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s part of their training in a Counseling & Career

Development course in Career & Employment
Concepts, 21 graduate students attending Colorado State
University were required to take the Highlands Battery,
MBT]I, the Strong Inventory, and True Colors. The course was
conducted by CSU Professor Richard Feller. Following the
completion of the Battery by all the students, Anne
Angerman, a Highlands licensee with an office in Denver, led
the students in a group feedback which I was able to attend.

After the students had completed all four assessments, Prof.
Feller distributed a survey which was completed by each stu-
dent. The survey asked the students to rank the four assess-
ment tests in order of their effectiveness. The results of the
survey will please and encourage all of us who have worked
to enhance and encourage the use of the Battery.

The 21 students ranged in age from 22 to 48. The average age
was 29. In addition to ranking the four assessment tools, the
survey asked the students two basic questions about THAB:

Q: Do you agree with the generalist/specialist scale results?
A:Yes, 17. No, 4.
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THAB Observations—Notes from Academia

Forty-six Affiliates Reply to Highlands Questionnaire
You Just Never Know

Get a Life: One That You Love

Interests Ignite Passion

It's not just your Career—it's your Calling

Student THAB: Pros and Cons

THAB & PSPS: Acronyms for Personal Enlightenment
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Q: Do you agree with the extrovert/introvert scale result?
A: Yes, 21. No, 0.

The rankings given by the students are in the charts below.

Instruction: You have taken the Strong Interest and Skills
Confidence Inventory, the MBTI, True Colors and the
Highlands Battery. List these tests in the order of their effec-

tiveness in measuring your abilities or talents.

RANKED #1 RANKED #2

THAB 0%
STRONG

43% MBTI
14%
TRUE COLORS
43%

MBTI
0%

STRONG
9.5%

TRUE COLORS
9.5%

RANKED #3

RANKED #4

TRUE COLORS
14%

TRUE COLORS
33%
STRONG
19% MBTI
43%

THAB 5% STRONG

29%

Instruction: List the Strong Interest and Skills Confidence
Inventory, the MBTI, True Colors and the Highlands Battery
in the order of their effectiveness in guiding you in future
career decisions.

RANKED #1 RANKED #2

TRUE COLORS
STRONG 19%
28.5%

TRUE COLORS
28.5%

STRONG JILIE

THAB

28.5% 2
8% M

BTI
19%

4.5%

RANKED #3 RANKED #4

TRUE COLORS TRUE COLORS
29% STRONG), 24%
STRONG 19%

o
EL) MBTI MBTI

33% 43%




SteppingStones

NOVEMBER 2002

PAGE 2

THAB Observations —Notes from Academia

— By Dr. Tom Tavantzis

Irecently had the opportunity to conduct a small, informal
survey of graduate students in my Psychological
Assessments in Organizations class at Saint Joseph’s
University in Philadelphia. The twelve students are enrolled
in the Training & Development Master’s program with a con-
centration in Organizational Psychology, which is the portion
of the curriculum for which I have directorial responsibility.
The average age for students in the class is 34 years and the
group has an average of seven years of experience in a T&D or
Human Resources role in the workplace.

Approximately half the students are currently in a manage-
ment level position and three quarters are at least half way
through the part-time, evening Master’s program. All of these
students were administered the THAB-CD and received group
feedback. Upon completion of our feedback session, I asked
each student to fill out an anonymous survey. While the sur-
vey was brief, it did provide some illuminating observations
with respect to students” perceptions of THAB.

The survey asked a total of 11 questions geared toward gain-
ing a better understanding of how the students experienced
THAB. Two of these questions, along with the corresponding
answers, were very interesting and provided some good vali-
dation. I was intrigued by responses to the first question —
"How accurate a measure was the THAB of your abilities?"
On a scale of 1 to 10, with 1 being high and 10 being low, what
do you suppose was the average score registered by all stu-
dents? An impressive 2.08!

The responses to a second question were equally fascinating.
The question asked students to rank THAB in a comparison to
three other instruments they had taken in the past. The com-
parison was intended to rank the instruments’ effectiveness in
measuring abilities and talents or guiding career direction.
Students in this particular class had all taken the NEO-PI. All
survey participants had previously taken the MBTI at work
with most having taken DiSC. Others had taken the HBDI,
Birkmen and FIRO-B. (I had used the FIRO-B in a previous
career development class.) Essentially, students could rank
any test they had ever taken, but had to put them in order of
their top four. The overall mean ranking for THAB was 1.08!

It is significant that this group of very experienced T&D and
HR professionals from several large Fortune 500 and mid-
sized companies agree on the perceived accuracy and signifi-
cance of THAB for individuals.

In another educational activity relevant to our efforts, students
from the same Assessments class were asked to choose two
instruments that their companies relied on for development.
The task required that students critically examine these tools
from the perspective of reliability, validity, norms and various
other psychometric dimensions. During their review of rele-
vant literature, it was suggested that students utilize Buros’

Mental Measurement Yearbook as a reference. Buros quickly
became the test review source of choice for the group. Of the
many instruments used and reviewed during the semester,
only the NEO-PI received top honors, with FIRO-B and MBTI
getting adequate reviews. Not surprisingly, both the NEO-PI
and FIRO-B are not being used in any of the corporate settings
represented in this group! Much to the chagrin of the stu-
dents, the tools that failed to measure up — HBDI, DiSC,
Birkmen — were the very ones being used frequently within
their companies. One student was appalled that her company
director was planning to roll out a major initiative for employ-
ee development using a tool for which she could find no sup-
porting psychometric data! One thing became increasingly
clear to these students. Organizations (and these are Fortune
500 companies and federal government agencies) make their
buying decisions based on the marketing wizardry of the
salesperson, rather than on sound scientific data. One student
commented aloud that this is a situation of "hardheaded busi-
nesspeople being softheaded on numbers."

According to one student’s review, THAB by comparison, was
judged to be a strong instrument based on available reliability
and validity data. (Students thought the availability of this
data on THAB's Web site was helpful.) Similar data are avail-
able when looking at the Ball Aptitude and Johnson O’Connor
instruments. However, a major weakness identified by stu-
dents for THAB was the absence of a review by Buros. Again,
it is significant to note that students came to rely on Buros as a
definitive source for instrument review.

One final observation on the topic of group feedbacks: The
Assessments class provided, in retrospect, a natural laboratory
to study group feedbacks. 50% of the class had previously
taken my summer course in career development, which is
structured very much like THAB’s Personal Strategic Planning
Seminar. The other portion of the class took THAB during the
current semester and received only one 3 hour group feed-
back. Essentially, we spent no time in the Assessments class
discussing or using the abilities information beyond that initial
group session. My observation was that there was far less sat-
isfaction and many more quizzical looks and doubts associat-
ed with the group that did not benefit from several, in-depth
classroom sessions to digest personal THAB results. After see-
ing that this was the case, I provided 30 minute blocks of time
for students to review their results privately with me. With
the exception of one student, all of the Assessment class stu-
dents sought me out for further consultation. Reports of satis-
faction, enthusiasm and understanding rose dramatically fol-
lowing these individual sessions and each student sent me an
e-mail on the experience or mentioned it to me personally dur-
ing subsequent class meetings. [

Tom Tavantzis became a Highlands Licensee in 1996. He is Director,
Organizational Psychology and Leadership Program, Saint Joseph’s
University, Philadelphia, PA.




