeDia ond itive Orderes dnprovide nfmsofprin 11a he Sat ad Loc Fal arTE Tele sari Sie Cran FTous lon ECaSrftofaebyhe Behe eeAmt ar Eneree deEi oree BtLet To aClTEV te meitehe Sor Eee ovenrhoui ect te SIE Td
re impactonlecomloymertopr. So20weak me 5 onderfs RRTSeeesldflTRBemlm.5pr ltPrdi =Be aythusdisproportionately screens them out Spiresor hap EY 0 Or moreLTUST0 rie od Teprocess oritscomponentprocedureshave pean6, es, or Which receive fundsETera bel Dmanelines, ortheuser otherwise justifies them 1-0NSLration oimpose and strengthenin accord with Fderal law. SeeSectons3 14 enforcement and criminal justice, orEriebySSR enedln

SupremeCourt unanimously in Griggsv. stance under a program which re-Duke Power Co. 401 US. 424, 3 FEP Quires maintenance of personnel stan-Cases175,and was ratified and endorsed G8rds on a merit busin. They applyby the Congresswhen itpassed the Equal through Executive Order 11246 to con-Employment Opportunity Act of 1972, tractorsandsubcontractorsofthe Feder-PER A Tnefe,ve Sn mo gan3.0.Who'ncoveredby theGuidelines? constructioncontracts. ii are rh, tht qvtionsand San. theDupri of Laer 3d x DeparmentofERATE EeeEESSERITLU Shanite Ti
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QUESTIONS & ANSWERS ON THE UNIFORM GUIDELINES st

4.0.Arecollege placementoffces and employer or by an employment agency:
simila organizations considered to be SeoSection2.
‘userssubjecttothe Guidelines? .Q.Dothe Guidelinesapplytothe

Placement affccs may or may not licensing and certification functions of
be subject othe Guideline dependingon state andlocal governments?
“hat sevice thy offer 1 a placement A. Tho Guidlines apply to sch func.
Gifce was  saection procedure 4 & tionsotheextent tht theyarecovered
‘asi for any employment decison, it is by Federal Jaw. Section 28. The courts
covered under the definition of Fase” are divided onth issueof such coverage.
Section 16. For cxampl, if placement Tho Government. has taken the position
office slats some students for referral thata lst some Kinds of licensing and
fo an employer but rejects others, it i certification whichdenypersonsacces to
covered. However,if th placementoffice cmploymentopportunitymaybeenjoined
Tors ll interested students to an cm in an action brought pursuant to Section
Mover, i is not covered, even though ft 707 of the Civil Rights Act of 1964, as
oy offe office space and provision for _ amersod .
farming the stadents of Job openings. 8: Q. What Itherelationshipbetween
The Cafdeines are mtended to cover all Federal cqual employment opportunity
tr of employes secon procedures, law, embodied in these Guidelines, and
Iniuting employment agoncics, who ane State and Local government merit eye
pect so Federal equal omployment tem laws or regulations requiring rank
Opportunitylaw. ordering of candidates and_ selection

Guideline apply only to Irom 3 ited numberofthe topcandi
witen ests? de uid

"A No. They apply to all selotion A. The Guidlines permit ranking
eempioymin, her the evidence of vality is sul
Eociions, neuing interviews, view of Sent 0 support that methodofue. State

Eotom appnion Ooi vs which compl rk dering
len physet) requir, fenerally do so on the sssumpiin thal

méate, and. evaluations of performance, 1h clecton procedure fo valid. Thus, if
Sections25and 160, and sc Question 6. thee i adver impactandthe validlyi: i Cnc doo nol iequly prt

Guideien? ate ot rego ea:"A. The Guidelines apply 10 cmPIOTes on prior to ranking. Accordimely, there
selection procedures which are used in is mo necessary or inherent conflict be-
making employment dcions, such 85 Cysen Federal J andStateo lca aw
Hiring, retention, promotion, FarsIer, of the kind deceribed
Gemeon, diomisial or referal Section Under th Supremacy Clause of the
2B. Employee. selection procedures in Constitution (Art, VI, C1. 3), however,
clude job requirements (physical, oduct: Fodrallawor valid igulation overrides

fiom, experience),andevaluationof ppl any contrary provision of sate or local
canis or candidates on the basis of aw. Thus, ifther isany conflict, Fderal
pplication forms, interviews, perfor cual opportunity law, prevails For ex:
Thine tests, paper. snd pencil est, ample, n Ravenel So. PocificCo. 444
performance in training programs or F.5d 1210 (3th Cir, 1971), 3 FEP Cases
robationary periods, and any other pro 604,thecourt held invalid iat protective
Erdures uscd to mike an employment laws which probibicdthe empleymentof
Gecion whether administered by the women in Jobs entailing long hours or
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heavy Jaborbecausethesate laws were For example, if the hiring rate forconfi with Tile VII Where a State whites other than Hispanics 1s 60%, for
or focal offical eleven that there is 3 American Indians 45% forHispania 5%poste conc, theof ical may wish to aad for Blacks 51%, and cach of these
consul with th State Attorney General, groupe constitates more than 2% of theCounty or ity attorney, or her legal bor for in the relevant aborarc (ee
official toderminehowt comply With Question 16), comparison Should bethelaw. madeof theselection ate for cathgroupere 1m Line with tha of the highest group (white).TL. Adverse Impacthe Bottom Line 31 16he Wehet iru (he.

J impact ratios: American Indians 45/50 oF
9. Q. Do the Guidelines require that 75% cpus 1/50orB%; and Dicksolyvalidated section brocedres be 51 or 5. Ain 4/504
ANo Although valdton of selection rar ioe, storie impact 3procedure ideirabl in personnel man iced for American Indians bat ot

ene etre Celine for Hispanicsor Blacks.herstoproduce evidenceofvay only oadverseimpact deter.hen ht selocio proceure avery lg HOY18 sive impactafocts thopportunitiesofarace sev,Or aC i determined by arear AAdve impacts deserved by
ton retentionor other employment (ATi he rate of selection for
decion.If therein 10 adverse IMPACL gachgroup (divide the numberofporsans

isno validationrequirement Under lectedfrom agroupbythe numberofthe Gukdlnes. Sections 15 and 3A. Seo ScopeTm8£7008byalo,Section 6A. i iasver matt? ere hic ro bas he ight
A. Under the Guideines adverse im. SURE1Cnul SrCb 75SC ueva, ny

selection in hiring, promotion or other group with that of the highest groupgmployment decicn whieh wor (divide the selection rate for a group byisavantage of members of & Face, SX the lection rate for the highest group).ori group, Sections41 an 165, See ngpclecionratefor thehighestgroup)
Cumintiond 2 for any group is substaniialy le (Le,11 Whatinssubstantially Gfferent i5 than 4to or 80) tran th
A he seni have spdal S0002 PL LERUEthumb under which they will eerally 1%Savese Impacts nda
considerselection rte for amy rac 5%, "orscanmgtor ethnic group whih les than four. FOTOithe (47th) or elghly percent (80%) of — me
the selection rateforthe group with the a)highest selection Tate 8 & Supstantilly To
Giffen raeof selection. Seo Section 530% LEEUD. This “4/50”or"BO rleof tha SL LnB02an
isnmendednn logadefinition, bts A comparison of the black selection

practical means of ocping tho atten. rae (0%) with the white selection ratoom of the enforcement. agencies on (60%) shows that he back ratei 30,60,serious discrepancies m rate of Hiring, or oneal (of SO%) of the white rte.Promotion and othr selection decisions. Since the one all (0%) is les than
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meme
the (80%) adverse impact is usually lar kind of job through the appropriate
indicated. written and performance tests. Others
(Thedciorminationofadverse impactis may be selected through an interral

not purely arithmetic however; and other upward mobility progeam, on the basis of
Poctorsmayberelevant. Sec, Section 4D. successful performance in a directly
5. Iadverne impact determined on related trainee type of position In sucha

thebasiaoftheoveralselectionprocess case, the impact of the total selection
or for the components in that process? process would be the combined effect of
Adverse impact is determined first bothavenuesofentry.

for the overel section proces forcach 15. Q What is meant by the terms.
ob. If the overal sectionprocess hasan “applicant” and “candidate” as they are
Miverse impact, the adverse impactofthe usedintheUniform Guidelines?
fnividual lection procedure should bo A. The precise definition of the term
lyseFor any slocion procedures in “applicant” depends upon the user's re
ha recess having an adverse impact cruitment and selection procedures. The
be user continues t use in the  concoptofanapplicantis hatof aperson
ima. manner, the user is expected to Who has indicated an interest in being
hive ovidence of validity satisfying the considered for hiring, promotion,or other
Coidctine. Sections4Cand 6D. If there's employment opportunities. ThS interest

verse impact for the overal sclec- might be cxpressed by completing an
on process, in most circumstances there application form, or might bo expressed
Ho gation undor the Guidelines to orally, depending; upon the employer's
investigate adverse impact for the com- practi.
ponent, or to. validate the selection Theterm “candidate”has booninclud:
Poeaturesused forthatjob. Section4C, ed to cover those situations where the
Butseo Question 5. ital stepby the user involves consider
'l-. The Guidelines designated the ationofcurrent employees{or promotion,

“total selection process” 4s the Initial oFtraining,orother employment oppor-
basa for determining the impact of tunitics, without inviting applications.
lection procedarca. Whatismeantby Tho procedure by which persons re

the “totalselection process”? identified as candidates s itself a selec:
"The otal section process” refers tion procedureundertheGuidelines.

t0'the combined effect of all selection A person who voluntarily withdraws
Drocadurca leading t the final employ. formally or informallyatanystageofthe
rent decision such 45 hiring or promot. selection procesisro longer an applicant
ne:Forexample, appraisal of candidates or candidate for purposes of computing
oF dminstrative wiistant postions in adverse impact. Employment. standards
in organization might include initial imposed by the user which discourage
Seroensng based upon an. application  disproportionately applicants of @ race,
Henk ad interview, a writin test, & sex or ethnic group may, however, ro-
medical examination, a background quire justification. Records should be
vecand a supervisor’ interview.These Kept, for persons who were applicants or

combination are the total selection candidatesatanystagooftheproces.
roses. Additionally, where there s more 16. Q. Should adverse impact determi:
Dron: one route to the particular kind of nationsbe made for all groups regardless
employment decision, the total selection of theisae”
reves encompasses the combined results A. No. Section 15A(2) calls for annual
ES vouten, For example, an employer adverse impact determinations to be
Tas slo some applicants for& paricu- mado for cach group which constitutes
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ther 25or more of th total abr force except where large numbersofselectionsin the relevant abo area,or2% or mare ane ade SeeQuits50and 25of the applicable work foe. Thus, im. 19. Dosa th 4/50hs a of thumbpt deletionsShoemh Tr eanthtteGodt il seop
SRSorte58mar of th WA. No TreBleof thesfore in Sh irr lr Fo onl oe shor of SerFin, such determination should hoby and i ot. ‘ended resi hemitor rou hh coi mere The dosion of wanton:tan 2% 5 th. spplcants; and for ton. Regardsofth amount offenome, detentions Bold dy 1 nin ren ontdnbemade orthose group which cons, Raion may he presen, and ey00aent2 ofth rs oko, demonstrntad tough Sppopeiste’ovhrs ae ron exisor dene. Tho i lerlyseshapa ove ton lhran poms bs or vingi28SexQuestion 8. inference and. for requing addonin determining adverse impact, information
dr cmahh fo pc 1 ade ine, thelen and Tomales, and ple ay Guidelines expres state (soc oyWhite,o doyou compare eben rss ha dillerences in lection vasof om
for white malen white females, back then2%maystilamount ove
Br geSI op Aig3Femi arecompar, ad th socom $7.SeeQuestion 2 In the shares ofals fo hea ad abeaarna, Tou [8Ta the selection ate of the atin igifcane, tha sm essenmai “oun ih the Mehl ume that th differences ae ven.ction’ rai Neal and bjt eum, 8, he dren oe isclcion procedures re of adverse im. i,AL here basedpctacinarsoonchic group, ing rheashane,CTQWare unikely o have an pact agaist ap, 20,WAYJsubgroup This thre is no ablation to “ls ORTCCrake comparisons for MbSTOUS (4 conrolingi ll sreunetanen. Tf. oghit male white female, back mae, {ie uke of iraton, we sume thxlack femal). However,ther are DES" naonwide satan how tar suf ms.ona to keep records (see Question 51) srr reco would quay 10 of onandany apparent exclusionof a subgroup Hispani persons bat ony ofah whitenray Sat the presence of Gacrimint othe hn MiserPretGon ic th selccion rte or that sole.18.10 wn necessary to cle on prcege bs 0% for Spence aniInte the tistical sgificanc of differ. 07% Fx von Wisparis. hats ioence in electionrateswhen imvetiga. ule of Shum wou no inte heingthe xitenceof verse Impact prc of averse impect O0% 5ay dene net Wet oily 86 BES tnindicatedwhenon slocton rat es Example, he information bed uponEKeeenforocmant agencies normally will se arg enough to ya siaiea ly mp.ony. the 80% (4/the) le of thumb, _cant relly and the affereeApa.
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emoA er

fe are 27 tires o likely to be dsquali- 5 ic by2-7 nbs be
ednon-Hispanic)is ange enough to20
Be ractienly Rgmifant Thu, in this A No. If the numbers of persons and
aimetho nforeement agencies would the difference in sclction rates are
onider a disqualification based on an small that it ely that the difference
ors esr sone as hain a adverse coud haveexebychance teFeder
impact. Likewise, in Gregory ©. agencies will not assumethe x
tinTF.2869 (0hGi, 12,5 of sverso pat, inth sen of ther
FEP Cases 26, the court hold tht the evidence. In this example, the difference
employer violated Title VITby disqualify in selection rates fs to smal, given the
ing persons rom employment, solely on small number of black applicants, to
the basisof an arrest recor, where that constitute adverse impact in the absence
disqualification had an adverse impact on of other information (co Section 4D). 1
blacks and was not shown tobe Justified only one more blsck had been hired
bybusiness necessity. stead of 4 white the selection ate for
On theother hand, adifferenceofmore Laci (20%) would be higher than that

than 20% in rats of selection may not for whites (187%). Generally, it is inap-
providbasis or findingadverse impact propriate to require validity evidence oF
ifthenumberofpersonsselectedis Very 15 take enforcement action where the
Small, For example, i the CIPGYSE nr of parsons nd th difference in
Satiethos maleandonefemal from HameroFBernean (40A

Sopa: pol of 20 man and 10 SCLC In Sifoent parenforone
ale Th Ui mle would ie VCs te re, fom avers
vere pact(oclechon raoforwomen Job Would sf theremitStLen

oman 9%, Tol or ok Impactaginst anegrouplo 4 un
ee than 80%), yt the number of selec. ch(SL ETPPar BB
tions is too smalto warrant a determina 6, the other hand, if a lower selection
tion of adverse impact In these CFU. pycotinued overperiodofime,5015
stances, the enforcement agoncy WU 0 onytiate a pattern, then the lower
i  itormation(su Solcion ie would, crea adverse
LToeml ptweaned he ne for validity
fm) indicating adverse impact. For VHC +a glenale

rompsi Scion 22,0 ever ecearytoc
TEAS and Questions84 and 85. he afingnifanen of diferentes

21. G. Is evidence of advere impact a
ficient fo warranta valiiy study or Mverimpactenss?
an enforcement action where the MW ony are mado, relatively small differ-er meleears so smal that tamare ons.sre mado, relatively small Affe

Ikely thannot thatthediffrence coud (Lo adverse impactif they are both
bapeomurred by chunes? Satistcally and practically significant.
_Forompler ScoSection 4D and Question 20. For that

I regson, if ther is a smal difference in
2 Netdeed Hist PE lectionrates(one rate is morethan80%

uf the other) but large numbers of
FEET ETB ihnasian,monies
DAN rite lo coleulate the statistical signifi-
rE B cance of the difference in selection rates.
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£1. Q. Whenthe4/5th ruleof thumb forthe last fouryears, therehavebeenshows advere impact. is there adverse special recruitment efforts aimed. atimpact underthe Guidelines? recent black high school graduates andA. There usually is adverse impact, that the selection proces, which includesexcopt where the number of persons the written examination, has resulted insclcted and the difference in selection the selection of black” applicants forrates are very smal. Seo Section 4D and apprenticeship in approximatelythesameQuestions20und 21. rates 5 white applicants21. Q Why do the Guidelines rely In those circumstance, if the writtenprimarilyupon the 4/5tha ruleofthumb. examination had an adverse impact, tarather. than tests of statistical signifi. use would tend to keep incumbent blackcance? employees in the laborer department, andA. Where thesampleof persons slect- deny them €ntry t, apprenticeship pro.od is not large, even large real differ. grams, For that reson, the enforcementene between groups is likely not to be agencies would expect the userto evalo:confirmed by a test of statistical signifi. ate. the impact of the written examina.cance (at the usual 05 level of signif tion,andto havevalidity evidencefor thecance. For tis reason, the Guidelines do use of the writen examination if i hanot rely primarily upon a test of statist. anadverse impact.cal significance, but se the /5ths ruleof (2)Wherethe weightofcourtdecisionsthumba8 practical andeay.to-adminia- or administrative. terpretations. holster measure of whether differences in that& specific selection procedure is potselection rates are subetantial. Many job relate in similar crcomatantes.decisions in day-to-day life are made For example, courts have hed thatwithout relisnce upon test of statisteal because an arrest is not determinationsignificance of guilt, an applicants arreat record by25. Q, Are there any circumstances in itl ds not indicate nahlity to per.which the employer should evaluate form job consiiemt with the iustior.components of election process, even thy and efficient operation of businessthough. the overall selection process Yet a no arrestrecon requirementhaa8result innoadverse impact? nationwide adverse impact on some miA Yes, there are such circumstances: nority groups. Thus, an employer. who(1) Where the selection procedure is 4 refuses to hire applicants solely an thesgrificant factor in the continuation of basi of an arrest cord is on netics thatpatterns of assignments of incumbent thispolicymaybe foun tobe dscrimina:employeescaused by prior discriminatory tory. Gregury v. Litton Tndustrich 413employment practices. Assume, for ox. F.3 631 (th Cir,1972), 5 FEPCases207ample, an employer who traditionally (excluding persons from employmenthired backsasemployees for the “labor. solely on the basis of arrest, which hasor”departmentin8manufacturingplant, an adverse impact, held 10 violate Titeand traditionally hired only whites a3 VID). Similarly, a minimum height re.sill craftsmen. Assume further that quirement disroportionately disdlifiesthe employer in 1362 bogan to use a women and some national origin groupe,writen examination not supported by a and has been held not to be related inpally stay to sen eumont om amber of es Fo cumple in tharployees who sought to enter the appron. 1. Reino,433US. 21 (1970, 15FED{ieeship program for sled craft jobs. Case10,theCourt held that hight andThe employer stopped making racial weightrequirements not shown(4be Jobsignmenta in 1972. Assume further that related were violative of Tle Vil. Tous
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eee

‘an employer using a minimum height 21. Q An employer uses one test or
Fequirement should have evidence of ita other section procedure to select per-
validity. Sons for & number of diferent jobs.
8) 1a addition, there may be other Applicants are given the test, and the

circomstances in ‘which an enforcement successful applicants are then referred to
geneymay decideto request an employ- different departments and positions on
oF to avaloato components of a selection the basis of openings available and their
process, but auch ireumstances. would interests. The Guidelines appear to re-
leary be unasual. Any such decision will quire assessment of adverse impact on a
bo ‘made only at a high level in the job-by-job basis (Section ISAG)(w). Is
agency. Investigators and compliance theresomewaytoshow that the estasa
fico arenot authorised to make this wholedoesnothaveadverse impacteven
ison. though the proportions of members of
26. Q. Doesthebottomlineconceptof each race, exor ethnicgroup asignedto

Section 4C apply to the administrative differentjobsmayvary?
Drocemingofchargesof discrimination A. Yes, in some circomstances. The
filed with an isoing agency, alleging Guidelines require evidence of validity
that » specific selection procedure 1s onlyfo thoseselectionprocedureswhich
discriminatory? have an adverse impact, and which are

“A No.Thebottom line concept. applies part of a selection process which has an
onlyto enforcement actionsasdefined in adverse impact If the test is adminis-
Section 16 of the Guidelines. Enforce. teredandusedinthesame fashionfor a
ment actions includeonlycourt enforce. varityofjobs, the impact of that test
men. actions and other similar proceed: can be assessed in the aggregate. The
nga0sdefined in Section 161. The EEOC records showing the results of the test,
‘administrative processing of charges of dod the total rumberofpersonsselected,
scrimination (vestigation, finding of generallywouldbesufficienttoshow the
Teasonable cause/no cause, und concllin impact of the test. If the test has no
Ton) required by Section 706(b) of Title adverse impac, it need not be validated.
VID are specifically exempted from the But the absence of adverse impact of
bottom line concept. by the defiition of thetestin thoaggregatedocs notendthe.
‘an enforcement action. The bottom line inquiry. For there may be discrimination
Concept 1 & result. of 4 decison by the or adverse impact in the assignmentof *
Trot cfrementnistyss nid t,oInWe seinof
matter of prosecutorial discretion, they persons for, particular jobs. The Gui
Wil devote their limited enforcement lines call for records to be kept, and
Pesourcce the most serousoffenders of determinations of adverse impact to be.
qual employment opportunity laws. madeofthe overal election processona
Shee the concept is nota ru of las, it job by job bass. Thus, if there i adverse.
does not affect the discharge by the impact in the asignment or selection
EEOC of is statutory responsiblifics to. procedures ora job even though there is
investigate charges of discrimination, noadverseimpactfrom thetest,theuser
render an adminiurative finding on its should eliminate the adverse impactfrom
Tnvestigation, and engage in voluntary the assignment procedure or Jusify the
Concliagion. éffots, Similarly, with re. assignmentprocedure.
pect to the other issuing agencies, the 25. Q.TheUniformGuidelines apply fo
Dotiom line concept. applies not. 1 the therequirementsofFederal lawprokibit-
Drocessing of individual charge, but to ing employment practices which discrim-
Freinnistonofenforcementaction. inate on the grounds of race, color,
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eliio,ex onation rin. However, to intial ation again x sr on theecoA required fo be Kept any By bai of » selon moni hic neon Specie mes and whe Sr irae ot en marou. How can sivere impact be lint to orn ap onGccrmine fo rlgous rouge and for tak. nis econ he Senn oneanion origin coups ihr thn those erploment oppo fener of oeiiiScion 4 ofthCodeine? ans omar aS20Tae coups fo wich econ fo ahh 1. prociunt etaogi tomaintainedrsth groups progres which ho enmade caresFor ch there exten eden BD omy affrmtie a panronining drmimtory practice. Th Secon 5-1hnhsomenTito dan Ja i mimi owt +miamio merhe rien omarion (or rsobeny. Tot Ayopeaty SUing wiry po pte or ounoonheaveFr roa for whi mort ae nt Fuckon Onopir he eran) rang may abr oe, te trentenCin formason fo th emg oferty Cat os ne) Tttbr (lunar o though 1g ro. angcnraemn pcgbti ho ee sive eh so vee es memken lace When tht has heen fone, sppiant Tow, Seco, nbshos proviars of th Unifome  ColesopenPcGoanareTl spl oF econ roar, homens wiWhetheror no threivi impact, Fra ow, whch etn seo:Fra sl erovment operant ent of aimee cio seeiow trois ny deers Shrine, Saco 5. So a onissUn br dara enteronFeogmieet Ohelono nationsornwelston 30. Whenmay serberace, x orrounds ot wnot as atm sommimWhenever “etm ed in the“ A. oe olahes recog tht affGuides orm these Guten and miescionhopsaeaAnwar 1tintednaeRaton. orchicomet npnora and lonssst Tor in th Ste, (Se Sections Swit 5: SoSauter saci ork son rege. Sacto 1 AppendionsSridination See he. obhgatry ifepeniv acon popeson Se GoonShGdns eno55.0 What threlationshipbetwen ut he adoption vomsitomeiinatfirmasine scion nd te eqirements S5ion pera. Use ongTike Unto Guldsiness riertao Ad"The no uj aro ditoent, eredto BEOD Gosiis nialthough related Compliance ih th tive Aci (4 F a SomanGules sae mk rnrfch 90) meogbnalia acon obbevtios, Tung or cies reo:hon of Fades contraors snd hors whee basen io ontirctons ner Ens Onder To. idpeoofst msSons icy hav bon 5 ogbosafety“Th Guidelines encourage the develop: he exclusionary effect of Hs scoctionnn a effi Topkéaton Heels oS Sp pomative acon plane or program tn bs ih werk fame memera
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et ae ht Pl
a or of theexcluedorunderutilized Apart from Federal equal employment

mem Fscielo pity oe cmp
Thepool (Section 173X0). ic incentives to use properly validated
SPC TOD, Sionrns Robin Seon
Sly,heSRR py Shed eriecua

ec donthe of rey ted Soin
the objectives of the as re not procedures; but Federal equalemploy-

‘beingmet (Section 17(3XE)- ‘ment. opportunity law does not require

A
programs a user may be race, sex oF there isadverse impact. SeeSection 2C.

PR pts GelQuon Cor Va
isnt, EST neeofkiProctor
SenUNTER 52g Wat in pinion” sing
A totheUniformGuidelines?

31. Q SectionGA authorizes the wseof A. Validation is the demonstration of

alternative selection procedurestoelimi- the job relatedness of & selection proce:
oarthUno Colin ic

to address the aucof lid Thus,the thesame threevaliditystrategiesrecog:onpress at Ty he Anan Foie
aL me tne Arion rd
resented as an option in lieu of valida: (1) Crierion-related validity statie-
tion. Isthat tsintent? tical demonstration of a relationship
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3.0, Whatinthe typicalJusteby Zs How can users oh iyhh Sa sdrion on 55 5Preon+akSerorement ene Ty?
A. The validity study is normally A. Normally, the methodofjustifying tried br an enon hs wiecion pckdocs wh 4 ahonthe court a ein he olfey Smpat 308 he th 1 whTo rine ns hc, Gaon ae pry Sees 3Tan eo eel leon stati.To rth of ion ofrc Rive nt, ad 3, esrty anor hnaycmon ean. rahe ne 5 vhEh th Godsmemk

Bave. an adverse impact See Section addres. So Sction 68. Tn Griggsv.To Tarhricn De For Co 40 US. 43,3 BFoe of fr va roti Con 75. th Supreme Cort cated
which has an adverse impact. See Sec. that the burden on the userwas a heavy
tions 1B, C, and D. This validity evi- 20.0Be Sh ation Neale

tn prees seta fn onia te
oct ct fre: th Fara agen wil rier

31. Q Can a user mend its validity CVidence that a selection procedure is
evidencetoan enforcement agency be. ocessary for the safe and efficient
foreareview, so astoassure its validity? OPeration ofa businesstojustify contin-

A. No. Enforcement agencies will not ueduseof aselection procedure.
rovien ality epors ences in the | SQ Ib the demonstration of aCon a vento or rows, ronal elation Geo that rm a
Brnin tnerot, a ndteWc
oreofhowteslo estore 12met he vein reicments of

pe co pioursx,adce nsBotsBESSCoeresto velit prepared itor.saby pobinbers of commer toe dG, 100 4
printed in test manualeor ltera-  gierimination allegations arising underEe Semening Go. {ing ageingyefines om famines ob"% They may be. However, it is the Ereune To VII. The Preca
eignipS50 deeToVILThe Descoe

ehCuleine,So Scr and Questions slic ition sept)54nd65 Users shoukdrot me selection Seman of “sstiont] reistnsbnp” dre 0 imoereilene mut host Towing De resi of sdoinirn odime Faitnmb rehh CeesBere okoBEerTo lowing Taio nd Ars Sandal wold $1 1. ah SieBE[pire ahr pey rR dli eh a vers se of Jo sao by, aea cer i
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meee reer
ould be an “insufficient response to 40.Q. Whatsthe relationshipbetween
emonateaesomerationalbus for 4 thevalidationprovisionsofthe Guide-
En nceatur hing an adverse linesandoberstatementsofpecholog-
Tce Thus, te meredetontraionof ca principlessuchasthe Standard for
hoa isionsip between a selec Edcationaland Puychological Tets

ioprocsdvean th ob docenotmeet publishedby theAmeric Pychoogica
mentofTals VI of th Civil Amocaton (Was, D.C 1378) (hrc

heAeof 1961or of Executive Onder aftr “American Peychological Assan:
105k, or the State and Local Focal tonStandarde”)”
AitanceAct of 1972,a amended (the A. The validation provisions of tho
revenue sharing act) or the Omnibus Guidelinesaredesigned to be consistent
oh nd SheStrole ACL of wii th emerlly soup sandards of

Ce ded am will ntmec the tna peycnologil protesion. Thess
requirements of these Guidelines for 8 Guides ais interpret Federal equal
birdy.Thetresvaliditystrate. ployment oppor law, and om
es cal. fo by thse Guidlines all body some poly determinations of an
Fire evince thatthe selection proce ministrative nature. Tothe extent that
dure is related to successful performance there may be differences between partic:

on the Job. That evidence may be ob ur provision of the Guidelines and
{ained “through local validation. or expressions of validation principles found
through validity studies done elsewhere.  gjoguyhere, the Guidelines will be given

38.Q. Can a userrely upon Written OF precedencebytheenforcementagencies.

oral assertions of validity instead of 4). Q. Whenshould a validitystudybetenceatvali? Law
ee It veers section procures EINE Lure ban

ov a iros 0r  ipcn5  exrinc
Sel uoe evidence ‘the Guidelines generally callfor a
i of a recs av they are ETO PCIE ET SL
ted Thus, the unsupported sssrton by rl, impact. So Sections Th and 6

including representatives of the yjQuestions9, 31, and 36. 1f aselection.Feber goverment or Stato Employ on 51.nd 81 let
ment Sekvices, that a test battery or Brocsdurehas adverse Impact io S58By

ihr selon procure Ho Bon val LE“TNC: Vly wold
nedlo ok suit to say 1 fpcpnent with the Guidelines. Users
anes + here any formalrequire. 0 chose fo continue the weof &

mentsfmposedbytheseGuidelinesusto election procodure with an adverse im.
Who is atlowed ‘to perform validity pact until the procedureis challenged
Toa? creas th rok hat they will be found

eo. A validity study i judgedon its 10be engagedin discrimintory practices
own mrt and may be. peeformod by and will bo lbl for bak pay wards
Oewetontto apythe pric. Pints attorneys’fee, omofFodoral
DE eure lading contracts,subontrcto grants,a the
BTJs walt or & cou he. Validation studiesbunon the ete
ete thewees respons. igation havseldombeenfound to bo
ii th sty moi ality adequate. Users who chao to validate

ioe oF the Coldcins, which ary selocion procedures should consider the
Beprotasonly sep san. _ penta benef, rom havin  valida-

dards.SeeQuestion £2. Ton sd completed or well underway
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Store th procedures ar administer reiting sce on iff ob oren me bin»itondEaire en toerkEE PorEA Many industrial and personnel ey ure found lo mane vachologists validate selection proces, tontocswot passe lereview published evidence of validity and ty imdifferent crcomesaneey, Comerake recommendation with respect 10 slcton prockioms omathe use of selection procedures. Many of validity me nethese individuals are members or follows ty in ffesent chsntimese pyaof Division 14 (Industrial and Organiza. reasons, the:Gamers cee heseonal Paychoogy) or Division 5 (Eva rout ane (hatneo er Gri ten be Wied rsin en Ame adn iy
identified in the membership directory of 14.So wa meee! and Sectionthatorguniaation. high evel ofua ot pn, 8. Cooporstivetorpor Nal Tl 0 ioSt hownotTE A chit inaria Hoof Bosom Pp, Coielins ae aie” vtyJS tes ne So ion hk

Individuals with the necessary compe. *Juired: See Section 7C and Section 8.tencemaycome (romavariety of back. 44: @ Is the user of a selectionrm rm geeeieptr
inent training and experience in ue}Sdntnmy Yo A wcionrdur dovped

(ndustrial psychologists and other per. iS¢Where may lowewss,Son competentnthefd aybe oo 51 the bligtion to how tat. ita faculty members in colleges and uni. U%€ for the particular job is consistent
versities (normaly in the departments of “ith the Guidelines.SeeSection1.Peychologyor business administration)or 4% Q- Do the Guidelines permit usersworking as individual consultants or as 0 ngage in cooperative efforts to meet
membersof aconsulting organization. the Guidelines?agrin igoyettREEL SET ar

no]Fonralyin spect morandt Wh meets he volition santasPeycholog: However, Stata peychologcal these Guideline and proper acount hsEtmsa rath ano wh i
tionasto individuals qualifiedtoconduct affect the applicability of the study tovalidation studies. Addresses of State specificusers, validity evidencespecifictofrome ates ear wntTorso loro aybe ans 8. Mat he etn oe{rom he Amen Echoa vn es ol moewn 0 Severe Sous Nv. loon brosWebingion, D6so. oasis, her loin1 Ca ction procure ba pres as oh ho ec,ald prdia of prormancs om 3 oh ransodaeo hac
in a certain location and be invalid for test might be supportedon the hasis ofApproved For Release 200111107 : GiA-ROPOG.014S8RO3H 165113065
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EBEe
comentvali,andthe terviewon the ion should continue ul th ce has
tof scrten elated sy Teoma conclatod thatthe altrmative

Tv swing of vality fis» no well o rot. suitable, or unt 3
centamar the Jotunof the use say of 1 validity hs ber completed.
6wet procedure” nc the Tull. vlity study hs been
ee ao of the lation proce- completed, including the evidence cone

di mtbscontwihte Alay coming the altrnative procedure, the
enn Por oxamplr i 8 rescarch wer shoud value the result of the

owsonly tot ot given pas sy 10. determine WH procedure
To the et Scion rot out shoud be ‘used. See Secon 9B. and
oo faire, the hudy would not Question0.
Dy the we of sani differnt 45 Q.Dothe Guidelinescall fr 8 ter
ingsncorof ranked ts of those continuallytoivesigae "table ster.
BeSoe Section 56. Simrly,f _ native selection procedures and stable
eseshoethats btary svi aiernative methods of wing the selec:

es suresse of weighs is vid, io procedure which have as lle 3d.
iy actly se mast conforms verse pac asposible”?
a var bihed by the A: No There s no requirement or

Tess conn imitation. A reasonable
Dothe Guidelinecall fo a user vestigation of aenaives is called or

to" contider and Ivetiate alternative by th Guidlines apartof any aR
icon procedures when conducting stay. Once the sudy is complete and
ity sah? ality bas bn found, however, theres

Fe Guidelines call fo suse, generally no obligation to conduct fr:
hen Sanding a vals sad, 19. Shr iveatigtions, ar such ime 3 8
ake ressonible ifort 1a boc now study call for. Soy Sections 5B
Teese "Sabi ternative ection and 5K. I a government agency, com
roi ana. methods of uss which  plainani, vil rights orgunzion” oF
Tove as ie adver pac ss oslo, other eon having alginate interest

vega tho whieh ir si shows auch a wr ah aerativ proce
he Section: ure with ln aver impact and with
in herative procedure may not substantial evidence of val for the

provipatbachuelb th er for same ob In sma. circumstances, the
TE eveation od ey nt hve ssn bled to invesigate ony the
oe exten toed dawhire. Accom. paricuar procedure which has. been
rly. te ralpimary determination of presen: Secon
Stayoftheaterve selection © 5h Q. in wha circumstancs do the
reconeToh dsr antJobin uesion Guidelinescal forthe ueof a alterna:
Fs hae be mada on he ass of ve selectionprocedure oanalernative
hemp information {onth bss of method of wing thprocedurs?

hence avaiable, th er deter A.The sharma scion prosadire
ce hah uhernaiv slocion po. or math of ee) oul b abd when
enei to er i egrats has lem ders impact and when. the
oad, and ely to pave Js adver iden Shows ha a ValKiy 8 sub
matton the xinslochon proc. amily the same o grater fo the
earns sli bo vests ame Job in sma cumstances. Ths,

oie farther a a par af the valid if ander th original scion procedure
Eoin. To cent of th investigation th. sleckion ra for black spplcanta
hoibe resonable. Thusth vita. was oly one Bl (6percent)thtof the
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slecton rate for_white applicants, ation of alternative selection procures,Whereas under th lermtive lectin 1 th ver mode raver corprocedurs the selection rate for back n boone aware of Allens rocadorcyohne (67 percent) that of white as considered (hem and vestedapplicants, the now atermatve eleeion those which pen vibe 4 + pe ofBroce shoul be mad when tho thevaldhy stot nd bs cho Siidence shows substanalytheame or {or 3 Brocere the. ver ho, compelrater valdiy for th alternative han withUe Onion GuidelinesTh peslenforth orginal procure. The same i thin on the ters coalensing onrinipe 401 10 3 now ner who procedure10 show That hee shesdeciding what. selection. procedure to rovature wih better or sobstamtalymia. oul valty whieh wil socompln the51. Q What are the factors 10 be ame loitimate. hsines parpess withconsidered in determining whether the 1 vgs impact.Scion 35.Soe shvalidityfor one procedure fs substantial. Alkeari perCov. Mody.155 U3iy thesme 4sor grate than that of 415 0 FEFCaso1151anotherprcedun 55.0 Are the Guidlines consistentTn tho case of criterionrlatad with th decom of the Supreme Coursally study, the factors mud the inParneoConstruction Corp». Waters,importance of the criers for Whine 1S, one38S. Co 3983 (978) TFsignificant. eladonshipn ar fou, the FEPCoes 1062 wher theCourt siemagnitude of he relation betwen Title V1 =o dock ot pone deyselcion procedure sors ani rerio adopt hiring procedure hatatimemeansa he 6andcompotionof _ hakofmierty enpipees”th samples wd. For coment vals, A. Yes. Th quoted drementin Furth srength of validity evans Would ov. Wolerswi ads ons eed wheredepend Spon the proption of criiel (here was noadvert rapt vs the iiandor important job behaviors mes. proces no diferentteam,nonn:Sard, and the extent 10 whieh the Lonal dscrimimtio, sd ne somtonlelcion procedure resembles tan] obguions under 10. 11246 Seon 39ork saps or work bohwviors Where of fhe Guides b prodiatan spon 5selection procedures hae buen validated finding of adver Topar. Secon 5by diferent sirategih, or by construct indian that, won tne oF mre sl.valiity, the determination” should bo ion procedureresablewhch seveaeon caebycas ss legitimate business pores with sa:2: . The Guidelines required consid: amily equal vu, er holeration of allematve procedures and ne Oh pe which bahen dementederativemethodsofue, nightofthe 1 hvetelst adver ppc.Por ¥eridence of validity and Vis and the of the Overview of th Tinfrm Guid.degre of adverse impact of the proce ns. i saboraing on ths principle,dare Ho can 3 unr know thet ary ates “Fodeal epl employment bp.selection procedure with an. adverse portunity I has aided redo pomentmackis awit? 5prcofvation Tn onicinga"The Uniform Guidelines (Section validation toy, the omplopr shou5G) expos pormit the we of proce. comer avail alternates which ildure mame supported by she schov 8 imate prove Sh lewevidences of vality and they, oven If aves impact”nother. meth of ‘wee hat 3. leer Scion 3 ofth Guidlinesis based onadvors impact With respecttn contigo. th principe enunciated ht SoApproved For Release 2001111107 : CIAROB00-01458R000700 10002-8
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‘Court docisioninAlbermariePaperCo.v. should consider use ofthecriterionelat-
Sood 22 US. i05 (975), 10 FEPCases ed sratey.
118ktha,even where job flatedncss has Content validityis appropriate wheret
been proven the avalabilty of other atchniclly and administratively fessi-
etn br slection devices which woud bl to develop work sumplesormeasures
ao serve the cmployer logitimato in- of operationally defined skils, knowl
eres In “icon. and trustworthy edges, or abilies which are a Tesesary
Workmanship” without&similarly unde. prerequisie to observable work belai-
rub rail effect would bo evidence ors. Content validity is nt propriate
that the. employer was using i tots for demonaratingth validity of tests of
merelyas apretextfor discrimination. mental processes or aptitudes or charsc-

Whine adverse impact tl exists, ven teristics; and is not. opproprite. for
though the selection procedure has been knowledges, skills or abilties which an
Validated, hersconicstoboan obliga employee willbe expected to learon the
tion to consider alternative procedures job. Seton UCC).
hnleno ren hlvrs" sppstin of »eit sly
impact if anopportunity presents strategy to support. em ection
ao vay. Wire oat oy ert SPS ged

ther is no adverse impact, the Furnco {han cierion-rlated o content validity
principle rather than the Albermarle strategies. Continuing research may re-
principles applicable. all in construct valiity becoming more

IV. Technical Standards idly wed caus connVly
X oor choose which presents generalizationof findings,
al Bow dona= hich Ce uation in which construct validity

A"A- user should sclct a validation ght hold particular promise is that
stratogy or strategies which are (1) Where iti desirable to une the sameype of sction Sectionproceduresoravarityofje.

he ob, and The employment An overriding consideration in whether
Htuation,und (3) technically and admins. oF nt to consider construct validation is
ee  essile Whatever method of the avalabiity ofan individual with a
Veldenis ud,thebaseloi i aneof high vel of expertiseintis field,
Drodicion: tht J thepresumption hat _ In some situations only one kind of
Tevet of performance on the sclction validation study a likelytobeappropri
procedurchotlonth average,beIndi. ate. Moro than one strategymay be
Brat Teel of performance on the job posible i other circumstances, in which
sir lon BTnil,sims crane
Stady, particularly a predictive one, is 8 time and expensemaybe decilve.

ttsy 4 Sombimtion of ponchos man foi
dal. Soo American Prycholgiea Assoc bl anddesirable,
ationStandards, p. 2521. 55. WhydotheGuidelinesrecognize

Key conditions for a criterionrelated only conten, construct and criterion
study are a substantial number of ind related validity?
Tidus fo inclusion in the stud, and 4 A. Theethree validation strategies are
Considerablerangeofperformance on the recognized In the Guidelines ince they
Selectionanderrion measures.In addi. represent the current profesional con
on, reliable and vald measures of job sensus. If the professional community
porformanes shoul]boavilable,orcapa. recognizes new strategies or substantial
Bic oF being developed. Section 14B(1. modificationsofexistingstrategies, they
Where such circumstances exis, a user will bo considered only f the ser can
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Spite ard accdnp Ixy ith LhgtTh ie nh God Sen pH Allo Jay
BA. ‘employment situation through astudy of55.Q.Why don't the Uniorm Guide. i 0 Th Soper Cort hu 1ne al per or eon. etBTjor Soldeid ait oescomin or cova 105 (1570), To FED Coen ies haTikit Tore antl 0b portman Conrally seeped principle of te Shh on, arty dei su hspySiopical Trotebion wrtth Sos se. shoud enim ondrome oma or ore lonVaitysagensssreeAmr. $5. Q. Secon 57 on interim ueCo Prylogial Again Sondarts rire the wer 1s have vale si.EoTt un ws coped vy antl evden of vet ho onGime Co tn bin anyDri £5 C55, 0, fn 10. ern A Forpapsofcompte with 5,Ide do Bo conor “snore vsnr whi ah aI Sa) Hh iy ok oh A he vehrapoptte, here no resonto ae Tobeyof the Goieins bt hichrenee tern Foran ov ES Tobe mag nthrs Tenant0ta awa a soo7% Are the Gulden intent to how.Soon +eon ttpg.eit he devlopment of rw tenga wool eon pptSiniegin, pvchoginl thos, mel. slcaton of Pera moos to ringi oh nap on tie honors roche pee aatt old sion be sty oyNo. The Gunes are conconed Dh santas of he Cuisines. powih th aya ms of secon evar 5 onole sty ayFeatures eh in kms coon have cet eon wh osBion, and are nk ended i Fm sm ah of Uh reqren of hefreien OrA hpreoGroton. het of th daa of ak Toms0 en ll Jobantsees Sn rs ah ocr slyfo lsat a oe peed reei eg or all conto and oprlooncntfo the grog
con or res tht
“On-relaledstdiEl SecSeCGOMSTIAand the selection procedure is valid, then the
TYBIZ) Measuresof the results or out- selection procedure may be used on anoof work bavi sh oa. ls ba ane he somo ofGm rate ox ror a me vd ear tahaut ooaa whe roion 8. What re he otentil comeoF nfornatin shottn ohShowshat une a ter when, wlohones ri oe pont 11h ei Bm doareoyment sissonof snr Sry, To fc tt he oer permitosSoh a shorn, nines ner ve ofa. etn katomon ma sd ot3 1 er ne coordo otmrrays Fhe virse hr rom ToDeo normation shou theJo Shorr oc an th heshou oforandaSeon the con pono ioogf ove petra bnloo heobSin
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51. For this rewson, users should take ing mustrestonan inferencethat higher
Steps to come into ull compliance with scores on the procedure are related to
The Guidelines as soon a5 possible, It is better job performance. Themareclosely
His appropriate for users to consider and completely the selection procedure
ays of mimimizing adverse impact dur. approximates the importantworkbehav-
intheperiod ofinterimuse. for, the easier it i to. make such an
1... Mus provisionsforretetingbe inference. Evidence that better perfor-

allowedforjobknowledgetests, where mance on the procedure is related to
Knowledge. of the test content would greaterproductivityortoperformanceof
nest Inscoring well onitthe second behaviorsofgreaterdifficultymay also
time? supportsuchan inference
"Theprimary intent of the provision Where the content snd context of the

forretesting that an applicantwhowas selection procedure are unlike thise of
ot sclected. should be given other thejob, as, for example,in many paper-
hance. Particularlyinthecaeof job-  and-percil job knowledge test, it is
fnowledge. tests, ‘security precautions difficult. to infer an association between
may. preclude retesting with the samo levels of performance on the procedure
Leal Afr a short time. However, the andonthe job. To supporta tes ofjob
opprotunity for retest should bo pro- knowledge on a content validity basi,
“Rb Tor the same. job at a later time, theremustbeevidenceof aspecifictie-in
When the applicant may have acquired between ach itemofknowledge tested

Toreofthe relevant jobknowledges. and one or more work behaviors. See
52. Underwhatcircumetancesmaya Question 7.To justifyuseofsuch a test

eclction procedurebeusedfor ranking? for ranking, it would also have to be
"A Criterionrelated and construct va demonstrated from empirical evidence

Jidity strategiesaroesentially empirical, either that mastery of more diffieult
statitical proccss showing relation: work behaviors, or that mastery of
Ship between performance on the salec. greater scope of knowledge corresponds
Hon procedure and performance on the fo & greater scope of important Work
job. To gustify ranking under such validi- behaviors.
1 stadogies, therclore, the user need For example, for a particular ware-
Show mathematical support ortheprop- house worker job, the Job analysis may
nition that persons who receive higher show that lifting a 50-pound object ia
Seores on the procedure are likely to esontial, but the job analysi does not
perform betteronthe job. Show that iting heavier objectsscsen-

Content validity, on the other hand, is tial or wouldresultin sirificantly better
primarily judgmentalprocessconcerned job performance. In this case a test of
ith the adequacyofthe selotion proce- abilityto ift 50poundscouldbe justified
{ure as a sample of the work behaviors. onacontent validity basis for a pass/fail
Use of a selection procedure on & ranking determination, However, ranking of can:
basis aaybesupportedbycontentvalidk-  didates based on relative amount of
yf there Is evidence from job analysis weight that can be. lifted would be
or other empirical data that what is inappropriate
measured by the selection procedure is In another instance,a jobanalysis may
sociated with differences in levels of reflect. that, for the job of machine
Job performance. Section 14C(9); sce alo operator, readingofsimple instructionsis

Section 56. Dot a major part of the Job but is
“ny conclusion that a content vali- essential. Thus, reading would be a

dated procure is appropriste for rank. ertcal behavior under the Guidelines.
Approved For Release 2001/11/07 : CIA-RDP00-01458R000100110002-8



Approved For Release 2001/1107 : CIA-RDPOO-01458R000100110002:8
65 QUESTIONS & ANSWERS ON THE UNIFORM Griner ings :
Sec Section CE). Sime th jb analysis A. Criterion Related Validityin is exampledid ot akosow hat 61, Under what chestfs camisisionin bale 1 0Urgevemmamayily or Lo understand more rex neroeeensoners would bo Tel to Tat 1 5 Soeeoritrer fob performance, reading test cron when tb 11 neoreary forsuport by content vay lone shold uct Jo perme or hs boned nn pani ihr than a Shown fo be Faebo roeofproFaking bai. 1 uch circumstances, uso Sney on th J and (3 srperly mes.of thetfo ranking woul hve ob. sured, Soto’ IGGL Th sence ofSuporte by evden Tom » hen. Succ emi sal bo. srelatorcontr wal egy developed ta ensue that faces wh

in the other hand, in the caso of a arenot job related do not influence theperson to be hiredfor a typing pool, theTa of training success. SectionJo anne ay sho ha he Jb aCons amos enn of pin rom 6G When may concurrent vlidtynetand tatprociiycane beget? EESry em hes or dystyvod cop. For such 3 ob AYWNE ria valid shady cart epi:comitate nok only cri bahar, 20 SAY dyofeurent employ.
but it. constitutes most of the Job A cam jobThepefor,if concurrent valkhigher score on a test which measured {yi to be user, differences bevween thewords per. minute typed, with adiusl- suplcant and. employes groupe. whiehments for errors, would therefore be mightaffectvalidity shouldbetaken intoHike to rec beer Job performance tespunt. The er Sho be pacingthan sgniicanlylowerwove. Ranking coneerned with (ho differences he.or erauping based on such a (Ying Ut nee the. spent grou anh corkouldtheronbe aproeiteunderte emplys wad hs research, sampleGuin hh a came by work expetionce orEG ton rc are Sr York Total a oy rieadminidaredb an emplapent ssn Selocionof emblres a, weir of

commasoe thesamisoc Secton 150rmpleyer relive of resonable un ade what cevgnccscanprerecviney lion procedure be supported onNo. To employer rman respons ihrthanan tri bs)by arier
ble. I is therefore expected that the  Omrelatedvaliditystudy doneebewhere?aly saydonessomberemyemoyer will no suffien formation: A vudity studydon howiere mayWale to tho (4) Wht scnon Jidentci
procedures are being use on its behalf; “7 CCC fol th other studies(5) he al amber of applanin for 25eneromhe ther satineferalb ac, sx ad che groups (Sanemesistatthth amber of parsons, race scram" ad musecoemhere, onthn grou, erred 1 he IONE: prcre i bn lyanit (0) the impact of he socio re Joby ith rg] seashenrecedes ind ovidonc of th ABA Of bys opis of or sek bchosorsny such procodre having an adver Shown by the. 19 anon nhmac anderi ve. ftv
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3. Evidence of fairness from tho other wheter or not the probability of finding
studies is considered for those groups unfairness is small. Thus, the Supreme
constituting significant {actor in the Court indicated in Aljemarie Paper Co...
use’ bor market.Section TB(3). Where Miedy 422 U.S, 405, 10 FEP Cases 1181,
the evidence is not available the user that validation study was “materially
should conduct an internal study of test deficient” because, among other reasons,
fairness, if technically feasible. Section it failedto investigate fairess where it
BE). wasnotshown tobounfeasibleto do so.

4. Properaccount istakenof variables Moreover, the American Psychological
which might affect the applicability such Association Standards published in 1974
‘as performance standards, work methods, call for the investigation of test fairness
representativeness of the sample n terms. in erterionrelated studies wherever fea
of experiance or other relevant. factors, sible (pp. 43-4).

‘and thecurrencyofthestudy. 70.'Q, What should be done if a
67. Q. What does “unfairness of & selectionprocedureisunfairfor oneor

selection procedure”mean? ‘moregroupsintherelevantlabor mar-
A. When aspecifi scoreon a selction ket?

procedure has & different. meaning in A. TheGuidelinesdiscussthroooptions.
terms of expected job performance for Sec Section 1AB(EX). Fist, theselection
members of one race, sx or ethnic group instrument. may be replaced by another
than the sume score docs for members of validated instrament which s far to all
another group, the use of that selection groups. Second, the selection instrument,
procedure may be unfair for members of mayberevisedto eliminate thesourcesof
one of the groups. Seo Section 16. For unfairness. For example, certain items.
‘example, if members of one group have may be found to be the ony ones which
an averagesoreof 40 on tho selection cause the unfuirmess to a_ particular
procedure, but perform on the job as wall group, and thes items may be deleted or
2 another group which has an average replacedby others. Finally, revisions may
Score of 50, then someues of the bomade inthe methodofuseof the
Selection procedure would bo unfair to selection procedure to ensure that the
the members of the lower scoring group. probability of being selected is compat-
Soo Question70. ible with the probability of successful job

65. Q. When should the user investi performance.
Ratethe question offairness? ‘The Federal enforcementagencies rec-

"A. Fairness should be investigated ognizethatthe i serious debateinthe
generally at the same timethatacrteri- psychological profession on the question
Onerelated validity studyisconducted, or of ost fairness, and that information on
as soon thereafter os feasible. Section that concept i developing. Accordingly,
1455), the enforcement agencies will consider

59. Q. Why do the Guidelines require developments in this fied in evaluating
that users ook for evidence of un. tetions occasionedby a finding of test
fairness infin,

"A. The consequences of using unfair 71.Q Howistest unfairessrelatedfo
sclction procedures are severe in terms differential validity and to differential
of discriminating aginst applicants on prediction?
The’ bass of race, sex or alhme group A. Test unfairness refers to use of
membership, Aceordingly, these studies selection’ procedures. based on scores
Should be. performed routinely where when membersof onegroupcharacteri-
technically "feasible and appropriate, tically obtainlower scoresthan members

Approved For Release 2001/11/07 : CIA-RDP00-01458R000100110002-8
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of another group, an the differencesare with. such users thr bilaterally or
Tok releciad in éasares of Job perfor. through industryor trade asiiationsor
mance. See Sections 16V and 14B(8)(a), governmental groups), or participate in
andQuestion67. research studies conducted by the state"Differential validity and test une employment security system. Wher dif
fairs aro conceptually dine. Differ. ferent. locations are combined, care isential validity deine a & taation in necdodLo insure tha the fobstuied areWhich given instrumenthas gmificant. in fact the same and that. the study ia
ly diferent validity oeifcient for Gif. adequate and in conformity with. theferentacksox or oth groups. Useof a. Guidelines (ve Soctons 8 and 14 and
Lest may be uniair some Avaupa even Question 9)hen fferntal validity i no found, 5. Combine esentiallysinajoo into

Differanial prediction i» a. cenral a sgl studysame.Soe Section 14B(1).
aStari sot sos Te Content Valdty
whentheue ofthesamstofseores 7% 2 Must selection,procedure

Systematically overpradits or undorpre. Supportedbycontent validity be an
itjoperformance frmembersof one peraoF sample
ounascomparedtomembersofnoth *3"'No. Tho Guidelines emphasie the
ier definitions of test unfairness JoForancs ofacoseapproximation

‘whichdo ot relateto differentia predic. eoncyin, re Tonk, IF Ah lection
tion may, however, also be appropriately or products of the job, so as to minimize
applied to employment decisions. Ths the inferentialleapbetween performance
these Guidelines are nol. intended 1 ohslctonprocure and ob perfor:chooksbetween aimee modes SIONS38 om Hem oe Contehe model selected is appropriate 10 the fort justification on the basis of on:
manner in which the selection brocedure tent validity of selection procedures mea.fr uring knowledges, skis, or abies72.Q. Whatoptions does aweerhave If J1ich are not pescwarily samples ofacriterionrelated study is appropriate ork behaviors if (1) The Knowledge,Dut is not feasible becaethereare nat Sl or ability being measured is pcre:enough personainthejob? onally defined in accord with Section"A There are a number of options the 14C() and (2 that knowledge, sl, orsrshold consider, depending upon the aly is a prerequisite for cial or
ariculr Tacs and circumstances. Sh  imporiant ‘wiek behaviors. additionp= Une may Justify a requirement. forI Change the procedure so ss to. training,or for experienceobtained {romcliminale ndverse impact (sec Saston forCoventorvouniee work, on
aay ie bai of content validity, evn though2 Validate a procedure through a the priortringor experiencedassnot
content vallity strategy, of approprinie duplicatethe Jb.SeeSerion (0){one Section 14C and Questions 54 and 16 GIsheeof content validityay strategy appropriate for & procedure5. Use 2 selection procure validated measuring alle or knowledges whichclewhere in conformity with the Guide: are taughti raining afer inital em.
fines (sc Sections 8 and Question 60; ployment”"Engage in &cooperative acd with A. Usually not. The Guidalines stateathe Taiiies or wers (in sooperation _ (Section 14C(D) that. content. validity a
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Sy
ot sponse wherthe lection pro in the Guidlines suggests. that 8 test

eign wih or sapporiel by. soars validity is
a mec. whl be sppoprae for determining what the

ar: on i Job" The pipe has lama an the Jobo in
the by" i tandeh o yply rao program. If th coment of the

Eh ining wich sacar alee MERE, LetFlvaatto hebimayb ued
nt antes Homove, il 3. fof rplyment dion 30hbs Flan
yapcbAn] onder. orsgt.SesSeckon OUD:

impos,le aiaenh 77. 1 atk ahs ncemary 0
fe Ee rainedfo accel support selection. procedure bed
So pedo and no tog 10 cote al?
Ba Tn rion of al tas is not
hvac ts To ta iy may be roid by th Guidlines. However, the
Sopporisdon coment vudty bss. + [ob anys shold descr al portant
ECan + mene of 5 ai 00 ek pepaviors and thr lative mp:

connie he valdated on the bus of tance and hee ol of ly. Soc
‘content validity? tions 14C(2) and 150(3). The job analysis

A No. Trae or constructs ao bY hui focus on observable work boar
definition underlying characteristics ory and, to the extent appropriate,“nic ar ntangibl a ar no Gel Grable werk product, and he tasks
herbi Thy sr hrefrsnLSFO. seta wi ths operant ohsevabe
priste for the sampling approach of yori behaviors and/or work products.
‘content. validity. Some selection proce- hejob analysisshouldidentifyhowtheas spe en. Ti analshoud ony how the
sures, may actuallybesamplesofObserv- ygeq in the job, and should support. theavon. Whntver th abl, Un theJband should supp
estmato a Oenkol ho leconproecure

EL i,behavior content validity of a paper-and-pencl
econ prcelurs mesa tended sports

for ye Spr sop bl ©
Beof he soins, A. hare st tendedto replicate
Bott ot coporind ork ain, omen ally fs

et ns iy, Sabishod by u demonstration of te
ren oorolof stonanss Saris ebenth st1he $3

i
8, Brierworkrecord 82 [rely the. suounding environmental ond
re and sul]masses may bo onsSecon BD)
Donthebass of contentvaliity,  Paper-andpencl testa which aro in

oy itectwhichmeasureswhat tended to replicate a workbehavioraro
May ethichmenseshat ly bo ppropintawher work

uscfoub In empley.  bavios ao performed in paper and
DO beee bast of content pencil form (editing and bookkeep-
Te Bs Paper ponl tts of efor
Tile th Guidlines (Scton ne i erpesonal relations (og tales

i no. or supervision, or of physical action
vay fo Knavledgs (c0, awomoble rep) or shity 1

Er ore ll Sonn propery mdr danger (63:
ahei wthng righ punerly are ot cose
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‘nvugh approximations of work behav. by the relationship bebween the programfo osha content vat. and cri on importantbehav ofthehe appropisence of sts of job 1b ilo hear»demomsuntion ofKnowledge, whetheror ot in pencil and ihe eaionsip betwen meatming ofoper fom, dies n Qustion T. performnce tring an ssnof55, Q What in reir ts show the perforatecontent” validly of a tes of a job Unde thexamalegivnabove, therepsi fore here the roqirementa in heThere must be a defined, well ring materials eced those an thesecogined body of information, nd job, th trainingprogramitalcoudmt.Knowledge of the information mist bo be vaasiad ons sorte vaybetpret to performane of he re. Dun It 5 a bas To retention onind work behavior The work behav. promosonfor) to which eae knowles rlsed C. Construct Validityoud be deni a an fom hm Conn .bia Thett sou ay amplethe (01 Scon 5,Gner Sanduinfomation hat osc oa by the 19, ll Studi” construc sadlyclovein hefbotath ovl of 5, deed as0Ise sceptabe thanicy of th es. ms hoi ore. Sl telaed and content lid.pond the evel of difely of the Love"; the specific requirements for
Knowlesased inthe work behavior, 1 Hct gencasabigofamineSexSecon 1411) and 4) alitytotheriesgoverningcriterion:0. Q. Unde content Validity. may a oily 4 he ruesevening criterion:selection procedure or entry noajob Fyeiod yale.Can t
be justified on the grounds that the “NYT 0 developingknowledges,skillor abilities measured ure. of aomstyuct validation ror inby the selection procedure are prerequi- ployment. selection procedures the ap.ses 10 cee performance 1 8 Dy ionFeCl,te iereining progran? | ity of contrat ald (section 14D)

4. Yes, but onlyifthe trainingmateri- intended to be a cautious one. However,a and the. training program cosy ontrac salty ra bt pesersiedapproximate the content And level of Grcumuiancs whine irnorsablig ofdifficly of the Job and if the know os ppt on he Betooe
edges, skills or abilities are not those related validitywould not be appropriate.taught in the training program. For Inestablishingtransportabilityofcriteri.sample, if. taming material are at 3 onrelate valite, fe ob hols bonslevel of renin Guy subtanCallyin somal. ths mnexcessof the resin Gul of mater. haviom.Secon TAG),Conch vanity,als used on th Job, th Guidelines would on the other pani own or SomTot permit. Justification on 5. content whore ly soefth portant wok‘aly basis of a reading tot basen hehavions ar the same This wales:how raining material for entry ita Tahal mesure of th rss snthon undertc particlar work behaviors andder the Guidelines training ro. wich habe bee shown. sh su Torrans ill in 8 selection proce Hf Some jo may be reneged tn therFog itisrereto reseniono Job whieh hav soe of the sth wickSivandoment. Sco Section 2 and bohavion hi when are omen wihHCA, As such, the coment of the respec 10 ihe workbehavior.Becionrnin program may oly be Jie 14D
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‘QUESTIONS & ANSWERS ON Tu: UNIFORM GuiDELINes— OTTOGunns ®As further research and profesionnl reporting requirements promulgated vm:guidance on construct validity in employ dt Tle VII of the Chol Faghis stmentsiuntons emerge, addiional exten. 1964,28amended, were essomuply mesons of comiruct validity for employed say for the Federal gencyto sensiselection may become genersly accepted whitherthestate was in camplrintheprofession.Theagencies encourage Tile VII and thus were authori wenfarther research and profesional guid. constitutional. The sams gal prin)ance with respect 0 the appropriata Use apply to eccrdbecping. wih roel 3alcomtrocivaidy. applets

V. Records and Documentation Under the Supremacy Claus of thenad ‘Constitution the Federal lw requiringeg0 ea a TAP nsntctplyerswho eiploy one hundred or fewer 5 Sn. Pationl originoverides anycmplovesan other nes not require rar)POV of owfe EBO.1,esg. report)? es reconA en Rit sao cay The Seis roi, however, tatcovered by Peleral qual employment 20h avshave boo enacted to preventoprnky aw he Gs ne TR hstomoTh,iy:cedtriemorpean WATE oy socull tae. apmeomiate st Loption in Section 16AL). “Tous, small Go properusof al data.Se Quesusers need not make adverse impact tondeterminations nor are ired to 3% Q In the user obliged to keepoop applicant date on ea basis, Fecords which show whether its selection
Theagenciesalsorecognizethatasmall Processes have an adverse impact onusermay find that someorall validation Face,Sex,orethnicgroups?sires un nt fasbl. Se. Qesion |. Ye. Under he GuinersarS411 small mer aa reason ts plove OBHES 10 tat bien otithat tsselcton procedures have adver he DAC which telselonponerkimpact and validation is no feasible, i. hav on identifiable race, se oieshould consider other options. See Scc- EToups. Sections 4 A and B. If theons 7A und 8 and Questions 3, 36,45, selection proce for a jo docs have anSande adverse. impact on ane or more. such52. Q Is the requirement in the Guide- 700s, the usr i expected to maintainlines that users maintain records of the Records showing the pact. Tor thsrace, nationalorigin, and sex of employ. individual procedures Section 15ACHesand applicants constitutional? 55. Q' What are the recordhecpingYeo For cxampe, the United Sates obligations of & wer who comet gousCourt of Appeals for the First Gia mine whether » selection proces forrefoctdachallengeonconstitutional and jobhasadverse impact becouse Jtmakesathe grounds to the Fal Employment an insufficient muber of selections forOpportunity Commission regulations ro- thatabinayear?quiring State ‘and local govornmental A. In such circumstances the userania to furnish information as to ace, shoud oleh, mania, nd hve aenational origin and sex of employees. bi information on the spent oF 1sUnita States . New Hampahire, 59 F.  sclocton process andthe smsroaners20 207 (lst Gir. 1976), ort. denied, su provers anit it ean deters. seDom. New Hmpuire . United Sait, Avorss pack dees ‘ot wei for roe£3 US.1020, 18FEPCases 188.The overall proves or ung the. joy. boCourt hed that the recordkeeping and changed sobmiantaly. Section TAZA
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“5. Should applicant and lection sx adbyraeor nator orig my i
ntormtion be maniained for race or some. circular ry Won personal
i sooupe contig lem than 2% knowledge of the usr: or may rly upon
iheior ore andthe applicant? slfdenification. Where applicators
Ah erploper. and tne mall ave nok made inpersonand theapplicants

urs snot og 1 Keep such ee.  re ot. persnally known lo he mpl
ron Secon ISA. Employers with ar,sldentifctionmaybe appropriate.

taycoployesandothrmers Wherever a sefsenificaion form a
euired 1 fle EEO e wg. reports used, the crmplover should aise the

maa records sn other nor. plc tht ntifcatin by ace, sex
pon whi, impac. detrmink 0g. national orig » sought, not {or

tions coukdbemid,becau:section 1542 employment. decisions, but for record-
erpire the mntenance of such infor. Keeping in compliance with Feral law.
mation for “any of the groups for which Such self-dentification forms should be
Te ore ‘eo Tor by esion 4B. ptseparatelyfrom th application,and
ive” Se lo,Section44 Sho no be a bass for employment

"No user, regardless of size, is required decisions; and the applicants should be so
1 ke adver Impact GeronaSo SecondB.

breAreascorsusaing “30° What. formation shoud be
than 2% of the labor force and the included indocumentinguvaliditystudy

sapbiagts, SocQuaton 15, forpurposesoftheseGuidelines?
57. Q Should information be main. "Generally,reportsofvalidity studies

tained which identifies applicants and j,iq contain alltheinformation neoes-

‘personsselectedboth bysexandby F36¢  yrytopermit anenforcementagencyto

orth group? re conclude whether a selection procedure

A. Yes. Although the Federal agencies jug been validated. Information that is

avedesdedmtbyPe hie0 tisdetarmivation eget
To cs, hsFm bk econ = Calne by ert

mein1,oeGdns "oS ted ater Septem
non Jag wih alms,CPE

identification ofpersonsbysex,comb Guidelines) which do not contain this

‘with race or ethnic group, 50.88 10 PETTY icormation will be considered incomplete.
oe enixof matory prac rmanvill x ars pom
non ny uch ba. Section4800d Engte formation:

0 tom lf Toon ace exor thn caifcation for in o
aso demining the impact of Un18ofteCudelins wr, oy
lectionroeos? | on specified he information labeled “(esenial)” i#

AToke antes wil acep differen Tho majo mcrfr al tyesof
Fo a re 3s poccaary validation studies includethe foloving

Wi spain. When and where the stad was con
man parson, wer ay maintain a uc

en fo ch] bused upon A description of the selection proc:
eating to pum. dure, how 3 sd, 0d the rls by

ToC paren expreangan erstby ace,sx adeliKoup-
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Howthe job was analyzedorreviewed A definitionoftheconstructandhowt
and what iformation waa obained from relate to oher constructs nthe iycho-
his job analysisor review. logical lerature.

"The evbdone demonstrating that the The evidence that the sclcton proc:
sclostion procedure is relate to the job. duro measuresthe consructTha nature of this evidonce varies, do Thoevidence showing thatthemeasure
pendinguponthe irategy wed. of the construct is related to. work
What arnative selection procures behaviorswhieh involv th consiructand siernative methods of ‘using he 0.G,Althoughtherecordscalled for

Selection procedureweresadied anid he under “Source Data”, Section 13511)osu of thisstudy. nd Section 15D, are not listed a8
“The ame,isandtelephone nur “Basen, the Chbdeins. state. that

berof acontactperson whocanprovide eachasershoukl maintain such records,
forthe information, sbout the study. andhave them available upon request ofe documentation requirements for u compliance agency. Arethese records
coh vlidaionSraegy ae et Toth 10 corer? Does thdbnctofsomeGotan Socton 16 B,D.B, ,4nd G. ocean ote he otra of
‘Among the requiremants {oe cach valli Teconee "aot cormpie prin i the
tyateae he following: Tmsancofthe Gutdeines?L rition Related Validity i oo

X description ofthecriterion measures A: The Guldlies requirethe mite:
oo performance, how and why they 2058O thseernme en “awer slated,andhowthey were sed to JESSY part Figo
evaluate employees. ISAK). However, suchrecords need
"Adescription of the sampleuedinthe 1be compiled or maintained in any
say, howit wasslocind, and hs sof SPeile ormt. Tho term “sential”sd how it wasSlee,ache5700 LS in theGuidelinesrefer to informa:
"Adescriptionofthostatistical methods thn confined essential o the validity
used to Geri whether sors on tha Teport. Section ISAK). The Sourcoon orocadure are estes to sores Data records nea not. be included with
ot ron es of ob prtor. pots of vationorther’ formal
Tne,and the result of these statistical reports unt] and unlessthey are specifi
Caution, ally requested by a compliance agency.

=Content Validity Theabsenceof complete recordsdocsnoi.
The content of the job, 1s identified proce ue of research data bused on

from the job analysis. Thos records that ao availabe. Valid
"Theconnof theselection procedure. ion tudissubmittediocomply with tha
The svilence demonstrating that he reuirements of the Guidlines may bo

content of the selection procedure is 3 Sonsdered inadequatetothe extent that
Tepresentative sample of the contont of important. data ro missingo there is
thejob. cvidence that he colcied data. are
5 Construct Validity nsecurate.
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