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CHAPTER I 

INTRODUCTION 

Many employers rely on the interview for selecting their prospec­

tive employees. Ulrich and Trumbo (1965) reported that approximately 

99 percent of surveyed companies made use of the interview in the 

initial selection process. Asher (1970) cites a study by Munday in which 

90 percent of the surveyed personnel officers held more confidence in 

the interview than any other source of information. Despite its high 

use, several researchers (e.g., Mayfield, 1964; Ulrich and Trumbo, 1965) 

have concluded that the interview is probably the least reliable of all 

selection devices. 

The interview does have certain benefits which causes the employer 

to regard it with favor (Mento, 1980; Arvey, 1982). The interview 

affords the employer the opportunity to assess the individual in person 

and explore factors that determine how well the applicant will be 

successful on the job. It also provides an opportunity to obtain infor­

mation about the candidate that might not be obtained otherwise. An 

interview, by its nature, personalizes the organization and assists in 

maintaining good public relations. 

This study was undertaken to provide an assessment of the Air Force 

Logistics Center Executive Career Board program at Tinker Air Force 

Base, Oklahoma. The Career Boards' primary objectives are: 
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(a) systematic identification of quantitative and quali­
tative personnel requirements; (b) identification of the 
most appropriate means of acquiring and placing the 
personnel needed to satisfy projected requirements; 
(c) identification of personnel who are most likely to 
succeed in managerial assignments; and (d) providing a 
method for considering, evaluating, and ranking employees 
which assures that the best qualified employees are 
available for managerial assignments (Headquarters Air 
Logistics Commany, 1982, p. 1-1). 
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The Executive Career Boards are governed by the Air Force Executive 

Development Program (Headquarters Air Logistics Command, 1982). How-

ever, the Air Force Logistics Command specifies that boards will be 

used to evaluate and rank candidates in the grades GS-12 and above and 

to identify the best qualified candidates for future career assignments. 

As assessment of the program would determine the correlation of 

selected human characteristics scores on the overall ratings and final 

selection process. It would also provide an understanding of the over-

all effectiveness of the program. 

Statement of the Problem 

There have been no known studies conducted on the correlation of 

selected human characteristics and the Executive Career Board selec-

tion interviews. 

Purpose 

The purpose of this study was to select certain human character-

istics and to determine what correlations exist between these 

characteristics and the overall composite rankings of the selection 

interview. 
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Research Questions 

To accomplish this purpose, the following research questions were 

investigated: 

1. What is the correlation between the composite ranking of each 

candidate with ratings received in the area of prior job experience? 

2. What is the correlation between the composite ranking of each 

candidate with ratings received in the areas of managerial skills? 

3. What is the correlation between the composite ranking of each 

candidate with ratings received in the area of decision-making abilities? 

4. What is the correlation between the composite rankings of each 

candidate with ratings received in the area of written communication 

skills? 

5. What is the correlation between the composite ranking of each 

candidate with ratings received in the area of human relation skills? 

6. What is the correlation between the composite ranking of each 

candidate with ratings received in the area of educational background? 

7. What is the correlation between the composite ranking of each 

candidate with ratings received in the area of oral communicative skills? 

Hypotheses 

To test the research questions, the following specific null 

hypotheses were developed: 

1. There is no correlation between the candidates' rating on 

prior job experience and composite ranking. 

2. There is no correlation between the candidates' rating on 

managerial skills and composite ranking. 



3. There is no correlation• between the candidates' rating on 

decision-making abilities and composite ranking. 

4. There is no correlation between the candidates' rating on 

written communicative skills and composite rankings. 
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5. There is no correlation between the candidates' rating on human 

relations skills and composite rankings. 

6. There is no correlation between the candidates' rating on 

educational background and composite rankings. 

7. There is no correlation between the candidates' rating on oral 

communicativeskills and composite rankings. 

Assumptions of the Study 

The study reflected the following assumptions: 

1. Lhe interviewers maintained the same style and manner with all 

interviewees. 

2. The job description was accurate, 

3. The original computer listing was valid. 

4. The screening process was accurate and valid. 

Scope 

The scope of the study included: 

1. The Air Force Logistic Center located at Tinker Air Force 

Base, Oklahoma. 

2. One interview setting. 

3. Seven human characteristics as outlined by the job analysis 

process. 



Limitations 

The following limitations applied to this study: 

1. Limitations inherent in an interview situation. 

2. Access only to interview statistics. 

Definition of Terms 

These terms, as used in this study, are defined as follows: 

Decision-Making Abilities - Ability to make a sound judgement or 

conclusion. 

Educational Background - Possession of unique and specialized in­

formation normally acquired by formal training (Lopez, 1975). 

Human Characteristics - Behavioral traits that were rated during 

the interview. 

Human Relations Skills - Ability to work effectively with people 

in situations where actions are interdependent (Lopez, 1975). 
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Interview - A specialized form of oral, face-to-face communication 

between people in an interpersonal relationship that is entered into 

for a specific task-related purpose associated with a particular 

subject matter (Downs, 1980). 

Job Analysis - Process of determining major job requirements and 

list necessary knowledge, skills and abilities (KSA's). • 
Job Analysis Committee - Select number of specialized individuals 

gathered together to perform a job analysis. 

Job Experience - Prior employment in or related to the program 

analysis and career field. 

Knowledge, Skills, and Abilities (KSA's) - Those qualities 



necessary to perform successfully on the job. 

Managerial Skills - Ability to successfully conduct, direct, and 

control as required. 

6 

Oral Communicative Skills - Ability to speak clearly, gramatically, 

and effectively (Lopez, 1975). 

Promotion Evaluation Pattern (PEP) - An objective statement of ex­

perience, training, and related qualification requirements (Head­

quarters Air Logistics Commant, 1982). 

Written Communicative Skills - Ability to write clearly and effec­

tively so as others can understand. 

Organization of Study 

Chapter I introduces the study, presents the problem of the study 

along with the purpose, research questions, hypotheses, scope, limita-

tions, assumptions and definiton of terms. Chapter II includes 

a review of literature in the following areas: concerns with interview 

process, results and concerns with past research, and perceived needs. 

Chapter III reports the procedures used in the study including the 

description of subjects and the collection and analysis of data. 

Chapter IV discusses the findings, and computations of Spearman's Rho 

correlations. It also gives the researcher's observations. Chapter V 

includes a summary of the study, conclusions, and reconnnendations for 

possible future studies. 



CHAPTER II 

REVIEW OF LITERATURE 

This chapter presents a review of selected materials related to 

areas of the selection interview and is composed of four parts. The 

divisions are as follows: (1) concerns with the interview process, 

(2) results of past research, (3) perceived needs for further research, 

and (4) related government documents. 

Concerns with the Interview Process 

Interviewing is very much like piano playing, a fair degree 
of skill can be acquired without the necessity of formal 
instruction. But there is a world of difference in crafts­
manship, in techniques, and in finesse between the amateur 
who plays 'by ear' and the accomplished concert pianist . 

• like the concert artist, an interviewer reaches this 
point only after frequent, intensive, and diligent practice. 
As with piano playing, interviewing skill comes so slowly 
and painfully at first, that the learner experiences frus­
tration and a continual sense of inadequacy. 

If the person persists, however, these newly acquired 
techniques will almost imperceptibly become a part of unre­
flective behavior until, one day, the interviewer realizes 
the ultimate satisfaction of knowing that the technique 
has been mastered (Lopez, 1975, p. 5). 

The selection interview, despite its wide use,continues to be the 

subject of much criticism as indicated by past researchers (e.g., 

Mayfield, 1964; McMurray, 1947; and Mento, 1980). The majority of the 

criticism centered on its lack of reliability and validity. 

Mento (1980) stated that: 
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In theory, the interview must be reliable, valid, and job­
related. In practice however, the interview is frequently 
an unstructured person-to-person verbal exchange without 
documented job-relatedness, in which minimally trained 
interviewers attempt to make a global rating of an appli­
cant against some vaguely defined total job performance 
criterion (p. 1). 
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Mento (1980) continues to state that these unstructured interviews 

usually focus on traits such as poise, personality, and resourcefulness; 

all of which should not be rated during a selection interview. 

To echo Mento's concern McMurray (1947, p. 265) stated that 

"interviews have one major limitation--its value depends wholly on the 

competence and training of the person who conducts it." He continues 

by emphasizing the fact that many interviews had no formatted plan to 

follow, no prior job analysis or stated job specifications. Mayfield 

(1964) added somewhat of a different concern stating that no two 

experiments were exactly the same. Some attempted to measure traits, 

others the effect of time control, environment, bias, and leading 

questions. 

During the past 40 years, many researchers (e.g., McMurray, 1947; 

Mayfield, 1964; and Wagner, 1949) have voiced their concern over the 

disagreement and lack of direction of the selection interview. In 

1949, Wagner concluded his review of literatu~e with: 

1. A great deal of confusion exists as to what can 
and cannot be accomplished by the interview. 

2. Research on the interview is much needed (p. 42). 

In 1960 England and Patterson (cited in Mayfield, 1964) 

reiterated Wagners concern by suggesting: 

a rnoritorium on books, articles, and other writings 
about 'how to interview,' 'do's and don'ts' about inter­
viewing, and the like, until there is sufficient research 
evidence about the reliability and validity of the inter­
view as an assessment device to warrant its use in such 
work (p. 241). 



Dunnette and Bass ('cited in Mayfield, 1964) stated: 

The personnel interview continues to be the most widely 
used method for selecting employees, despite the fact that 
it is a costly, inefficient, and usually invalid procedure. 
It is often used to the exclusion of far more thoroughly 
researched and validated procedures. Even when the inter­
view is used in conjunction with other procedures, it is 
almost always treated as the final hurdle in the selection 
process. In fact, other selection methods (e.g., psycho­
logical tests) are of ten regarded simply as supplements to 
the interview (p. 241). 

Even as recent as 1982, Arvey and Campion (1982) erJ.phasize the 
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importance for books and guidelines concerning interviewing techniques 

rely more on research results rather than intuitions and beliefs. 

Ulrich and Trumbo (1964) questioning the utility of the selection 

interview by stating: 

It is frequently argued that the interview should not be 
evaluated in terms of cost, validity, or payoff because 
it is a multipurpose device. The interview is seen as a 
recruiting formation-disseminating devise for the company, 
as well as a selection tool. Therefore, it is frequently 
contended that, even though as selection device it were 
shown to have zero validity, there would be good reason 
to continue its use for the purposes it serves. This 
position cannot be argued except to point out that the 
validity of the interview for whatever purpose it is used 
is accessible to empirical evaluation (p. 114). 

Wagner (1949) felt that interviews should be utilized in only three 

situations: (1) where rough screening is required, (2) where the 

number of candidates is small and unwarranted of more costly measures, 

and (3) where certain traits could be most accurately assessed by the 

interviewer. Wagner also felt that even though interviewers may be 

able to elicit certain information, they were incapable of effectively 

measuring and combining it with other pertinent data. 

Results of Past Research 

Many researchers, (e.g., Wright, 1969 and Ulrich and Turnbo, 1964) 
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have performed extensive research on experiments that have been con-

ducted concerning the selection interview. In 1969, Wright evaluated, 

in his opinion, one of the most renown studies ever performed. The 

study, which was performed by Webster and colleagues (e.g., D. Sydiaha, 

C. W. Anderson, and A. Crowell) in 1964 at McGill University, under-

took the problem of decision-making in the employment interview. 

Their investigation resulted in the following findings: 

1. Interviewers developed a stereotype of a good 
candidate and seek to match interviewees with stereo­
types; 

2. Biases are established by interviewers early in 
the interview and tend to be followed by favorable or un­
favorable decisions; 

3. Unfavored information is most influential on 
interviews; 

4. Interviewers seek data to support or deny hypothe­
ses and, when satisfied, turn their attention elsewhere; 

5. Empathy relationships are specific to individual 
interviewers; 

6. A judge's decision (and, by implication, an inter­
viewer's) is different when fed information piece by 
piece rather than simultaneously; and 

7. Experienced interviewers rank applicants in the 
same order although they differ in the number they will 
accept (cited in Wright, 1969, p. 393). 

Mayfield (1964) also examined numerous studies (e.g., Scott, 1915, 

and Moss, 1931). Through his research, he developed 15 general 

statements of the selection interview. Some of the most important of 

these are: 

1. Structured interviews versus unstructured interviews, result 

in a higher inter-rater reliability. 

2. Interview validity is usually of a low magnitude. 

3. Answers are affected by the way questions are asked. 

4. Decisions made by interviewers seemed to be made early in an 

unstructured interview. 
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5. Unfavorable information tends to influence interviewers more. 

6. Information is weighted differently by each interviewer. 

7. Interviewers tend to talk more than interviewees in an un-

structured interview. 

8. Interviewer's attitude affects the interviewees' response. 

Schmitt (1976) as did Mayfield, developed a list of what he 

believed to be the best information for personnel officers dealing 

with the selection interview. Some of Schmitt's main points are as 

follows: 

1. Structured interviews would increase reliability. 

2. Interviewer bias could possibly be removed through training. 

3. The interview is a good vehicle for public relations. 

4. The interview can best evaluate interpersonal skills and 

motivation. 

5. Knowledge of job requirements will help focus on relevant in-

formation. 

6. Providing the applicant enough time to speak will lessen the 

chance of first impressions. 

Urich and Trumbo (1964) and Wagner (1949) also felt as Schmitt 

did, in that personal relations and motivation seemed to have the most 

validity in the selection interview. They also agreed that standard-

ization and wider use of ancillary sources of data should be incorpor-

ated into the interview. 

Arvey and Campion (1982), unlike past researchers, relayed that: 

Recent research has not been. as pessimistic about the 
validity and reliability as in prior years. Interviews 
conducted by_a board or panel appear to be as.promising 
as a vehicle for enhancing reliability and validity (p. 291). 
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By their review of the recent investigations (e.g., Reynolds, 1979; 

Rothstein and Jackson, 1980) Arvey and Campion concluded that the over­

all theme for the selection interview appears to be that along with an 

interview panel, the use of a directly related job analysis and other 

pertinent job information would greatly increase the accuracy of the 

selection interview. 

Perceived Needs for Further Research 

Due to the past stated concerns, many researchers, (e.g., Mayfield, 

1964; Wright, 1969; and Schmitt, 1976) have developed different possible 

strategies for future research in the area of the selection interview. 

Mayfield (1964) stated that very little knowledge had been gained 

since Wagner's review of literature in 1949. However, Mayfield did 

suggest that further research in the decision-making process may pro­

duce valuable information that could be utilized in the further refine-

ment of the selection interview. 

In his review of literature, Schmitt (1976) agreed with Mayfield 

by also soliciting further research in the area of decision-making. 

Schmitt also suggested that research be conducted to determine the 

interaction of the interviewee-interviewer and determine to what extent, 

if any, the interview had an affect on the interviewees' decision 

whether or not to accept a particular job. Schmitt, as did Ulrich and 

Trumbo (1965) also requested more information concerning the actual 

utility of the selection interview be sought out. 

Wright (1969) also was concerned about the utility of the selec­

tion interview. He stated, "a blind faith persists in the efficacy 

and, too often, the validity of the selection interview" (p. 394). 
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Wright (1969) suggested two new approaches for further research of 

the selection interview. He stated: 

A macroanalytic research approach would seem to be most 
appropriate to study the validity of the interview while a 
detailed exploration of such problem areas as interviewer 
bias and the structuring of interview questions would 
appear most amenable to microanalytic approach, as would 
other essential laboratory studies which prescribe experi­
mental situations where the use of human subjects is 
impossible to contrive (p. 395). 

Wright favored the macroanalytic approach by emphasizing that more 

research was needed in that area. He also felt that work in the model-

building area seemed in order. 

Government Publications 

Schmitt (1976) felt that the need to understand the interview was 

becoming more urgent due to its continued use and the establishment of 

the EEOC guidelines on employment procedures. Over the past 25 years 

many new laws have been brought about: 

1959 - Labor Management Reporting and Disclosure Act 

1963 - Equal Pay Act 

1964 - Civil Rights Act 

1966 - Fair Labor Standards Act 

1967 - Age Discrimination in Employment Act 

1972 - Equal Employment Opportunity Act 

1972 - Education Amendments to Higher Education Act of 1965 

1973 - Rehabilitation Act 

1974 - Veterans Readjustment Act. 

In order to insure compliance with all established acts and laws, 

the Air Force Logistics Command has developed regulations that govern 

its selection interviews. Headquarters Air Logistics Command (1982) 
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specifically outlines its stated objectives and areas of responsibili-

ties for all who participate in the AFLC Career Management Program. 

AFLCR 40-11 also provides guidelines on the evaluation and ranking 

procedures of all GS-12 and above positions and promotions. 

The U.S. Department of the Air Force (1980) in its Civilian Per-

sonnel Operating Instruction 40-20 states that its main purpose is to: 

Establish procedures and assign responsibility for develop­
ment and review of promotion evaluation and patter~s and to 
improve quality and secure management participation in 
assigning progression levels of experience (p. 1) •. 

It fully outlines each step of the selection interview beginning 

with the assignment of subject matter experts and concluding with the 

quality control of the job analysis and interview material. 

Summary 

In this chapter, a review of related material and research studies 

were investigated. This chapter also attempted to present the per-

ceived needs for further research in the area of selection interview. 

A selected review of related government publication was also performed. 



CHAPTER III 

HETHODOLOGY 

The purpose of this study was to select certain human characteris­

tics and to determine what correlation existed between these charac­

teristics and the overall composite ranking of the selection interview. 

To achieve the purpose, these five steps were followed: (1) description 

of the selection process, (2) description of the population, (3) de­

scription of the interview, (4) collection of data, and (5) analysis of 

data. 

Description of Selection Process 

The initial step in the selection process was a review of the 

present position description of the Program Analyst (see Appendix A 

for a copy of the position description) by a Career Field Board. This 

board was composed of individuals from the program analyst career field 

and other related fields. 

A job analysis committee comprised of a personnel staffing special­

ist and the Career Field Board performed a job analysis on the Program 

Analyst position (see Appendix B for a copy of the Job Analysis Work­

sheet). The job analysis identified major job requirements and 

knowledge, skills, and abilities (KSA's) necessary for satisfactory job 

performance. During this analysis, the relationship between the major 

job requirements and the appropriate KSA was identified. 

15 
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The Job Analysis Committee also rated each KSA as to its importance 

to satisfactory performance on the job. They also determined whether or 

not each KSA was considered rateable and reasonable. 

The next major step was the completion of the Promotion Evaluation 

Pattern (PEP) Development Worksheet (see Appendix C for a copy of the 

PEP Development Worksheet). The primary purpose of this process was to 

determine by what means each KSA was to be evaluated. This worksheet 

also identified those skill codes meeting the minimum qualifications as 

outlined by the job analysis. 

A Skill Codes Rating Worksheet was then utilized to determine "the 

relationship between the codes indicative of work experience and KSAs 

needed for successful performance~ (U.S. Department of the Air Force, 

1980, p. 7). 

This step developed a numerical score used to predict those skill 

codes most likely to perform effectively as a Program Analyst on the 

basis of past experience (U.S. Department of the Air Force, 1980). 

The final step in the selection process was to develop the Promo­

tion Evaluation Pattern (PEP) worksheet. This worksheet formats all 

previous data in 'order to determine which skill codes will more likely 

produce the best qualified candidates. 

Description of the Population 

The Air Force Logistic Center Career Management Program is concerned 

with staffing GS~l2 through GS-14 positions (Headquarters Air Logistics 

Comand, 1982). However, this study will deal strictly with those indi~ 

viduals presently holding a GS-11 position and have been identified by 

the Promotion Placement Referral Subsystem (PPRS) as being competitive 

for the position of GS-12 Program Analyst. 
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A total of 25 individuals were identified as being the best quali­

fied candidates for the program analyst position. However, three 

candidates declined consideration, leaving 22 to be interviewed. Each 

of the remaining candidates meet the minimum requirements set forth by 

the job analysis and the Promotion Evaluation Pattern. 

Description of the Interview 

A seven-question, structured interview was employed by the board 

for the selection process. Each question was designed to elicit 

observable behaviors previously identified by the KSA's (see Appendix D 

for the interview questions). Also previously identified by the Job 

Analysis Committee each.question was assigned a weight factor corres­

pondent to its level of importance. A rating sheet was provided to 

assist each panel member in his/her final scoring. 

The rating sheet includes the final questions and the point ratings 

(see Appendix D). 

Collection of Data 

Prior to the actual interviewing, an interview schedule was set 

up to encomuass two days. Each interview session was allocated 20 

minutes (see Appendix E for a copy of the interview schedule). 

The interview panel consisted of seven members; six raters and one 

recorder. After each interview the panel members collaborated and gave 

each candidate a consensus rating on each question. 

The recorder annotated each rating on the Interview Worksheet 

(see Appendix F for a sample of the Interview Worksheet). The recorder 

also multiplied each raw rating with its KSA importance factor to 
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arrive at all final ratings. Also at that time, all final ratings were 

added together to determine each candidate's total score. All Inter-

view Worksheets were reviewed and retotaled for accuracy by the 

researcher. 

Analysis of Data 

In reporting the data, the researcher divided each interview ques-

tion to correspond to its selected human characteristics. The categories 

were: (1) job experience-question one; (2) managerial skills-question 

two; (3) decision-making abilities-question three; (4) written communi-

cative skills-question four; (5) human relations-question five; 

(6) educational background-question six; and (7) oral communicative 

skills-question seven. These divisions were based on the seven research 

questions that served as the focus of this study. 

Descriptive statistics were performed to determine existing correla-

tion. In order to assess the degree of correlation between the composite 

ranking of each candidate and the rating received in each of the 

specified areas, the Spearman Rank-Order Correlation Coefficient was 

calculated. This computation involved subtr,acting the smaller of the 

two ranks with the difference being placed in a sep·arate column "d" 

(Champion, 1970). Each of these differences were then squared and 

placed in a separate column "d211 The squares of the differences were 

then summed and the following formula applied: 

s 
r 

6 d2 
1 - ~~~~~~~~ 

N (n2 - 1) • 



In determining the significance of rs when the sample size is 

greater than 10 the following formula was applied: 

t 
s 

r 
N - 2 

\j 
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CHAPTER IV 

PRESENTATION OF FINDINGS 

Introduction 

The purpose of this study was to determine the correlation 

between the composite ranking of each candidate with the rating 

received in each of the seven selected human characteristics questions. 

The selected abilities were in the area of prior job experience, mana­

gerial skills, decision-making abilities, written communicative skills, 

human relation skills, educational background, and oral communicative 

skills. This chapter presents the findings of the study in this order: 

(1) initial selection of candidates, (2) results of the interview, 

(3) composite scoring results, (4) correlation of the interview areas 

and composite ranking, and (5) observation of the process. 

Initial Selection of Candidates 

The initial process of selecting candidates began with a position 

description outlining the required major duties and factors of a program 

analyst. A listing of the knowledge, skills, and abilities was then 

formulated and compared to the major duties. 

From resulting analysis and comparison of potential candidates, a 

computer roster of 25 acceptable candidates was provided. After verifi­

cation of interest and eligibilitY, the 22 remaining candidates were 

20 
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interviewed. The ranking of these 22 candidates is presented in 

Table I. Promotions and Placement Referral Subsystem (PPRS) scores were 

assigned to candidate's placement on the rank listing. Candidates one 

through five received 100 points, candidates six through 10 received 95 

points, candidates 11 through 20 received 90 points and candidates 21 

through 22 received 85 points. Lach candidate is identified by an 

alphabetical code to prevent any disclosure of true identity. 

Results of Interview 

At the conclusion of each interview, the candidates were rated on 

each of the following areas: (1) job experience, (2) managerial skills, 

(3) decision-making abilities, (4) written communicative skills, 

(5) human relations skills, (6) educational background, and (7) oral 

communicative skills. The composite score was obtained by combining 

the interview score and the PPRS score. 

The data in Table II presents the total results of the selec~ion 

interview. Candidates are listed in rank order by their interview score. 

The range of interview scores was 41.5 to 15.97 with an average of 

28 .61. 

Composite Scoring Results 

The interview scores were then added to the PPRS score to determine 

the candidate's composite score. The calculations and final ranking are 

presented in Table III. Candidates are listed in rank order by theircom­

posite score. The range of composite scores was from 136.98 to 105.97 

with an average of 121.56. 
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TABLE I 

RANK AND PPRS SCORES OF ACCEPTABLE 
CANDIDATES AFTER VERIFICATION 

PPRS PPRS 
Candidate Rank Score 

OKD 1 100 
UNY 2 100 
IBH 3 100 

· LWS 4 100 
LHA 5 100 
YRC 6 95 
VQB 7 95 
JCN 8 95 
PLE 9 95 
GRN 10 95 
DZS 11 90 
TWP 12 90 
RKV 13 90 
XTI1 14 90 
FYJ 15 90 
UQJ 16 90 
MFQ 17 90 
WHD 18 90 
ITP 19 90 
QZY 20 90 
ZKG 21 85 
SOH 22 85 
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TABLE II 

INTERVIEW SCORE AND RANK 
ORDER OF CANDIDATES 

Interview 
Candidates Interview Score Rank 

ITP 41.5 1 
VQB 40.0 2 
XTI1 39.49 3 
OKD 36.98 4 
LHA 35.98 5 
DZS 35.65 6 
TWP 35.15 7 
UNY 31.22 8 
GRN 30.30 9 
RKV 29.81 10 
IBM 29.15 11 
ZKG 28.63 12 
PLE 27.65 13 
LWS 26.14 14 
MFQ 24.98 15 
QZY 24.65 16 
YRC 21.15 17 
SOH 20.98 18 
UQJ 18. 99 19 
JCN 18.48 20 
WHD 16.64 21 
FYJ 15.97 22 
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TABLE III 

COMPOSITE SCORES AND RANKING 
OF JOB CANDIDATES 

Interview PPRS Composite Final 
Candidates Score Score Score Ranking 

OKD 36.98 100 136.98 1 
LHA 35.98 100 135.98 2 
VQB 40.00 95 135.00 3 
ITP 41.50 90 131.50 4 
UNY 31.22 100 131.22 5 
XTM 39.49 90 129.49 6 
IBM 29.15 100 129.15 7 
LWS 26.14 100 126.14 8 
DZS 35.65 90 125.65 9 
GRN 30.30 95 125.30 10 
TWP 35 .15 90 125.15 11 
PLE 27.65 95 122.65 12 
RKV 29.81 90 119.81 13 
YRC 21.15 95 116.15 14 
MFQ 24.98 90 114.98 15 
QZY 24.65 90 114 .65 16 
ZKG 28.63 85 113.63 17 
JCN 18.48 95 113.48 18 
UQJ 18.99 90 108.99 19 
WHD 16.64 90 106.64 20 
SOR 20.98 85 105.98 21 
FYJ 15.97 90 105.97 22 
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Correlation of the Selected Human Characteristics 

Ranking and Composite Ranking 

This section considers the selection interview by each of the seven 

human characteristics: (1) job experience, (2) managerial skills, 

(3) decision-making abilities, (4) written communicative skills, 

(5) human relations skills, (6) educational background, and (7) oral 

communicative skills. 

In order to assess the degree of correlation between the composite 

ranking of each candidate and the rating received in each of the 

specified areas, the Spearman's Rank Order Correlation Coefficient was 

calculated. 

Job Experience 

Spearman's Rho (r ) was calculated on the rank order of the compas­s 

ite score and the job experience score. The ranks are listed in 

Table IV. The difference between larger and smaller ranks for the 

composite and job experience scores were determined. The resulting 

r 2 value was 0.81. To interpret the relationship of the Spearman 

coefficient at the .01 level on a one-tailed test a .508 is required 

for 22 candidates. Using the procedure for testing the significance of 

r when sample size is greater than 10 a t value of 6.17 was obtained. 
s 

Since a t of 2.528 is needed for significance at the 0.01 level, t is 

significant. There was a significant correlation-.between job experience 

and the composite score. 
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TABLE IV 

CORRELATION OF COMPOSITE RANKING AND 
JOB EXPERIENCE RANKING 

FOR JOB CANDIDATES 

Job Job 
Composite Experience Experience 

d2 Candidates Ranking Score Ranking d 

OKD 1 9 3.5 - 2.5 6.25 
LHA 2 9 3.5 - 1.5 2.25 
VQB 3 8.5 6.5 - 3.5 12.25 
ITP 4 9 3.5 .5 .25 
UNY 5 6.5 10 - 5 25 
XTM 6 9.5 1 5 25 
IBM 7 6.5 10 - 3 9 
LWS 8 5 15 - 7 49 
DZS 9 9 3.5 5.5 30.25 
GRN 10 6 13.5 - 3.5 12.25 
TWP 11 8.5 6.5 4.5 20.25 
PLE 12 6 13.5 - 1.5 2.25 
RKV 13 6.5 10 3 9 
YRC 14 3.5 17.5 - 3.5 12.25 
MFQ 15 6.5 10 5 25 
QZY 16 3.5 17 .5 - 1.5 2.25 
ZKG 17 6.5 10 7 49 
JCN 18 2.5 21.5 - 3.5 12.25 
UQJ 19 3 19.5 .s .25 
WHD 20 3 19.5 .5 .25 
SOH 21 4 16 5 25 
FYJ 22 2.5 21.5 .5 .25 

d2 329 .so 

r = 0.81 
s 

t = 6.17"~ 

~»s ignif ican t at the 0.01 level 
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Managerial Skills 

The composite and managerial ranking for each candidate are pre-

sented in Table V. Utilizing the Spearman's Rho formula the value of 

r = J.84 was obtained. In determining the significance of r , a t 
s s 

value of 6.92 was obtained. There was a significant correlation 

between the managerial skills and the composite scores. 

Decision-Making Abilities 

The composite and decision-making abilities ranking for each candi-

date are presented in Table VI. A Spearman Rho (r ) value of 0.74 was 
s 

obtained. A t value of 4.92 was obtained to determine the significance 

of r • There was a significant correlatlion between the decision-making s 

abilities and the composite scores. 

Written Communicative Skills 

The data listed in Table VII presents the composite and written 

communicative skills ranking for each candidate. Utilizing the Spear-

man Rho formula the value of r was 0.56. In determining the signifi­
s 

cance of r , a t value of 3.02 was obtained. There was a significant 
s 

correlation between the written communicative skills and the composite 

scores. 

Human Relations Skills 

Data in Table VIII list the composite and human relations skills 

ranking for each candidate. A Spearman Rho (r .) value of .70 was s 

obtained. A t value of 4.38 was obtained to determine the significance 

of r . There was a significant correlation between the human relation 
s 
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TABLE V 

CORRELATION OF COMPOSITE RANKING AND 
MANAGERIAL SKILLS RANKING 

FOR JOB CANDIDATES 

Managerial Managerial 
Composite Skills Skills 

d2 Candidates Ranking Score Ranking d 

OKD 1 4.66 5 - 4 16 
LHA 2 4.33 8 - 6 36 
VQB 3 6 1.5 1.5 2.25 
ITP 4 6 LS 2.5 6.25 
UNY 5 4.66 5 0 0 
XTM 6 5 3 3 9 
IBM 7 4.33 8 - 1 1 
LWS 8 3.32 17.5 - 9.5 90.25 
DZS 9 4 12 - 3 9 
GRN 10 4 12 - 2 4 
TWP 11 4.66 5 6 36 
PLE 12 4.33 8 4 16 
RKV 13 4 12 1 1 
YRC 14 4 12 2 4 
MFQ 15 3.66 15 0 0 
QZY 16 3.32 17.5 - 1.5 2.25 
ZKG 17 4 12 5 25 
JCN 18 3.32 17.5 .5 .25 
UQJ 19 2 20.5 - 1.5 2.25 
WHD 20 1.66 22 - 2 4 
SOH 21 3.32 17.5 3.5 12.25 
FYJ 22 2 20.5 1.5 2.25 

d2 = 279.00 

r = 0.84 
s 

t ~ 6.92* 
*Significant at the 0.01 level 



Candidates 

OKD 
LHA 
VQB 
ITP 
UNY 
XTM 
IBM 
LWS 
DZS 
GRN 
TWP 
PLE 
RKV 
YRC 
MFQ 
QZY 
ZKG 
JCN 
UQJ 
WHD 
SOR 
FYJ 

r = o. 74 s 
t = 4.92>'<' 
*Significant 

TABLE VI 

CORRELATION OF COMPOSITE RANKING AND 
DECISION-MAKING ABILITIES RANKING 

FOR JOB CANDIDATES 

Decision-Making Decision-Making 
Composite Abilities Abilities 
Ranking Score Ranking d 

1 4.66 9.5 - 8.5 
2 5.66 4 - 2 
3 6 2.5 .5 
4 6 2.5 1.5 
5 5.32 5.5 .5 
6 6.32 1 5 
7 3.32 14.5 - 7.5 
8 4.66 9.5 - 1.5 
9 5 7.5 1.5 

10 5.32 5.5 4.5 
11 5 7.5 3.5 
12 1.62 21 - 9 
13 3.66 12.5 .5 
14 2.66 18.5 - 4.5 
15 3 16 - 1 
16 4.32 11 5 
17 3 16 1 
18 2.66 18.5 .5 
19 2 20 - 1 
20 3.66 12.5 7.5 
21 3 16 5 
22 3.32 14.5 7.5 

d2= 

at the 0.01 level 
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d2 

72 .25 
4 

.25 
2.25 

.25 
25 
56.25 

2.25 
2.25 

20.25 
12.25 
81 

.25 
20.25 
1 

25 
1 

.25 
1 

56.25 
25 
56.25 

464.50 
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TABLE VII 

CORRELATION OF COMPOSITE RANKING AND 
WRITTEN COMMUNICATIVE SKILLS RANK 

FOR JOB CANDIDATES 

Written Written 
Composite Communicative Communicative 

i Candidates Rank Score Rank d 

OKD 1 2.5 8 - 7 49 
LHA 2 2.83 3 - 1 1 
VQB 3 3 1.5 1.5 2.25 
ITP 4 2.5 8 - 4 16 
UNY 5 2.16 11.5 - 6.5 42.25 
XTM 6 3 1.5 4.5 20.25 
IBM 7 1.83 17 -10 100 
LWS 8 1.83 17 - 9 81 
DZS 9 1.83 17 - 8 64 
GRN 10 2.66 5 5 25 
TWP 11 2.5 8 3 9 
PLE 12 2.66 5 7 29 
RKV 13 2.66 5 8 64 
YRC 14 1.66 20.5 - 6.5 42.25 
MFQ 15 1.83 17 - 2 4 
QZY 16 2 13.5 2.5 6.25 
ZKG 17 2.33 10 7 49 
JCN 18 1.66 20.5 - 2.5 6.25 
UQJ 19 2.16 11.5 7.5 56.25 
WHD 20 1.33 22 - 2 4 
SOR 21 1.83 17 4 16 
FYJ 22 2 13.5 8.5 72.25 

d2= 779. 00 

r = 0.56 s 
t = 3.024* 
*Significant at the 0.01 level 
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TABLE VIII 

CORRELATION OF COMPOSITE RANKING AND 
HUMAN RELATIONS SKILLS RANKING 

FOR JOB CANDIDATES 

Human Human 
Composite Relations Relations 

d2 Candidates Ranking Skills Score Skill Ranking d 

OKD 1 4.66 8 - 7 49 
LHA 2 5 4 - 2 4 
VQB 3 5 4 - 1 1 
ITP 4 5 4 0 0 
UNY 5 2.82 17 -12 144 
XTM 6 4.66 8 - 2 4 
IBM 7 4.66 8 - 1 1 
LWS 8 4.66 8 0 0 
DZS 9 5.32 1.5 7.5 56.25 
GRN 10 5.32 1.5 8.5 72.25 
TWP 11 3.66 13.5 - 2.5 6.25 
PLE 12 4 12 0 0 
RKV 13 3.66 13.5 .5 .25 
YRC 14 2.32 Zl.5 - 1.5 56.25 
MFQ 15 3.32 15 0 0 
QZY 16 4.32 11 5 25 
ZKG 17 4.66 8 9 81 
JCN 18 3 16 2 4 
UQJ 19 2.32 21.5 - 2.5 6.25 
WHD 20 2.66 19 1 1 
SOR 21 2.66 19 2 4 
FYJ 22 2.66 19 3 9 

d2 524.50 

r = .70 s 
t = 4.38* 
*Significant at the 0.01 level 
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skills and the composite scores. 

Educational Background 

The composite and educational background ranking of each candidate 

are listed in Table IX. Utilizing the Spearman Rho (r ) formula, the 
s 

value of r was 0.52. At value of 2.72 was obtained when determining 
s 

the significance of r • There was a significant correlation between 
s 

the educational background scores and the composite scores. 

Oral Communicative Skills 

The data in Table X list the composite ranking and oral communica-

tive skills ranking for each candidate. A r of 0.87 was obtained 
s 

using the Spearman Rho formula. In determining the significance of the 

r value at value of 7.89 was obtained. There was a significant 
s 

correlation of the composite and oral communicative score. 

A comparison summary of all seven human characteristic ratings 

found to have a positive correlation to the composite ranking is 

presented in Table XI. Oral communicative skills (t = 7.89) had the 

strongest correlation followed by martagerial skills (t = 6.92). _The 

weakest correlations were found to be written communicative skills 

(t = 3.02) and educational background (t = 2.72). 

Observations 

The following observations were made by the researcher during the 

course of this study: 

1. There were numerous errors that were found when the recorder's 

figures were rechecked for accuracy. 
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TABLE IX 

CORRELATION OF COMPOSITE RANKING AND 
EDUCATIONAL BACKGROUND RANKING 

FOR JOB CANDIDATES 

Educational Educational 
Composite Background Background 

d2 Candidate Ran!sing Score Ranking d 

OKD 1 2 10 - 9 81 
LHA 2 1.16 14.5 12.5 156.25 
VQB 3 3 2 1 1 
ITP 4 3 2 2 4 
UNY 5 2.16 6.5 - 1.5 2.25 
XTM 6 3 2 4 16 
IBM 7 2 10 - 3 9 
LWS 8 .66 20 -12 144 
DZS 9 2 10 - 1 1 
GRN 10 1 16.5 - 6.5 42.25 
TWP 11 2.33 5 6 36 
PLE 12 2 10 2 4 
RKV 13 2.83 4 9 81 
YRC 14 1 16.5 - 2.5 6.25 
MFQ 15 .66 20 - 5 25 
QZY 16 1.16 14.5 1.5 2.25 
ZKG 17 2.16 6.5 10.5 110.25 
JCN 18 .83 18 0 0 
UQJ 19 ') 10 9 81 "-

WHD 20 1.33 13 7 49 
SOR 21 .66 20 1 1 
FYJ 22 .5 22 0 0 

d2 852.50 

r = 52 
s 

t = 2. 12~'< 
~'<Significant at the 0.01 level 



Candidates 

OKD 
LHA 
VQB 
ITP 
UNY 
XTM 
IBM 
LWS 
DZS 
GRN 
TWP 
PLE 
RKV 
YRC 
MFQ 
QZY 
ZKG 
JCN 
UQJ 
WHD 
SOR 
FYJ 

r = .87 s 

t = 7.89>'< 

TABLE X 

CORRELATION OF COl1POSITE RANKING AND ORAL COMMUNICATIVE 
SKILLS RANKING FOR JOB CANDIDATES 

Composite Oral Communi- Oral Communicative 
cative Score Skills Ranking d 

1 9.5 2 -1 
2 8 6.5 -4.5 
3 8.5 4 -1 
4 10 1 3 
5 7.5 8 -3 
6 8 6.5 - .5 
7 6.5 10.5 -3.5 
8 6 14.5 -6.5 
9 8.5 4 6 

10 6 14.5 -4.5 
11 8.5 4 7 
12 7 9 3 
13 6.5 10.5 2.5 
14 6 14.5 - .5 
15 6 14.5 .5 
16 6 14.5 1.5 
17 6 14.5 2.5 
18 4.5 20 -2 
19 5.5 18.5 .5 
20 3 21.5 -1.5 
21 5.5 18.5 2.5 
22 3 21.5 .5 

d2 

*Significant at the 0.01 level 
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d2 

1 
20.25 
1 
9 
9 

.25 
12.25 
42.25 
25 
20.25 
49 

9 
6.25 

.25 

.25 
2.25 
6.25 
4 

.25 
2.25 
6.25 

.25 

226.50 



TABLE XI 

CORRELATION SCORES FOR THE SEVEN 
HUMAN CHARACTERISTICS AREAS 

;~REA 

Job Experience 

Managerial Skills 

Decision-~Iaking Abilities 

Written Communicative 

Human Relations 

Educational Background 

Oral Communicative 

*Significant at the .01 level 

r 
s 

.81 

.84 

.74 

.56 

.70 

.52 

.87 

35 

t 

6 .17>'< 

6.92* 

4.92* 

3. 02>'~ 

4.38* 

2. 72>'< 
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2. There appeared to be no set system on how or when to round off 

ratings. 

3. Regulations appeared vague as to why the PPRS score was 

utilized as the final determinant. 

4. Panel members appeared to be inconsistent in ratings given. 

5. Panel members rated considerably higher on the second day. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

This chapter summarizes and discusses the results of the study. A 

summary of the study is first presented, followed by the researcher's 

conclusions based on these findings. Recommendations for research and 

practice are discussed in the final part of the chapter. 

Summary 

The problem of the study was that there had been no known studies 

conducted on the correlation of selected human characteristics and the 

Executive Career Board selection interviews. The purpose of this study 

was to select certain human characteristics and to determine what 

correlations existed between these characteristics and the overall 

composite ranking of the selection interview. 

The seven selected human characteristics were: (1) job experience, 

(2) managerial skills, (3) decision-making abilities, (4) written 

communicative skills, (5) human relation skills, (6) educational back­

ground, and (7) oral communicative skills. This study would then be 

helpful in assessing the overall effectiveness of the Executive Career 

Board selection interview program at Tinker Air Force Base. 

In this study, 22 individuals were interviewed for a pre­

determined 20 minute time period. Seven questions were used to ellicit 

observable behavior in each of the selected human characteristics. 

37 
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After each interview, ratings were separated into each of the seven 

research areas. The Spearman Rank-Order Correlation equation was then 

utilized to determine the correlation that existed between the composite 

ranking of each candidate with the rating received in each of the 

previous stated areas. All previously stated research questions were 

determined to have a positive correlation thus proving all hypotheses 

false. Oral communicative skill was found to have the highest correla­

tion, while educational background received the lowest. Candidate ITP 

received the highest interview score, however, candidate OKD received 

the highest composite score and was selected for the position of Program 

Analyst. 

Conclusions 

The conclusions drawn from this study were as follows: 

1. There was a direct positive correlation between each of the 

seven selected human characteristics and the overall composite ranking 

of the selection interview. 

2. Oral communicative skills was found to have the highest 

correlation. 

3. Educational background was found to have the lowest correla-

tion. 

4. The PPRS score was the final determinant of which candidate 

got the job. 

5. The weighted factors of each question was relevant to the 

correlation with the exception of job experience. 

6. The candidate receiving the highest interview score was not 

the one who was selected for the job. 



7. Scores on the second day were considerably higher than the 

scores of the first day. 

Recommendations 

The following recommendations are made based on the results of 

this study: 

39 

1. A replication of this study should be conducted at other Air 

Force bases hosting an Air Force Logistic Center. 

2. A method should be developed that would ensure all calcula­

tions are checked for accuracy prior to the final selection. 

3. A replication of this study should be conducted to evaluate 

other human characteristics. 

4. Research should be conducted to determine how valid the PPRS 

score is. 

5. Research should be conducted on the training provided for the 

interviewers. 
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I. INTRODUCTION: 

Approved functional statements are in the Classified Section and 
the operating official's office. The purpose of this position is to 
provide direction, coordination and evaluation for elements of the ALC 
Productivity Program 

II. MAJOR DUTIES: 

-Facilitates various behavioral management approaches to employee 
motivation and utilization, including job enrichment, quality circles, 
matrix management, management by objectives, etc. 

-Conduct analytical studies of organizations to determine and re­
port to management the most critical areas for productivity improvement 
efforts; recommends the most appropriate improvement technique for each 
situation; and assists in the implementation of that technique. 

-Designs productivity measurement schemes that will permit assess~ 
ments of progress and provide feedback to management and employees. 

-Establishes and implements reporting procedures to provide the ALC 
Commander and higher headquarters with an integrated overview of the 
status of the ALC's productivity index. 

-Conducts studies to identify regulations, policies, directives, 
etc., which cause unnecessary expenditures of manhours or materials; 
prepares necessary rationale and paperwork to seek change or deletion 
of the counter-productive requirements. 

-Collects from internal and external sources information on pro­
ductivity enhancement, measurement, evaluation and disseminates for 
potential application. 



APPENDIX B 

JOB ANALYSIS WORKSHEET 

45 



46 

JOB ANALYSIS WORKSHEET 

Job title, series, and grade: Program Analyst 

GS-345-12 
Location: 

Column 1 

A. What are the four or five major 
job requirements to be per­
formed on this position? 

1. Conducts analyical studies of 
organizations to determine and 
report to management the most 
critical areas for improvement 
efforts; recommends the most 
appropriate improvement technique 
for each situation; assists in the 
implementation of that technique. 

2. Establish and implement 
reporting procedures to provide 
ALC Commander and higher 
headquarters with an inte­
grated overview of the status 
of the ALC's. 

3. Conducts studies to iqentify 
unnecessary expenditures 
manhours or materials. 

Tinker AFB, Oklahoma 

Column 2 

B. What KSAs are required to per­
form these major job requirementsZ 

A. Ability to analyze the objec­
tives, policies, work operations 
and progress, resources estimates 
and utilization and other related 
aspects of operating programs. 
B. Ability to identify actual 
problem areas, trends, significant 
program accomplishments, merit 
and deficiency situations, areas 
of imbalance, and/or similar fac­
tors in the programs involved. 
C. Ability to evaluate alterna­
tive or corrective actions in 
terms of effort on the program 
under consideration, on inter­
related programs and on overall 
utilization or resources. 
D. Ability to develop and recom­
mend program objectives and oper­
ations and resources utilization 
for new programs. 
E. Ability to develop and recom­
mend changes in program objec~ 
tives and operations and adjust­
ment in resources utilization to 
resolve problems. 
F. Ability to present recommenda­
tions and conclusions based on 
analysis and evaluation to operat­
ing or management officials for 
their use in insuring efficiency, 
economy, and balance in the 
development and execution of 
operating programs. 
G. Substantive knowledge of oper­
ating programs. 
H. Knowledge of pertinent statis­
tical, accounting, budget, and 
economic principles and techni­
ques. 
G· 



Column 

KS As 

A 

B 

c 

ID 
I 
'E I 

iH 

3 
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Rating Scale 
1 - Moderately Important 

·2 - Very Important 

JOB ANALYSIS WORKSHEET 

!column 4 

:.Importance 
~ 

I 4 
i 
i 

4 ; 

i ,. 

~ 4 
\ 

4 

4 

4 

3 

2 

3 - Extremely Important 
4 - Critically Important 

I r 
l Column 5 i Column 6 

; 

Rateable Reasonable 

l YES YES 
I 
I 

I YES YES ! 

' j 
' YES YES I 
J 

l 

YES YES 

YES YES 

YES YES 

YES YES 

YES YES 

I 

I 

I 

~ 
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I 

KS As 

'1 

2 

3 

4 

6 

7 

8 

TEST FORM 

PEP DEVELOPMENT WORKSHEET 

II 

Skills Codes 

ARL 
ARG 
CDD 
DWS 
FJG 
APK 
APM 
APS 
BAK 
AKT 
11 DT\T 

l-Ull-1. BAB 
BAD 
BAF 
BAH 
BAM 
BAP 
BCU 
BCW 
CDB 

III 

Other>~ 

Indicator 

i 

! 
! 

' 
! 
' 

i 

i<Not required for KSAs. 

I IV v 
' l Length* 
i Grade of Ex-
' Level perience i 
I 

GS-11 ! 

' 
' 

) 
' 

' 
' 

~ 
i 

' \ 

: 

l 

VI VII 

Scope/ 
Environ-

Recency ment* 

I 
! 

l 
i 
I 

f 

VIII I 

I Measure-
ment I 

Method I 
i 
! 
i 
I 
I 

INTERVIEW i 
: 
' 

INTERVIEW 

INTERVIEW i 

! 
' 

INTERVIEW: 

INTERVIEW; 
r 
i . 
f INTERVIEW • f . 

r-- --- ---. 
I INTERVIEW : 

~INTERVIEW 
;: 

.i::­

'° 
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Question 
Job Experience 

PROGRAM OR MANAGEMENT ANALYST - GS-343/345 
11 January 1983 

1. Describe to us your past job assignments which involved analytical 
functions. 

Element Rating: 
3 points- explanation of analyst duties in three or more functions. 
2 points- explanation of analyst duties in two or more functions. 
1 point - knowledge of analyst functions. 

Managerial Skills 

2. Describe your involvement in programs or projects which require 
planning, organizing, or policy development. 

Element Rating: 
3 points- one or more major programs involving a full range of planning, 

organizing, or policy development. 
2 points- program responsibility for either planning, organizing, 

or policy development. 
1 point - participation in a program. 

Decision-Making Abilities 

3. If you were assigned as team leader of a complex analysis project, what 
responsibilities would be expected of you. 

Element Rating: 

Element 

G/H 

A/D 

c 

3 points- guidance and control are clearly indicated as the major responsibilities 
of a team leader with referral to management principles. 

2 points- only guidance and control are discussed with reference to management 
principles. 

1 point - any management principle is discussed. 

Weight Factor 

3 

2 

2 

Lil 
f--' 



Question 

Written Communicative Skills 

4. Describe what types of writing you do and what steps you take 
to insure acceptance, 

Element Rating: 
3 points- variety of written products with organized approach. 
2 points- routine correspondence. 
1 point - written correspondence within the organization. 

Human Relations Skills 

S. You are assigned a difficult and unpleasant task which will require 
the help of others. How will you gain their help? 

Element Rating: 
3 points- accomplish task through other people 
?. points- jointly participate with others. 
1 point - recognize importance of personal relationships. 

Educational Background 

6. Describe your formal education and off the job activities which 
contribute to your job performance. 

Element Rating: 
3 points- Master degree. 
2 points- Bachelor degree. 
1 point - continuing college or outside activity shown to be job related. 

Oral Communic;tlve Skills 

7. Rate Oral Communicative Skills 

Element Rating: 
3 points- clear, concise interview with minimal hesitation in the answer. 
2 points- answers must pertain to questions. 
1 point - choppy, unclear, hesitation during answers, lengthy and verbose. 

Element 

E 

B 

F 

Weight Factor 

1 

2 

1 

3 

Ul 
N 
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DATE ORDER CANDIDATES 

Day 1 1st GRN 
2nd WHD 
3rd DZS 
4th FYJ 
5th ZKG 

BREAK BREAK BREAK 
6th LHA 
7th IBM 
8th JCN 
9th OKD 

10th . MFQ 
11th PLE 
12th QZY 

UNY 
Day 2 1st SOH 

2nd ITP 
3rd UQJ 
4th RKV 
5th TWP 

BREAK BREAK BREAK 
6th XTM 
7th 
8th YRC 
9th LWS 

10th VQB 
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2. 

POSITION TITll 

INTERVIEW WORKSHEET 

I SERtES 

i 

QUESTIONS 

- [GRADE 
I 
I 

(Anchao with point ... oho1e1 indicato1d fot •Och qu•·lfion should b• 01toched to thi1 forni,) 

: LOCATION 

x 

x 
x 
x 

x 
x 
x 

x 
x 
x 

x 
x 
x 
x 

x 
x 

x 

x 

x 
x 
x 

JC, i 

x 
x 
x 

1-~~~~~~-~~~~~~~~~~~~~~~~~~~~~~~~~~--1-~~1--~-1-~~1--~-+---~•~ 

x 
1-~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~--l-~~'l--~-l--~___Jl--~-+----~'---

COMMErHS;NOt(S !USe re~e·s~ ,, rt1vru ~pJC<! tS neeil<!dl 

RA TING OrFICIAl 

~'•LI..! 

AFLC St p"' 303 

x 
x 

l OAT[ or \N!fl-<VIC.W 

PRE lllOUS E.OIT!Q/\115 OBSOLETE 

TOTAL 
SCORE 
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