PSY 857
PRACTICUM II: APPLIED SKILLS IN DATA ANALYSIS & INTERPRETATION
Instructor: Nathan T. Carter
Course: MS Work and Organizational Psychology Program
Duration: 06/08/26 – 07/12/26
Credits: 2
Prerequisites: PSY 816, 806, 856,`807, 808, 819, 821
Format: Hybrid - Short Video Lectures + Weekly Live Sessions + Asynchronous Activities
Weekly Synchronous Activities:
· Monday 06/08, 7PM-8:30PM EST
· Monday 06/15, 7PM-8:30PM EST
· Monday 06/22, 7PM-8:30PM EST
· Wednesday 07/01, 7PM-8:30PM EST
· WEEK 5: Monday 07/06, Wed. 07/08, Thurs. 07/09, 7PM-8:30PM (Q&A Sessions) 
Course Description
This practicum course teaches applied IO psychology students to: (a) analyze incumbent data quantitatively in an effective and responsible manner consistent with legal and ethical norms for employee selection; (b) to utilize that data to make employee selection decisions; and (c) write technical reports to communicate and document finding in a manner that balances technical adequacy and readability.  
Unique Format: Reading materials are sourced from various publications (academic articles, books, and instructor-generated content). Lecture content includes short video modules and weekly live discussions featuring real executive perspectives and case study analysis.
Learning Objectives
By the end of this course, students will be able to:
1. Establish and articulate the goals of an employee selection program.
2. Utilize information regarding the Knowledge, Skills, Abilities, and Other characteristics (KSAOs) from job analysis to establish the qualities of individuals that are likely to predict future performance in a job or role
3. Understand and articulate how data should be collected for a validity study
4. Utilize data analytic models and methods to establish the validity of measures that are candidates for making employment selection decisions
5. Critically examine selection methods for potential legal and ethical problems
6. Calculate and present ROI for selection initiatives using common language effect size metrics
7. Write technical reports that balance technical adequacy and readability, and meet standard for documenting the effectiveness and legal implications of a selection program.
GRADE: 
(80%) PRACTICE REPORT SECTIONS
For each week, we will cover a set of components of technical reports, and you will write up these sections separately. This allows you to build a set of skills for conducting the appropriate analyses and writing them up. This is to facilitate your final write-up (see below). Feedback will be given which you will be expected incorporate into your final writeup.
(20%) FINAL TECHNICAL REPORT
At the end of the semester you will utilize a real-life dataset to analyze data and write up a technical report that includes the components covered in the previous smaller examples in which you utilize simulated data. The goal will be to (a) choose predictors based on previous research, (b) develop a plan for how you will utilize the predictors, (c) analyze the data to evaluate the usefulness, fairness, and legality of the assessments you choose, and (d) write the report that summarizes each. 

DUE DATES WILL BE ESTABLISHED AS WE GO, AND I PLAN ON BEING FLEXIBLE AROUND THIS; HOWEVER, PLEASE LET ME KNOW AS SOON AS POSSIBLE IF YOU CANNOT COMPLETE SOMETHING BY THE SET DEADLINE AND WE CAN WORK THAT OUT.
WEEK 1: (06/08-06/12)
Planning for Your Selection Program and Validity Study
1. Determining the KSAOs of a Position
a. O*NET and Job Analysis information
2. Identifying Individual Differences and Behaviors Likely to Predict Performance
a. Job relevance and other issues
b. Common predictors of performance
3. Performance Measurement
a. What is performance?
b. Who assesses performance?
4. Tests
a. What is a “Test?”
i. Knowledge & Ability Tests
ii. Personality & Interest Tests
iii. Interviews
iv. Behavioral Assessments
b. “Off-the-Shelf” Tests
i. Reading Manuals
c. Building Tests
d. Hiring Test Builders

READINGS: 
· https://www.onetcenter.org/content.html 
· A good idea to look at it all
· Particularly, Worker Characteristics and Worker Requirements
· Peterson et al. (2001), Understanding work using the occupational information network: Implications for practice and research. Personnel Psychology, 54. 
· Sanchez & Levine (2009). What is (or should be) the difference between traditional job analysis and competency modeling? Human Resource Management Review, 19.
OTHER: Four (4) 10-15 minute video lectures
ACTIVITY: 
· Pick two (2) jobs you or someone close to you has had
· Write a one-page summary for each job and post to Discussion Board, including:
· The KSAOs of the job
· Based on the KSAOs, what ways might you assess candidates to predict future performance? Include both (a) the “dimensions” you would measure and (b) the “method” you would use to measure it.
· Synchronous Discussion of Writeups. Come prepared! (20% Of Your Grade)

WEEK 2: (06/15-06/19)
Conducting the Validity Study Part I
1. Performance Measures
a. Using What You’ve Got
b. Implementing Performance Measurement
c. Analyzing Measures of Performance
i. Reliability & Validity of Performance Measures
2. Types of Validity Studies
a. Predictive
b. Concurrent (most likely, this will be what is done)
3. Types of Validity Evidence
a. Content Validity Evidence & Job Relevance
b. Construct-Related Validity Evidence	
c. Criterion-Related Validity Evidence

READINGS: 

· Motowidlo & Kell (2013). Job performance. Handbook of I-O (Chapter)
· Lebreton & Senter (2008). 20 questions about interrater agreement. Organizational Research Methods, 11.
· Sacket et al. (2022). Revisiting meta-analytic estimates of validity in personnel selection. Journal of Applied Psychology.
· Guion (2002). Validity and reliability. Handbook of Research Methods in I-O. 	

OTHER: Three (3) 10-15 minute video lectures

ACTIVITY: 
· “Toy” datasets (i.e., simulated data) sent out; we all read data into R and:
· Calculate descriptives and correlations (“Table 1”)
· Calculate reliability of job performance ratings (ICCs)
· Calculate criterion-related validity for a chosen set of predictors
· Synchronous Activity
· On your own:
· Create a “Table 1”
· Write up your findings, including the key numbers to report
· Goal is a professional two- to three-page summary (20% of Grade)

WEEK 3: (06/22-06/26)
Analyzing for Signs of Unfairness and Bias: Legal and Ethical Considerations
1. What is a “biased” selection procedure?
a. Measurement Bias (Measurement Invariance)
b. Predictive Bias (Predictive Invaraince)
2. Civil Rights Act and Updates to Legal Issues
3. Adverse Impact and its Calculation

READINGS: 
· Meade, A.W., & Tonidandel, S. (2010). Not seeing clearly with Cleary: What test bias analyses do and do not tell us. Industrial and Organizational Psychology.
· Carter, N.T. (2026). Differential prediction models [unpublished book chapter].
· https://www.shrm.org/topics-tools/tools/forms/adverse-impact-calculation-spreadsheet 
· Measurement Invariance in ‘lavaan’ for R https://lavaan.ugent.be/tutorial/groups.html 

OTHER: Three (3) 10-15 minute video lectures

ACTIVITY: 
· “Toy” datasets (i.e., simulated data) sent out; we all read data into R and:
· Calculate the overall regression line
· Calculate the regression line for each group (i.e., differential prediction model)
· Determine whether an issue exists
· On your own:
· Two- to three-page summary of your findings in a new dataset (20% of Grade)
· Regression table and graphs included
· Measurement Invariance results included
· Adverse Impact analysis (20% of your grade)










WEEK 4: (06/29-07/03)
Report Writing, Documentation, and Communicating Effectiveness
1. What should be included in a technical report?
a. Documentation of Statistical Information for Possible Legal Challenge
b. Communication of Effectiveness
2. Documentation
a. Statistical Reporting
i. Reliability and Validity Information
ii. “Table 1” (Correlations, descriptives)
iii. Differential Prediction for CRA-protected groups
iv. Adverse Impact Analysis Reporting
3. Communicating Effectiveness
a. Common Language Effect Sizes
b. Relative Importance Analysis
c. Utility Analysis

READINGS: 

· Tonidandel & LeBreton (2011). Relative importance analyses: A useful supplement to regression analysis. Journal of Business and Psychology. 
· Brooks, Dalal, & Nolan (2014). Are common language effect sizes easier to understand than traditional effect sizes? Journal of Applied Psychology, 99, 332-340. 


OTHER: Four (4) 10-15 minute video lectures

ACTIVITY: 
· “Toy” datasets (i.e., simulated data) sent out; we all read data into R and:
· Create a Table 1 from correlations and descriptives
· Analyze a multiple regression model
· Relative importance, common language effect size, and utility analysis
· Determine whether an issue exists
· On your own:
· Two- to three-page summary of your findings in a new dataset (20% of Grade)
· Create a Table 1, Multiple Regression Table, with Relative Importance (20% of your grade)

WEEK 5: (07/06-07/10)

Report Writing Q & A Sessions While You Work
· Instructor will hold Q & A Office Hours starting 7PM EST on Monday, Wednesday, and Thursday, not to exceed two hours
· Technical reports will be written during this time and this is a time for you to ask questions you may have as you work on your final technical reports
· The final report is worth 20% of your grade


