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Exercise for Test Validity

1. What does face validity refer to?  Is the example item face valid?

Face validity is a test of internal validity seeking to determine whether “on the face of things” the investigators arrived at the correct conclusion. Yes. The test item is face valid. It seeks to measure the four major components to the work done by clerical workers.

2. What does content validity refer to?  How might you determine whether the clerical test you have developed has sufficient content validity?

Content validity is a test that adequately samples the knowledge and skills a person requires to do a given job. Here, the closeness of the content of the selection instrument is to the real work sample of behavior, the greater its content is valid. 
To determine whether the clerical test I have developed has sufficient content validity, I would require employees to solve problems associated with their job to see if they meet the requirements of their jobs.
3. Give an example of how you might assess the concurrent criterion-related validity of your clerical test.  Be specific.

Concurrent validity compares tests scores of current employees to a measure of their job performance. In the present case, to determine the concurrent criterion-related validity of your clerical test, I will obtain criterion data from current/existing employees at about the same time the test scores were obtained. These will include other predictor data. For instance, I will rate the employees on quality and quantity of their performance. Later, they will be given clerical aptitude test. Scores obtained will be compared to supervisor’s ratings to determine the extent of relationship between the two. 
4. How would you assess the predictive criterion-related validity of your clerical test?  

Predictive validity in this case would involve testing applicants and getting criterion data the moment the applicants have already been hired and have done the job hired for a given period. Here, applicants can be given relevant clerical aptitude tests that would be filed away for future reference and study to see the trend. When these individuals have been on the job for many months, other supervisors with no previous knowledge or records of the employee’s test scores will be asked to score or rate these employees based on quantity and quality of their performance. Previous tests scores will then be compared with (new) supervisors ratings.
5. What would be an acceptable validity coefficient for your predictive criterion-related validity study?   (r = ?)

Predictive criterion-related validity is to the effect that test taken now predicts criterion assessed later. To find an acceptable validity coefficient for my predictive criterion-related validity study I will use the current criterion in future. The closer each employee's scores will be, the higher the coefficient of stability will be, hence, the more reliable the test measure. Score of 0.9 and greater, then the criterion will be reliable.
6. How might you assess the convergent validity of your clerical selection test?
Convergent validity seeks to determine whether similar question reveal the same result. To assess the convergent validity of clerical selection test, I will administer a different test that gives correlated results.
7.  How might you assess the divergent validity of your test?
Divergent Validity seeks to determine whether two opposite questions will reveal opposite results. To assess the divergent validity of my test, I will demonstrate that choices selection did not correlate with work performance.
Reference
Snell, S. Morris, S and Bohlander, G. (2016). Managing Human Resources. Cengage Online. 
