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Introduction

Purpose of this presentation is to provide you
with a foundation in understanding what validity
is and why it is important.

This presentation is NOT intended to be
exhaustive of the subject.
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What 1s a test?

A test is an objective and standardized procedure for
measuring a psychological construct using a sample of

behavior. (Conte & Landy, 2018)

An assessment systematic method and procedure for
ascertaining work-related knowledge, skills, abilities, or other
characteristics of an individual or group of individuals, or the

performance of an individual or group of individuals. (IS,
2020)

An assessment is a test.
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Job analysis

Job analysis is a process for determining the essential job duties of a particular job
title.

The purpose of a job analysis:
Document the important job duties,
How they are performed, and
Human attributes are necessary to successfully perform the job duties.

Required attributes include:

Performance expectations (properties of the job in the context of the organization’s
expectations) and

The abilities, knowledge, experience, skill, and personal characteristics necessary to meet
those expectations.

Job analysis should be the first step in developing a test.

SEPTEMBER 2023 OFCCP ANNUAL ENFORCEMENT CONFERENCE




Psychometric properties of tests

Reliability (Consistency in scores)
Test-Retest
Interrater reliability
Internal consistency

Validity
Refers to how well a test measures what it was intended/designed to measure.
A test is valid if it accurately measures the construct or trait it was supposed to measure.

Standardization
Refers to the process of developing uniform procedures for administering and scoring a test.

Standardization guarantees that everyone is given the same instructions, has fair time limits,
and has the same criteria used to score their tests.

Uniform Guidelines on Employee Selection Procedures (UGESP)
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Criterion validity

Criterion validity is the extent to which a test predicts with a specific
outcome/criterion (e.g., a job performance duty).

To determine if a test has criterion validity, data is collected for both the test scores
and the criterion measure (e.g., job performance ratings).
A correlation coefficient describes the relationship between the test scores and the criterion measure.
The validity coefficient ranges from -1.00 to +1.00, with higher values indicating a stronger relationship.

If the correlation is positive and statistically significant, it indicates that the test is a valid predictor of the
criterion measure.
There are two types of criterion validity: concurrent validity and predictive validity.

Concurrent validity is assessed when the test and criterion measure are collected at the same time.

Predictive validity is assessed when the test is administered before the criterion measure is obtained.




Content validity

Content validity assesses the extent to which a test or measure covers a
representative sample (i.e., includes all the relevant and important aspects) of
the construct (i.e., domain) it is was designed to measure.

Using the dimensions or subcomponents (i.e., required knowledge, skills,
abilities, and other performance factors) found from the job analysis, test
items (questions) that cover each of these KSAOs.

Subject matter Experts review the test items to ensure that they are relevant to, and
representative of, the construct being measured.

If a test or measure does not have good content validity, it does not
accurately measure the construct it is intended to measure, which leads to
inaccurate or unfair decisions.

This is true even if a test demonstrates criterion validity.
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Construct validity

Construct validity evaluates the degree to which a test actually measures the construct or
characteristic it is intended to measure. [Note: This is the standard definition of what
validity IS. -Refer back to Slide 8]

Construct validity requires the collection of evidence from multiple sources that confirm
that the test measures measuring the intended construct.
Convergent validity is a measure of how well the test correlates with other tests of the same construct.

Discriminant validity is a measure that confirms that the test does not correlate with tests of unrelated
constructs.

Known-groups validity is the degree to which the test can distinguish between groups known to differ on the
construct being measured.

If there is a lack of construct validity, then applicants are being unfairly evaluated against
an outcome that would not be expected to occur for the job in question.

Content validity and criterion validity are improperly used as a stand-in/proxy for construct validity.
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Frequent Issues
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Physical requirements
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Examining validity reports




Aggregation vs. disaggregation

Aggregation is combining test data from multiple sources (e.g.,
employees from multiple locations).

The benefits are having enough statistical power to detect an effect

because of a larger number of employees being including in the
analyses.

This is why employers tend not to like aggregation.

It is not always appropriate to aggregate (e.g., work is really different
or the applicant pools are very different).

In this case, aggregating could mask differences.
This is why employers might present aggregated data.




Physical requirements

For jobs that require strength, flexibility, and/or stamina,
employers may elect to give physical agilities tests (e.g.,
police and fire).

However, aspects of the test must still be job-related.
Tests should examine fitness for duty and not likelihood of
workplace injury.

These tests can be unfair to females, older workers, and
persons with disabilities.
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Transported validity

Transportability is permitted by UGESP (Section 7B)

Criterion-related validity evidence gathered in one setting to be
borrowed or “transported” to another setting.

Must meet the following requirements:
ne jobs are similar (e.g., same KSAQOs, similar work conditions).

ne original sample must show “clear” validity evidence.

ne test is “fair” (i.e., no evidence of adverse impact against any
protected group).
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Examining validation reports

Things to look for when reviewing reports:
Job analysis report

Basic description of the test
Validation data
Types of validation data provided

Actual statistics (range, means, reliability, validity coefficients)
Clearly stated sources of the data (who took the test and when)

Indications of adverse impact (or lack of adverse impact)
How the statistics were calculated
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Interesting trends 1n validity

Lee et al. (2021) advocated for the use of expectancy tables to help set score cut-offs.

Schapers et al. (2020) found that a lack of situation descriptions had no impact on situational
judgement tests’ predictive ability of in-role job performance.

Rottman et al. (2023) advocated for doing predictor-level analyses to reduce/eliminate adverse
impact in trained models, while preserving predictive validity.

Oh et al. (2023) argued that recent suggestions of not correcting for range restriction
(restrictions of scores) in concurrent validation studies is problematic and can lead to
underestimation.

Oh et al. did not consider that, when there is ROR of the predictor due to adverse impact, that the validity
coefficients are likely to be overestimation and not underestimated.

Gotz et al. (2023) argued that test items can be generated via Al (NPL -The Psychometric ltem
Generator -PIG).

Gotz et al. say that reliability and validity should be “carefully evaluated” when developing a test with PIG.

SEPTEMBER 2023 OFCCP ANNUAL ENFORCEMENT CONFERENCE




Thank you
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