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Current evidence found in the life-span literature suggests that older
adults maintain high levels of cogﬁitive functioning in many areas of per-
fotmance. However, very few rese‘arch projects have extended the fj dings-

on assessment of older adult performance to work settingss

- pose of this proposal is to assess the current emphasis on older «dult '
~ evaluation in job relevant contexts. ¢

~ 3 5 - .
For' most occupations city, state, federal and/or private industry,

testing .tls frequently a rfzanda:tory phase for selection and promotional de-' \
cisions. The area of test faimess in employment tiecisions over the last
ten yeers has come under numerous legal assa{%ts involving f)oth minority group
members and females. While there have been at least fifty investigations
' f‘foc:l.lsi.ng on selection of minority group members concerning test fairness and
differential validity, only a few research pI'OJ ects have fo ed on discrim-
ination against older workers (Arvey, 1979, Arvey & Mussio, '1973).
The .tssue of using Chronological age, as a determinant of potential per- ‘

formance level receives frequent criticisms as additional evidence is pro-

vided for individual differences in perfoma:{ce levels within similar chrono-

.

lcsgit:al age levels (Panek, Bal\'r/ett, Stemns, &‘Alexander, 1977). Perhaps, the
most obvious cri,ticisrﬁs concerning the use of arbitrary aée cut-offs in
employ;!ent deqxs:c;ns has begun to evolve in the a_1r11.ne transportatlon in- -
dustry Recently a _group from the Instltute of Medicine of the National
Academy of ¢Saence was convened to evaluate the effalcacy of the age sixty
rule for mandatory retirement. Based on their preliminary report, continu.:'tng,
" pressure ooufd be placed upon the FAA to re-evaluate their standards for
- mda:toi'); retirement. TI;e conmittee suggested a rigo,{ous‘pursuit ‘of alter-
natlve ..ssessment 1,z'ocedu'z'es for evaluatmé worker ;erfomance across the

lzf‘e’-span slgnallmg a change in status for chronological age in airline

> employment decisions. Co oA




* of measurement to evaluate the degree durat:.on -and amunt of effort nec-

Life-span Psycholo_gists have come to a point wher; empirical evidence
must ‘be obtained on assessment procedufes used with employees throughout the

duration of their careers. Chapanis (1974) focused upon the existing evid-

.ence concluding’ that there was mJ.nJ.mal effort dlrected towards the testing

of performance indices, and their valld.lty for preda.ct.mg older worker per-
formance.  Moreover, the majority of measures ,w assess d.lfferentlal
ability levels have been 'normed pn youngersampl s. Thus, the battery of %
measures available to life-span psychologlsts must be evaluted for indiv-

iduals across all ages to asses(t,helrvvalldlty for -both youri‘ger and older

-%ob applicants. .

The bulk of evidénce fpcusing on differential job ability levele within
age"classifica:tions ‘has come from empirical in‘vestigations .concerning
functional age (e.g., Dirken; 1972; Heron § Chown, 1967; Furulaws,
Inove; Ka;';iya, Inada, Takasug, Fukus,. Takeda, & Abe,: ' l975 Webster § Logie,
1976), The impetus for this approach can be, traced back to World War II and
.the statements of McFar]and (1943), who suggested the mpor‘tance of a.na.lyzmg
mdlvu.dual da.fferences in functlonal capac1ty w1th.u1 age cla551f1cat10ns. }

"icFarland (1953 1973) has repeatedly advocated the use of Ob] ective units

essary to perform in specific job roles wh:le con51der1ng chronologlcal age .
with much less igportance. In essence 1cFarland has argued for the generatlon ¢
of res&rch which lmks specific levels of md.nrldual ability to the dlffer-

mg levels of task demands m the job ‘environment. e ot
o Imnlca.lly, reswrchers' efforts in devélOpﬁg the functJ.onal age con- '
cept 1gnored ‘the relatlonshlp between pertment abllitles and Spec1f1c task

" demands (Costa & McCrae, 1977) : Also measures were chosen for analy51s which
clearly reflected declmmg functlons w1th age (e g audltory pltc‘h ceiling, /

reaction time, maximm s-ystollc tension, nsual capac1_ty, apd- grip "str"ength) ,
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therefore contributing’to a restrictidn in.the range of measures considered
\

appHcable to assessing older wyker potential. In general, performance in-

dices have been selected consid¢ring their presumed relationship with
chronological age rather than the more acceptable criterion of actual job

performance. o ’

. Prop.onents of functional age analysis suggest that differcmces in func-
tional capacities within an individual's deveiopmental course and between
age groupé cai)/‘be adequately estimated and usgd in the prediction of job
performance status. However, performance status has not been the criterion
chosen, rather functional age research projects have combined estimates of
functional capacity into 2 regigssion framework to predict chronological
age. Thus, regression equationi are comprised of estimates of functional
capac%t which offer multiple r-values exceeding .80 with the c'riterion of
chronological age, but little is p‘mvide;i warranting the validity of these
L~ measures for job performance. .

¥
@

. There are some obvious criticisms which go beyond the aforementioned and ¢

further question the research strategies used in functional age paradigms.

‘ b \
The comments presented reflect the suggestlon.s of several authors critiquing
the utilization of functional age strategies for employemnt decisions (Baltes,

1979; Costa § McCrae,.197; Dempster, 1972; Schaie & Gribben, 1975). /

A Critique of the Functional Age Approach

’ 1. Fumctional age researchers “have relx% heayily upon a decremental model
of developmental change resulting in a severe restrlcglon in the range of

functional indices evaluated. ' ! . ‘

/\2. Their choice of measu:r.ement sttategies has failed to differentiate

whether variations in performance are due to pure age effects or disease

factors.




-

@

. . N
\ . 4
¢ . -

3." They have mnsistexltiy argued for a single-global index of performance

r

| contrédiéting empirical evidence which suggests a multidimensional aging

process. o ) . .
4.° Several Investigators have ignored the possibility that regression

towards the meaff in extreme agel groups can dramatically affect the inter-’

.
- , a -

pl.'etation of one's findings.

5. Reliability estimatés on functional éap,acity measures have not been

presented.  Therefore, we are wnsure whether variatiomns in performance are ‘, J
due to the Lmreliability c.>f their instruments or the potential change in

performance functions with increasing age. | y

6. Combining age related functional capacities to predict cfurono%’gical

LA

‘discrimination. - . . T .

age may be irrelevant to estimating potential job performance levels,

7. In C}’DO‘SiJIg age related functional capacities researchers have confused
the concepts of "coincidental" and "intrinsic" predictors. For example,
greyness of hair may be related o physical strength, but it is c!rtalnly
comc1denta,1 and should not be entered into the regression equation. Where
c.hls strategyms applled to employment contexts they have Vlolated good

- professional practicé, federal guidelines, and court dec151ons regarding age
i . L.

j In summary, .;'Endic‘f:s usefl for predi':tion /m,ust‘be validated on job per-
formance criteria -and-should b€ intrifisic attributes of the individual. U-

' sing intrinsic ai:tributes related to job performance one can set cut-off scores a

-
on each attribute that will determine the proportion who will reach an . |

acceptabl.e standard of performance.

hd . . M j
In our éstu;atlon there are three general mpdels researchers can rely -,

P \
uponr for evaluating worker potential across the life-span. The first two

have received 'a-,Cmfsc;ry review, in /’discussing fupctional age ap-proaches and
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are analyzed again to further clarify existing problems. Model three offers

an alternative strategy for assessmg worker competancy across the life- -Span.

The models and corresponding comments are briefly reviewed below: ' §

. 0
~ >

Attributes are measured at various éhronological dge.levels \Jg’.th norms *
’ .

‘constructed for each age grouping. If group performance falls below a -

predetermined cut-off, <all members at a specific age are eliminated ftom

employment consideration (e.g., age 60 rule for airline f:ilots).
> . £

i
Comments:

1. There is no guarantee that the variables chosen for measurement are

relevant for job performance. .

'
.

2. Using normative data for prediction may have minimal utility. For
NS .
example, an individual at the 40th percentile may not differ signifida’ntly

on the performnce crlterlon than an individual fallmg at the 60th percentlle.

3.- The attributes chosen for measmemmt may have differential meaning

i

for different age cohorts. . ) -

4. The model assumes that development is characterized. by decremental

changes. . . o t o

-

S. The implicit ass tlori is madgq that the meastred attrlbuteé do ot '

L} N

interact with gther facto dlfferentlally across age groupmgs. ’ :
L ¢ ~ < . v

Model 2 - - - PN

3

‘ 2

. '
Attributes are mea.sured at various éhronological age levels with Sﬁeci ic

cut-offs set for each attrlbute thus minimizing the mfluence of age g'mun ’
membership. If an individual's performance™evel exceeds the mltlal cus:—

off, they are selec:ted regardless of their age. This approach fepresents the

* e

- current philosophy of functlonal age research. . e
\ 5 7o e e




Comments-: : . .
) i
1. All of the prevmus model 1 comments pertain to,model 2, however,

mdel 2 goes beyond“odel 1 in focusing upon differences in individual per-
formance levels, with age»recelvmg less mrportance The major advantage

of the ftmctmnal age -approach was the highlighting of individual differences

1 [ 4

within age level's not in the procedure followed. 4
* Mdel 3
—

- . * /

Attributes are measui\-ed which are r;elevant to the prediction of job

‘ pérfomnnce.‘ Abiiities af\eg conveyed usi:[zg expected levels of job performance
versus nomms and/or rankings. iissentially, inc;ividlp.l performance on the

measured attnbutes must’ emeed a certain level which is necessary for accept-

& able job performance but not suff1c1ent

Corments: \

‘\ . . - ) "
|

- i ,
v 1. This approach suggests\\a rigorous pursuit of attributes which are
measurablé and relevant to specific job performance criteria. Ideally, att- - |

. ributes selected for measurement! are intrinsically related to both

1

the job 37 the aging process to :allow for the tracking of individual per-

T
formance 1evels over time. (N /—%

H
H

To summarize, there are a 'nm%;er\-of steps to consider in all validation

b
J

procedutes where older workers are evaluated. ‘These'steps, are outlined

below: ¥

A
\ ’ i ’
1) Conduct a job analysas 1dent1fy relevant job components.
2) -Identify those attrlbutes relevant to each specific job component.
/ 3) Specify those abilities relevant to job performance that vary with

ingreasing age.




4) Desi¥n a validation project considering the potential variations

in performance capacity for all attributes. ’
) Obtain validity /gstimates for your predictor battery. ;D!velop

your predictor battery and criterion considering ofily the essential
components.of the job. Try to.minimize irrelevant factors which may
interact with .the aging process and your estimate of miidit}).

’i 6) Determine cut-off liveis for your predictor battery while assessing
the differential impact across age groups.

.7) Design expectancy charts to convey the probability for éuécesqful ,

| performan;:e given individual performance scores.

8)" Oontinue. to accumulate data to asséss the effi&cy of your selection
strategy over an extended,period of time. Also;:the repeated eval-
uations will allow for the tracking of individual performance levels
from one assessment period to the next period..

Typically, industrial psychologyists will analyze a job to deternﬁne its

relevant components and subsequently develop measures for assessment.

.
Y bt Ll L L L P Ly

Insert figure 1 about here

LD T L R R R N R T R ey

Figure 'l represents a general framework underlying the prediction of pé‘-
formance. In contrast to appfo§chés one and two an emphasis is placed on

predicting relevant performance on the job yersus chronological age. The

figure suggests a redefinition of terms in addition to concentrating on in-

- formation gleaned from physiological and psychological research. Emphasis’

is placed upon the generation of new methods for predicting: performance with’
a stronger reliance on information: obtained each specific job analysis.

Perhaps the single most important component, o the revised model is the

_generation) of expectancy tables (see LawsHe § Bolda, 1‘958)-. Expectancy tables

b \ ’ ! -
reflect test scores relative to the probability of success associated with

specific performance on a criterion task. Using this analysis we can

’ 9
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establish criterion performance levels beyond which individuals could be

expected to perform tl}e job at a sati's.'factory leve;. With this appmat‘:h
companies and/or the courts could require an individual to be testéd more
frequently on those functions which are"essentiait:"for‘*j‘ob' performarice; With'
repeated assessments.one can traqk an individual's performance level over
time, to de:termine whether substantiai drlaps in their expédted probability
of successful performance have occurred. The key to this approach is the-
transformation of correlati?n coeffxicients betwéen)predicto'r and criterion.
scores into probability estimates. »
Attention must now be gfforded to surveying existing measures to deter-
mine their validity and rel‘iabi.lity for the older and youngeI: segments of
the workforce. Measures applicable to the younger segment of the population
should in turn apply for older workers. Modifications in norms or test

specifications for older workers, if necessary, may not affect the validity

Jor reliability of one's findings.

il
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Figure 1

A Framework for QOlder Worker Assessment
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