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With the EEOC requiring empirical criterion-related

validity for selection procedures, predictor variables of

physical characteristics, biographical data, and personality

traits were related to both on-the-job performance and

training performance. In the correlational analysis of the

variables, a total of 455 flight attendants from a single

airline were used, with half of the subjects serving as a

cross-validation sample. The results showed slight relation-

ships between biographical data and physical characteristics

to training performance but no relationship between any pre-

dictor variable and job performance. The impact of race

being a significant predictor of training performance was

reviewed. The lack of practical information was discussed,

and implications made for future research to include proper

design and reliability of screening procedures before attempt-

ing criterion-related validation.



TABLE OF CONTENTS

Page

LIST OF TABLES......................... . ......... ..

Thesis

Introduction . . . . .... . . . . .... . . ."..

Method . . . .... . . . .. ". ... . . . . . . .

Subjects
Procedure
Independent VariablesBiographical Information

Personality Characteristics and
Physical Attractiveness

Dependent Variables
Training Performance. and Job Performance

iv

1

8

Results..... . . . . . .

Discussion e. . .. s..

Appendices . . .

References .. ..

. ." .a .o . s. 0. .s .a ." .a . . 10

. . . . . . . . Ai. d1 " . a 13

. . . . ". .w.v. . . . . . 19

. . . . . . . . . w . . . 30

iii



LIST OF TABLES

Table Page

1. Correlations Between Predictor Variables
and Training Criterion . .......................11

2. Descriptive Statistics for Predictor
and Criterionres euM , ,ue, , ,qm, , , , , ,I,%27

3. Beta Coefficients for the Multiple
Regression Equations , . . , 29

iv

"u - - _ - - - - - - - - __ -



RELATIONSHIP OF PHYSICAL CHARACTERISTICS, PERSONALITY

TRAITS, AND BIOGRAPHICAL DATA TO SUCCESS

OF FLIGHT ATTENDANTS

The federal government through the Equal Employment

Opportunity Commission (EEOC, 1978) has mandated that per-

sonnel policies are to be nondiscriminatory. To comply

with this directive, selection tests must be valid predic-

tors of employee job performance. Personal history, spe-

cific educational requirements, biographical information

blanks, and applicant rating forms, if used for employment

decisions, all qualify as tests under the definition estab-

lished by the EEOC. Criterion-related validity of selection

instruments is the appropriate method that a company can use

to satisfy the requirements of nondiscriminatory personnel

policies.

While the purpose of the EEOC guidelines has been to

assist employers in following the federal law requirements,

validity of selection procedures has always been a require-

ment of competent professional personnel psychologists.

Publications such as the comprehensive work by Guion (1965)

have explained in detail the method and necessity of having

a professional orientation in the selection process. The

goal of professional selection has been an efficient utili-

zation of human resources both for the employer and employee,

1
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in addition to achieving nondiscriminatory practices. The

application of job analysis and the employment of the

abundant psychological testing information have allowed for

the accumulation of data to aid in theory development and

for practical personnel selection.

However, even with a solid base of psychological

knowledge, criterion-related validity has been difficult to

establish for hiring procedures. In nearly all organizations

this problem has been due primarily to the basic business

orientation of seeking and hiring successful employees,

Organizations have been reluctant to open the selection

process and hire personnel who are expected to fail, This

policy restricts individual differences in the selection

scores and thus statistically limits the value of the cor-

relation coefficient. In the development of a scientific

foundation for personnel decision, management must provide

an environment for verifying, rather than assuming, relation-

ships between applicant characteristics and job performance,

Recruiting, hiring, and firing of failures was the

exaggerated solution proposed by Landy (1978) to deal with

this problem. In his plan, criterion-related validity

coefficients became not only significant but more meaningful

through the addition of true negatives to the statistical

computation. In actual fact, proper development and valida-

tion of selection and evaluation procedures have required

two conditions: first, a long-range commitment by top-level
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management to utilize psychological knowledge, and second,

time to analyze, test, and develop valid hiring procedures,

which satisfy the requirements of nondiscriminatory person-

nel policies.

In the employment activity an applicant has tradition-

ally been required to detail a variety of personal information

by completing forms and participating in interviews. The

most common data collected on the application blank has been

biographical information. Included also in most employment

procedures has been a method for assessing aspects of the

applicant's personality. These two standard areas of pre-

dictor data, coupled with information concerning the physical

attractiveness of the applicant, were gathered in the present

study with the intent to identify criterion-valid relation-

ships. In keeping with the professional view of personnel

selection, these predictor data were chosen, based on their

theoretical connection with the performance of flight attend-

ants.

As stated by Owens (1976) and by Ritchie and Boehm

(1977), scored biographical data have been moderate but

consistent predictors. of a variety of external criteria.

Owens explained, "It [biographical data] speaks directly to

a central measurement axiom; namely, that what a man will do

in the future is best predicted from what he has done in the

past" (p. 612). Thus, "biodata is an efficient, robust and

highly valid predictor of a broad spectrum of very practical

criteria" (p. 612) .

<'
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Working from the base of previous findings that bio-

graphical data had useful predictive value for first-line

supervisors, (Korman, 1968), Ritchie and Boehm (1977) found

support for the utility of biographical data in predicting

potential for middle management employees. Correlational

analysis of a biographical questionnaire administered to

lower level women managers and a judgmental rating of over-

all managerial success showed that biodata could be useful

for determining a woman's potential for middle management.

Application of the results to men was also substantiated

during the cross-validation on a sample of both male and

female managers.

In addition to the general biographical information

included in the application form, the specific information

of the level of educational attainment has been shown to

be a significant predictor of training performance (Booth,

Webster, & McNally, 1976; Hoiberg, Booth, & Berry, 1977).

Booth et al. (1976), in an attempt to reduce the error in

the selection of Navy recruits resulting from failure in

training, concentrated on noncognitive characteristics of

the recruit's background. From the investigation they

found that successful prior school experience was related

to training success in preparation for work in a health-

care field. This claim was supported by Hoiberg et al.

(1977) in their finding that the most significant predictor

for performance in an occupational training program was
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level of school prior to enlistment. Both results were

interpreted in terms of the candidate's motivation, linking

the capacity and will to perform in school to the individ-

ual's desire to perform satisfactorily in a work environment.

Personality factors, however, have not been as success-

ful in prediction. In a study of the literature, Mowday,

Porter, and Stone (1978) indicated that the use of formal

personality tests both confirmed and denied the relationship

between these factors and employment turnover. The lack of

standardization of the character inventories and the absence

of replication and cross-validation of results made a firm

conclusion concerning the relationship of personality mea-

sures to turnover difficult to determine, M1owday et al,,

in an attempt to rectify the situation, performed a detailed

study investigating employee characteristics as measured by

the Personality Research Form and turnover, The overall

conclusions, after replication and cross-validation, were

that specific personality information was useful in the

prediction of turnover for female clerical employees,

The problem of establishing predictive validity for

personality traits in the present study was compounded by

the use of an applicant rating scale. While formal person-

ality assessment tests and rating scales of personality have

been designed for different purposes and circumstances,

rating scales have the shortcoming of allowing additional

variability into the measurement of personality traits.

. . ..
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This criticism was supported by the recent findings of

Scissons, Fitzsimmons, Fraser, Wuest, and Roshak (1978).

Using highly trained and experienced industrial psycholo-

gists as raters, they found considerable variability among

raters and cautioned the use of clinical judgements. Know-

ledge of personality factors might contribute to predictive

validity in organizations. However, the difficulty in

defining and measuring personality characteristics has pre-

vented the establishment of consistent relationships to

employment criteria.

The airline examined in the present study interviewed

flight attendant applicants who not only had "good personal-

ities,'" but who were also physically attractive. Attractive

flight attendants were employed for two possible reasons:

One, to increase passenger repeat business (not investigated

here), and two, to aid interpersonal relations between the

attendants and passengers. As defined by the job descrip-

tion, interpersonal behavior has remained an important

factor in ensuring passenger compliance with airline safety

regulations. This aspect of physical attractiveness as a

powerful determinant of interpersonal behavior was confirmed

by Mims, Hartnett, and Nay (1975); Benson, Karabenick, and

Lerner (1976); and Wilson (1978).

In a variety of situations including face-to-face

encounters, nonemergency situations, spontaneous interac-

tions, and voluntary and nonvoluntary helping, these

-Mmwo



7

researchers consistently confirmed that attractive subjects

received more help that unattractive subjects. Helping in

these studies involved little time or effort, revealing

that attractiveness played an important role in the inter-

actions. Nida and Williams (1977) manipulated both physical

attractiveness and personality traits in a "work partner"

and a "marital partner" context and found that in both

experiments subjects strongly favored physically attractive

stimulus individuals.

Not only did physical attractiveness aid interpersonal

behavior, but the results presented by Goldman and Lewis

(1977) also pointed out that physically attractive people

were more socially skillful and more likable, The investi-

gators, controlling for criterion contamination,had college

students rate opposite sex partners, without seeing them,

on social skill, anxiety, liking, and desirability for

future interaction. The partners were subsequently rated

for physical attractiveness. The data suggested that there

is a significant tendency for attractive subjects to be

viewed as more socially skillful.

Historical evidence showing the link of biographical

data, personality traits, and physical attractiveness to

training and performance criteria influenced the decision

to select these predictor variables from the available pool

of information on flight attendant applicants, In estab-

lishing the predictive validity for these classifications
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of applicant information, it was hypothesized that while

physical attractiveness had the greatest theoretical rela-

tionship to performance, the difficulty in assessing this

trait using clinical judgments would severely limit its

predictive value. The use of biographical data, then, was

hypothesized as having the greatest potential for criterion-

related validity to both training and job performance data.

Knowledge of personality traits, as compiled by the aviation

company, was expected to contribute little to the predictive

validity because of low reliability.

Empirical evidence, rather than the guidance of hypoth-

esized ideas either confirming or denying relationships,

has been required by the EEOC in support of a test's valid-

ity. The purpose of this study was, therefore, to investi-

gate the novel relationships of select predictive variables

grounded in theory to actual performance criteria for flight

attendants.

Method

Subjects

The subjects were 455 applicants from randomly selected

flight attendant training classes. Female applicants num-

bered 368 and male applicants numbered 87. All 455 subjects

were randomly divided into two groups of n = 228 and n = 227

to allow for cross-validation of the results. Of the total

group, the training school graduates numbered 302 with n =

150 in Group I and n = 152 in Group II.

--
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Procedure

Predictor and criteria data were collected from offi-

cial company records. The predictor data were gathered

from each applicant's filewhile training school data were

obtained from flight attendant school records. The company's

employment status report provided the information on the

graduate's job performance.

Independent Variables

Biographical information. The biographical variables

consisted of (1) age, (2) sex, (3) race, (4) height, (5)

weight, (6) educational level attained, and (7) knowledge

of a foreign language. Variable 2 was coded as female, one;

male, zero. Variable 3 was coded as white, one; other,

zero. Coding of variable 7 was one for fluency or college

level foreign language training, and a zero for less than

fluency or high school level language training.

Personality characteristics and physical attractiveness.

Information from the rating of each applicant on 16 descrip-

tive traits comprised the predictor variables (8 through 23)

of personality characteristics and physical attractiveness.

Each trait was coded on a continuum from one, for the less

desirable level of the trait, to 4, 5, or 6,depending on the

number of categories in each scale, for the greater desira-

ble level. The actual rating form used by the interviewer

is presented in Appendix A.
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In addition to the information provided by the separate

variables, two composite scores (variables 24, 25) were

generated from the 16 variables on the rating sheet. Infor-

mation on variables 8, 9, 10, 11, 13, 15, 17, and 19 was

added to produce a single "personality" score. Similarly,

variables 16, 18, 20, 21, 22, and 23 were combined for a

composite score of overall physical attractiveness.

Dependent Variables

Training performance and job performance. Performance

criteria data were divided into two parts: intermediate

criterion--training performance data, and outcome criterion

--job performance data. Training performance information

was coded into four categories: one, failure after repeated

training attempts; two, failure with no repeated training

attempts; three, training completed after repeated attempts;

four, training completed on the first attempt. The underly-

ing continuum for this classification was the relationship

of training and administrative costs to company gains from

a productive employee. Job performance information was a

simple dichotomy of unsuccessful performance (terminated

employee) versus successful performance (still employed).

Results

A correlation matrix for each group, using all variables

including the two composite variables (Appendix B), shows

some stable relationships between predictors and training

criterion. However, no stable relationship across the two
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groups is found for the job performance criterion. The

three stable predictors (significant for both groups) of

training performance are (3) race, (20) posture, and (21)

figure. The correlations of all the predictor variables to

the training criterion are shown in Table 1. Additional

information from the correlation matrix shows the point

biserial correlations between training and job performance

criterion at r b.(150) = .16, p < .05, and r . (152) = .08,
-pb_ -pbi

p < .13, for Groups I and II. Mean and standard deviations

for the variables in both groups are shown in Appendix C.

Table 1

Correlations Between Predictor Variables
and Training Criterion

Training Criterion
Predictor Variables

Group I Group II

(1) age .09 .14**

(2) sex .02 -. 17**

(3) race .13* .17**

(4) height .03 .08

(5) weight -.03 .16**

(6) educational level .06 .24**

(7) foreign language -.09 .15**

(8) personality shown .05 .07

(9) communication skill -.01 -. 01

(10) motivation -.04 -.12*

(11) attitude projected .02 .01

(12) comprehension of job -.01 .02

(13) maturity shown .02 -. 11*



12

Table 1--Continued

Training Criterion
Predictor Variables

Group I Group II

(14) activities -.06 .04

(15) eye contact -.01 -.02

(16) complexion .01 -.05

(17) manners -.01 -.03

(18) overall grooming -.03 -.05

(19) enthusiasm -.05 .12*

(20) posture -. 17** -. 12*

(21) figure -.13* -. 12*

(22) hair -. 01 -. 07

(23) smile -. 04 -. 06

(24) "personality" .01 -. 04

(25) overall physical
attractiveness -.10 -. 14**

*p < .05.

**p_ < .01.

Using only the biographical variables and the two com-

posite variables as predictors, the incremental stepwise

multiple linear regression procedure is performed for each

group. Significant multiple regression equations are found

for the training criterion: for Group I, R(228) = .34,

p < .01; and for Group II, R(227) = .42, p < .01. There is

no multiple relationship between the nine predictor varia-

bles and the job performance criterion for either group.

Beta coefficients for these regression equations are found

in Appendix D.

Y . :
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Inspection of the variables in the multiple regression

equation for Group II shows that variables (6) educational

level, (3) race, and (1) age contribute significantly to the

regression equation, while variables (6) and (3) contribute

significantly for Group I. The composite variables do not

aid the multiple regression equations. Kuder-Richardson

estimates of reliability for the composite variables of

"personality" and overall physical attractiveness are in the

rt = .45 to .53 range.

Cross-validation of the multiple relationship involving

the three variables of educational level, race, and age in

Group II with the data from Group I yields R(228) = .15,

p < .01. In this cross-validation, criterion scores from

Group I are correlated with predicted scores for Group I

derived from the multiple regression equation of Group II.

In a similar manner the second cross-validation,using the

predicted scores for Group II derived from the multiple

regression equation of Group I,yields R(227) = .29, p < .01.

The variables in the second cross-validation are educational

level and race.

Discussion

The statistical analysis provides some support for the

hypothesis that biographical data can be consistent predic-

tors of external criteria. That educational attainment

level is a significant predictor of training performance is

also supported by the multiple regression analysis. In this
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instance the combination of educational level, race, and age

provides the best predictor of training performance. The

stability of this finding is established in the cross-

validation procedures. However, the correlations obtained,

while significant, are generally low in magnitude.

In addition, the present study shows the simple corre-

lational relationship of not only the variable of race but

also two variables of physical attractiveness to training

performance. The noteworthy aspect of this finding is that

the two variables of (20) posture and (21) figure are nega-

tively related to training performance. This relationship

indicates that the employment strategy of the airline is

proving counterproductive to their desire to have flight

attendants who are rated high on posture and figure attri-

butes. However, the lack of reliability of either predictor

or criterion measures in this study leaves the interpreta-

tion of this negative relationship open to discussion. A

possible explanation is that there exists an instructor bias

in the training school against applicants with good posture

and figure. Certainly,this unexpected finding points out

the need for further investigation into this important area.

An obvious shortcoming of the selection process is that

no support is found in the statistical analysis for the

hypothesis linking predictor information from biographical

data, rating scores of personality, and physical traits to

job performance. Previous studies do show a relationship

__
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between these factors, In addition, no stable relationship

is observed between the intermediate criterion of training

and outcome criterion of job performance, Explanations for

the paucity of significant results revolve around both the

restriction of range in the variability of scores and the

problems of reliability associated with the design and

implementation of selection and evaluation procedures.

In the investigation of job performance, the elimina-

tion of the unsuccessful training school applicants from the

statistical analysis reduces variability in the predictor

variables. The successful applicants, in a similar manner,

because of their training, are more homogeneous in the know-

ledge and skills necessary to accomplish the job. This

homogeneity contributes to the reduction of variability in

the performance criterion measure. Thus, restriction in the

range of variability of both the predictor and criterion

measures seriously limits the statistical expression of the

relationship of biographical data, personality, and physical

traits to job performance.

In addition to the problem of range restriction, the

airline company did not determine the reliability of the

rating form and criterion measures prior to using them,

Indeed, the use of rating forms as a method of assessment

could have hindered the gathering of reliable information

(Guion, 1965). Also, the measures were not designed to

provide optimum levels of information. Continuous, rather
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than dichotomous, scores would have aided the correlational

analysis. All these factors contribute to the lack of rela-

tionships between the various predictor variables and job

performance.

The present results, knowing the large amount of vari-

ability in the selection process, may be specific to the

methods currently in use by the airline. With a controlled

implementation of selection and evaluation systems, the size,

stability, and number of meaningful relationships between

the predictor variables and both criterion measures can be

expected to increase. Better substantiation of the particu-

lar relationship between the variables can be determined

through future investigation using reliable measures and

procedures.

However, the most important aspects of the present

study are practical ones. The analysis satisfies the EEOC

mandate for validation of selection procedures. While it is

unfortunate that the significant correlational results have

limited practical value in establishing predictions or in

modifying selection decisions, the knowledge of their con-

tribution is useful in designing future selection procedures,

The information that race, both as a single variable

and as a component in the multiple regression analysis, is a

significant predictor of training performance has practical

implications. Performance at the training school is related

to the race of the applicant. Interpretations of the cause
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of this relationship can range from evidence of possible

racial discrimination to evidence that cultural experiences

of the nonminorities aid training performance. However,

completion of training constitutes a selection procedure

for eventual performance as a flight attendant. This fact

indicates that a possible bias against minority applicants

exists in the training school. With the lack of a valid

relationship linking training and job performance, the

differentiation of training scores based on race could con-

stitute an unfair screening procedure, having an adverse

impact on minority applicants desiring to become flight

attendants. This information is certainly valuable in

attempting to establish nondiscriminatory selection methods.

A clear implication from the results of the present

study is that the establishment of reliability and the

coordinated implementation of predictor and criterion

measures must be performed initially- to provide the basis

for meaningful validation. The necessary starting point in

the development of selection measures is performing a com-

plete analysis of the job. With a thorough description of

the work behavior required for the job, the selection pro-

cess can be logically matched to the job requirements. It

is recommended that future selection methods employed by

the airline company be designed more closely around the

identified characteristics of the job to ensure a greater

success of criterion-related validity.

_ ____r
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The EEOC is firm in its stand to encourage and force

nondiscriminatory practices in business, Anything less than

a knowledgable approach to validation will be inefficient,

producing results that are difficult to interpret and of

limited practical value. Business can continue to seek,

hire, and retain successful employees, and by using sound

psychological and statistical methods it can obtain and

validate nondiscriminatory personnel policies.
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Appendix 13

Pearson Product-Moment Correlation Coefficients
For All Variables

Group I

1 2 3 4 5 6 7 8

1

2 -. 11*

3 .01 .15**

4 .13* -.52** -.09

5 .16** -.84** -.07 .64**

6 .11* -.19** -.01 -.01 .21**

7 -. 01 .01 -. 07 -. 02 -. 02 .27**

8 .13* .07 .01 .03 -. 01 -. 01 -. 01

9 .07 .01 -. 05 -. 01 .03 .05 .04 .17**

10 -. 04 .01 -. 03 -. 06 -. 01 -. 06 .03 .11*

11 -. 01 -. 01 -. 05 .01 .03 .05 .04 .08

12 .06 -. 07 .03 -. 03 .07 .03 .01 .16**

13 .24** -. 01 .01 -. 07 .04 .08 .02 .15**

14 .11* -. 01 -. 03 -. 09 .03 .08 .03 .13**

15 .07 .02 -. 02 .03 -. 01 .01 -. 02 .19**

16 -. 03 -. 01 -. 12* .04 .06 -. 01 -. 09 .07

17 .05 .09 -. 01 .01 -. 05 .06 .05 .12*

18 .08 -. l2* -. 17** .09 .11* .01 .03 .11*

19 -. 06 -. 04 .04 .01 .05 .01 -. 01 .02

20 -. 06 .12* .03 -. 09 -. 08 -. 06 -. 01 .16**

21 -. 03 -. 04 .04 -. 05 .00 -. 01 -. 01 .08

22 .09 -. 13* -. 08 -. 01 .12* .01 -. 02 .09

23 .08 .08 -. 07 -. 15** -. 08 .05 .10 .18**

24 .13* .04 -. 01 -. 01 .01 .04 .04 .49**

25 .03 -. 05 -. 14** -. 02 .06 -. 01 -. 01 .21**

T .09 .02 .13* .03 -. 03 .06 -. 09 .05

P .01 -. 03 .12 .05 .05 .11 .06 .03
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9 10 11 12 13 14 15 16

1

2

3

4

5

6

7

8

9

10 .24**

11 .17** .13*

12 .41** .29** .23**

13 .24** .18** .11* 49**

14 .30** .28** .09 .45** .35**

15 .15** .00 .19** .09 .17** -.02
16 .04 .23** .12* .11* .12* .20** -. 02

17 .32** .12* ,27** .22** .21** .16** .16** .06

18 .32** .10* .17** .32** .28** .19** 15** .03

19 .26** .15** .39** .09 .09 .02 .13* .03

20 .23** .12* .23** .21** .09 .24** .17** .11*

21 .17** .24** .29** .18** .09 .27** .05 .11*

22 .26** .03 .12* .25** .16** .20** .10 .1l*

23 .03 .10 .04 .02 .06 .09 -. 02 -. 02

24 ,44** .50** .52** .47** .59** .32** .39** .18**

25 33** .28** ,31** .34** .27** .38** .12* .54**

T -. 01 -. 04 .02 -. 01 .02 -. 06 -. 01 .01

P .01 -. 07 -. 01 -. 02 .10 -.08 .04 .02

- _

22
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17 18 19 20 21 22 23 24

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18 34**

19 .23** .32**

20 .31'** .20** .33**

21 .26'** .19** .26** .44**

22 .13* .34** .12* .21** .18**

23 -. 03 -. 05 .05 .04 .06 -. 01

24 .61** .41** .48** .37** .35** .20** .12*

25 .33** .55** .33** .58** .58** .59** .25** .51**

T -. 01 -. 03 -. 05 -. 17** -. 13* -. 01 -. 04 .01

P -. 03 -. 04 -. 05 -. 01 -. 05 -. 01 -. 09 .01

25 T P

25

T -. 10

P -. 04 .16*a

23
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Group II

1 3 4 5 6 7 8

1

2

3

4

-. 11*

-. 13** .06

.05 -. 6)4** -. 01

5 .13* -. 81** .01

6 .22** -. 11* .09

7 .06 -. 11* -. 04

8 .01 -. 05 -. 04

9 .02 -. 13* .12*

10 -. 03 -. 10* .03

11 .02 -. 08 -. 01

12 .04 -. 08 .04

13 .11* -. 02 -. 07

14 .10* -. 14** .06

15 -. 05 -. 03 .04

16 -. 09 -. 01 -. 01

17 .03 -. 11* -. 07

18 .00 -. 01 -. 14**

19 .09 -. 09 -. 01

20 .04 -. 02 -. 09

21 -. 03 -. 12* .05

22 -. 13** -. 10 -. 10

23 .01 .08 -. 01

24 .06 -. 14 -. 05

25 -. 08 -. 06 -. 13**

T .14** .17** .17**

P .10 -. 05 .03

.74**

.09

.02

-. 09

.03

.10

.09

-. 01

.03

.07

.02

.01

.01

.02

.11*

.03

.11*

.04

-. 07

.07

.05

.08

.10

.10*

.08 34**

.06 .00 .03

.18** .01 .02 .20**

.07 -. 01 .06 .05

.11* .08 .12* .09

.10 .02 .06 .25**

.05 .03 .08 .11*

.16** .11* -. 02 .17**

.01 -. 04 -. 06 .01

.01 -,04 .01 -. 03

.07 .13** .07 .11*

.04 .01 .02 .08

.13* .16** .20** .11*

.03 -. 07 -. 05 .18**

.04 -. 03 -. 08 -. 02

.06 -. 06 -. 01 .09

-. 02 .02 -. 08 .07

.14 .11* .15** .43**

.05 -. 06 -. 04 .09

.16 .24** .15** .07

.07 -. 02 -. 14* .07

24
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9 10 11 12 13 14 15 16

1

2

3

4

5

6

7

8

9

10 .22**

11 20** .08

12 .28** .16** .25**

13 .28** .25** .22** .44**

14 .20-** .13** .13** .49** . 34**

15 .15** .16** -. 06 .05 .01 .05

16 .15** .04 .12* -. 01 .03 -. 02 -. 02

17 .20** .30** .20** .12* .2.1** .14** .04 .14**

18 .23** .11* .12* .08 .17** .08 -. 02 .16**

19 .13** .06 .48** 15** .18** .06 .01 .10*

20 .30** .26** .06 .32** .30** .37** .07 .03

21 .16** .19** .15** .20** .17** .15** .01 .09

22 .20** .02 .16** .18** .19** .07 -. 01 .12*

23 .05 .01 .04 .07 .12* .12* -. 02 .13*

24 .39** .56** .51** .42** .62** .31** .16** .11*

25 34** .17** .21** .23** .29** .19** -. 01 .55**

T -. 01 -. 12* .01 .02 -. 11* .04 -. 02 -. 05

P .07 -. 05 -. 03 .05 -. 04 -. 03 .08 -. 06

Im" NOR

25



Appendix B--Continued

17 18 19 20 21 22 23 24

17

18 .23**

19 .20** .09

20 *33** .21** .13**

21 .22** .11* .22** .38**
22 .20** .20** .04 .33** .17**

23 .05 .17** .15** .17** -. 02 .08

24 .65** .25** .52** .41** .27** .22** .13*

25 .36** .61** .21** 57** 49** .62** 37** .40**

T -. 03 -. 05 .12* -. 12* -. 12* -. 07 -. 06 -. 04

P .09 .01 .07 .06 -. 01 .04 -. 09 .03

25 T P

25

T -. 14**

P -. 01 .08a

aPoint biserial correlation

*p < .05.

**p<.01.

26



27

Appendix C

Table 2

Descriptive Statistics for Predictor
and Criterion Measures

Group I Group II
Variables

(1) Age 22.90 3.48 22.57 3.29

(2) Sex 0.85 0.36 0.89 0.31

(3) Race 0.82 0.38 0.80 0.40

(4) Height 5.09 0.18 5.10 0.21

(5) Weight 122.40 17.37 120.30 17.24

(6) Educational Level 1.92 1.54 1.89 1.49

(7) Foreign Language 0.31 0.46 0.29 0.45

(8) Personality Shown 4.11 0.76 4.13 0.66

(9) Communication Skill 4.04 0.54 4.04 0.51

(10) Motivation 3.75 0.70 3.79 0.69

(11) Attitude Projected 5.62 0.50 5.64 0.48

(12) Comprehension of Job 3.08 0.70 3.06 0.73

(13) Maturity Shown 2.98 0.83 3.06 0.78

(14) Activities 2.25 0.46 2.29 0.45

(15) Eye Contact 3.93 0.36 3.98 0.24

(16) Complexion 4.64 0.98 4.75 0.83

(17) Manners 4.29 0.78 4.38 0.80

(18) Overall Grooming 3.78 0.75 3.75 0.78

(19) Enthusiasm 4.59 0.51 4.62 0.49

(20) Posture 3.31 0.57 3.37 0.48

(21) Figure 3.47 0.61 3.48 0.58

(22) Hair 3.94 0.73 3.93 0.76

(23) Smile 4.86 0.57 4.90 0.43

(24) "Personality" 29.26 2.35 29.61 2.24

(25) Overall Physical 23.99 2.23 24.17 2.15
Attractiveness
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Table 2--Continued

Training Criterion

Performance Criterion

Group I

M SD

3.40 0.72

0.88 0.32

Group II

M SD

3.44 0.72

0.86 0.35

.111, "1 1 4 . jr " 4", , 
---- - -1-1-1- -117 ---- - , , i -I - i , -- -
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Appendix D

Table 3

Beta Coefficients for the Multiple
Regression Equations

Group I Group II

Variable Beta Variable Beta

3 .2334 6 .1857

6 .1418 3 .2044

24 -.1397 2 -.0677

25 .1508 1 .1170

4 .1011 7 .1093

7 .0608 25 -.0813

5 -.0935 5 .1311

2 -.0690 4 -.0861

1 .0280 24 .0102

:..t ,,,,, -..

,, ..
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