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Upcoming Speaker 
By Marcia Sytsma, VP Programs 
 
Thursday, Jan. 20:  Beliefs And Misbeliefs: 
What Really Matters In Selection 
 
Bruce A. Sevy, Ph.D., VP of Product Consulting for SHL 
Americas 

This month is another step in our mutual path towards bridging 
practical concerns and scientific rigor.  I am very excited to an-
nounce that Bruce Sevy accepted our invitation for a repeat en-
gagement at MPPAW!  This month, he will be describing a selec-
tion system simulation model he has developed.   

As a long-time student of what he calls the arcane science/art of 
pre-employment selection, Bruce states that he has often longed 
to see inside the box and to observe the gears and pulleys of the 
selection machine in action.  He has been driven to better under-
stand what really matters in the design and implementation of ef-
fective selection processes.  This quest was hampered by his lack 
of opportunity to conduct the ultimate real-world experiment he had 
in mind.  So, he did the next best thing and designed and built a 
selection system simulation model.  Bruce sees this as his chance 
to experiment to his heart’s content and undertake a serious study 
of the factors that impact selection effectiveness.  In January’s 
presentation, Bruce will describe the simulation and demonstrate 
its conformance to psychometric theory and then report on several 
issues he’s explored including: 

¨  The long term impact of selection on organizational per-
formance 

¨  The (seemingly forgotten) role of predictor reliability in se-
lection effectiveness 

¨  The stability of concurrent validity estimates over the life of 
a selection system 

¨  The impact of turnover on selection effectiveness 

¨  Enhancing organizational performance with random selec-
tion! 

Bruce began his professional career at Personnel Decisions Inter-
national where he championed the development and branding of 
Selecting for Success, PDI’s integrated selection systems practice 
area.  As VP of Selection Systems he designed and implemented 
more than 40 validated selection systems for organizations ranging 
from small “mom and pop” operations, to green-field production 
sites, to nationwide retailers spanning hundreds of locations and 
hundreds of thousands of applicants annually.  

More recently Bruce was director of the Hay Group’s global diag-
nostics business unit.  In this role Bruce re-defined the organiza-
tional strategy, business objectives, competency requirements, 
and led the struggling business unit through two major technologi-

cal transformations that tripled top-line billings, doubled margins, 
cut delivery time by 50%, reduced quality issues by 85%, in-
creased customer satisfaction and set the stage for significant 
continued profitable growth in a global network of 70 operating 
offices.  He also led the development, branding and successful 
market rollout of the first “scaled competency” multirater feedback 
instrument and contributed to business development efforts result-
ing in more than a million dollars in annual billings. 

Bruce graduated from the University of Minnesota in 1983 with a 
Ph.D. in Differential Psychology.  

 

MPPAW Update 
by Dan Sachau, President 
 

HR Myth Busting 

If you spent any time in front of a tele-
vision over the last year, you probably 
noticed that the US is preoccupied with 
reality TV.  Reality shows come in 
many forms; the most popular are 
shows about survivor competitions, 
home improvement, poker, dating, and 
building customized vehicles.   

One interesting variation on the reality 
theme is the show MythBusters.  During a typical episode, special 
effects experts Adam Savage and Jamie Hyneman use scientific 
methodology to test the plausibility of urban legends.  For example, 
the hosts tested whether a person could actually pick up radio 
signals off of tooth fillings.  No.  Can’t be done.  Myth busted.  The 
hosts tested whether someone could have built a backyard aircraft 
with a lawn chair and helium balloons.  Yes.  Unwise, unstable, 
unpopular with the FAA, but possible.   

After watching the MythBuster marathon, I began to wonder about 
human resource myths.  I thought about this question:  Which 
widely held assumptions about selection, coaching, job satisfac-
tion, or leadership are most in need of busting?  What are the 
popular but erroneous corporate legends?  Which management 
“facts” have no basis in reality? 

Let’s hear your thoughts.  Please email me a description of your 
favorite HR myth and a short summary of a published study 
that busts the myth.  I will compile the myths and your quotes in 
a paper and send the manuscript to the local media outlets.  My 
goals are to provide some press coverage for MPPAW members, 
to educate readers about the role of psychologists in industry, and 
to emphasize the scientific nature of our discipline.   

Please send your myths and myth-busting evidence to 
Sachau@mnsu.edu by February 15th. 
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October Presentation 
Summary Prepared By Harry Brull, Personnel Decisions International 
 
Pay for Performance: A Model Program in the Public 
Sector.  The Minnetonka Project 1998-2004 

Harry Brull, Personnel Decisions International   

November’s MPPAW meeting described a pay-for-performance 
project developed for the City of Minnetonka, MN and how it might 
serve as a model for individual, group, and organizational perform-
ance measurement.  Handout material accompanying the presen-
tation described aspects of the project ranging from the original 
proposal to examples of current-day program implementation. 

The project began as a response to a Request for Proposal (RFP).  
Its conceptual underpinnings were: 

·  A method to align individual, department, and organiza-
tional goals 

·  A method for incenting positive performance 

·  An opportunity for everyone to receive rewards (rather than 
a competitive zero-sum system) 

·  A system that was administratively feasible 

The project represented a partnership between the consultant and 
a “diagonal slice” team from the City of Minnetonka.  Since the 

pay-for-performance system was 
designed to cover all non-union em-
ployees across eight departments, 
the project team included represen-
tatives at all impacted levels from all 
departments.  Their first objective 
was the articulation of citywide 
goals.  Performance against these 
goals was “graded” and a final grade 
point average computed.  This was 

translated into a dollar figure to be shared with all impacted em-
ployees.  Performance criteria included: 

·  Objectives measures of organizational performance (e.g., 
bond rating, tax rate, expenditures per capita, etc.) 

·  Citizen satisfaction ratings in comparison with other simi-
larly sized cities 

·  Ratings by city council members 

The pilot year of the program saw an A-minus final grade and a 
payment of $250 to each of the 100-plus impacted employees. 

Then came the most labor-intensive aspect of the program – the 
development of department goals.  Each department representa-
tive worked closely with his/her home department to develop a set 
of outcomes tied to the city’s overall mission.  Next, multiple per-
formance indicators were defined (metrics).  Finally, acceptable 
levels of performance were specified for each metric.  This proc-
ess required many rounds of iteration between the steering com-
mittee and the department.  The end result was a comprehensive 
set of performance indicators that gave each department an accu-
rate picture of success areas and opportunities for improvement. 

At this point, there was a conceptual shift regarding the compensa-
tion philosophy.  Originally, individual performance and departmen-
tal performance were designed so that all impacted employees 
received the same financial reward.  The individual component 
was originally designated to be a percentage of salary, thus poten-
tially granting higher-paid individuals larger amounts.  The commit-
tee recommended tying the percentage-based awards to team 
(departmental) performance rather than individual goals.  This 
suggestion was unanimously supported and was adopted. 

 

The third, and final, component was development of the individual 
performance goals.  This process began with employees and su-
pervisors articulating key tasks and key accomplishments for each 
position.  This was then supplemented by the following evaluations 
supplied through a 360-degree feedback process: 

·  Interpersonal relationship performance 

·  Supervisory performance (if applicable) 

·  Behavior performance 

·  Work character performance 

Training was then supplied for all supervisors responsible for 
evaluating performance and delivering performance feedback. 

Harry Brull’s involvement, as consultant and facilitator, ended after 
all three components were designed and he provided consultative 
assistance to supervisors anticipating difficult performance discus-
sions.  The program, however, continued to be successful and 
underwent some modifications in subsequent years, most notably 
the removal of all financial consequences to the individual per-
formance component of the system.  As a result of not wanting to 
deprive recipients of compensation based on the ratings, even 
individuals less deserving of high ratings were receiving them.  
Removing pay from this component appeared to incent more accu-
rate and useful ratings.  Another modification was the inclusion of 
a set of shared values as performance criteria for individuals. 

Probably the most significant change, and a measure of the pro-
gram’s acceptance and success, was the voluntary inclusion of a 
number of organized labor groups into the system after the pro-
gram was up and running for a number of years. 

Anyone unable to attend the presentation who would like a copy of 
the handout materials (paper copy only) can e-mail 
Harry.Brull@personneldecisions.com (include a mailing address). 

 

Member Profiles 
by Megan Pavot, Co-Secretary 
 

The Spotlight is on… 

Scott Brooks, Executive Con-
sultant and Director of R&D 
Gantz Wiley Research 

Some people go to graduate school to immerse themselves in the 
study and research of their chosen field.  Scott, however, went to 
find the love of his life.  Well, perhaps that wasn’t the only reason 

he went to Ohio State, but it was certainly 
a nice bonus.  Scott and his wife Emily, a 
professor at Augsburg, met at Ohio State 
where they were classmates.  Though 
they didn’t date during school, apparently 
all of the late nights spent studying still 
forged a strong bond.  Their happy story 
continues today with a chaotic but happy 
household with 3 active boys; one in 5th 
grade, one in 3rd, and one in 1st. Strangely 
enough, they weren’t the only students 
who found love at graduate school.  Out of 
the six people in their class, four ended up 

as couples.  After all, as Scott pointed out, when you spend five 
years with someone at graduate school, they see you at your best 
and at your worst! 
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So what led Scott down the path to where he is today?  He began 
his education at Cornell University where he was drawn to the field 
of I/O because he wanted to work with normal people in normal 
settings.  He continued his education at Ohio State where he was 
able to blend academics with applied consulting projects.  It was 
there he worked with Bob Vance, who was instrumental in laying 
out the role of I/O in real-life situations.  Scott enjoyed seeing the 
direct impact of his work, and he also found that consulting suited 
him perfectly.  It allowed him to entertain the extrovert and the 
introvert in him.  Not only could he go behind the scenes and play 
with the data, but he also had the opportunity to deliver presenta-
tions to challenging audiences (a task he still enjoys on a regular 
basis).  

Scott began his employment at Mervyn’s in California where he 
had the good fortune of working with Bob Myers.  Bob was instru-
mental in teaching Scott the logistics of implementing a plan and 
"making it stick," and Scott learned a lot from him during his time 
there.  From there, Scott made the move to Gantz Wiley Research 
where he has been for 10 years.  He enjoys working for Jack 
Wiley, one of the most "clear, straightforward, ethical, and quality-
conscious" people he knows.  He enjoys being an integral part of a 
growing business, and being involved in not only the consulting, 
but the strategic planning for the company. 

When he is not at work, Scott’s family keeps him very busy.  They 
enjoy a number of family activities including sports, backpacking, 
and any other outdoor activity.  In fact, Scott is even a den leader 
for the Cub Scouts.  (We didn’t ask if he has any badges!).  He 
also enjoys reading.  Some of his latest indulgences are The Blank 
Slate by Steven Pincker and Down the Great Unknown by Edward 
Dolnick.  He finds that, increasingly, a part of his job is not just 
data crunching, but being able to tell a compelling story using 
analogies and references in scale and time.  These great reads 
are perfect examples of telling a story based in fact with a little 
"flair." 

Scott has been a member of MPPAW since it began, and was also 
a member of its predecessor ABSORB.  He has also presented a 
couple of times at MPPAW meetings.  We are very fortunate to 
have great members such as Scott. 
 

 

Announcements 
Call for presentations.  The Industrial Relations Center at the 
Carlson School of Management is calling for presentations for their 
HR Tomorrow Conference 2005.  The theme for this year is Or-
ganizational Effectiveness: HR’s Contribution to the Bottom 
Line.  The deadline for presentation proposal submissions is Janu-
ary 15, 2005.  See the website www.hrtomoorrow.com for more 
information or to get a submission form. 

 

Continuing Education Credits.  For 
Licensed Psychologists needing to meet 
the CEU requirements of the Minnesota 
Board of Psychology, attendance at each 
MPPAW event counts as 1.5 hours of 
CEU credit.  And only $10 added to your 
membership dues covers all the ex-

penses for the MPPAW year, up to 10.5 CEU credits! 
 
Format of Meetings 
Meetings begin at 5:30 p.m. with a social hour, followed by the 
presentation at 6:20 p.m.  The meeting will conclude at 8:00 p.m. 

A fee of $10.00 per MPPAW member and $20.00 per non-member 
($5.00 and $15.00 for students) covers food at the social hour, as 
well as the costs associated with the presentation that evening. 

Our location is the Continuing Education and Conference Center 
on the St. Paul campus of the University of Minnesota (see direc-
tions below).  We are in room 135AC. 

 

 

See map and driving directions on 
the next page.
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How to Get There…  
From I-694 take 35W south to the Cleveland Avenue exit (Note: exit to the left).  
Follow Cleveland Avenue to Larpenteur Avenue.  Go east (left) on Larpenteur to 
Gortner, turn south (right) on Gortner and go to Buford Avenue.  Turn east (left) on 
Buford Avenue to the parking area. 
 
From I-35W take the Highway 36 exit and turn south on Cleveland Avenue to 
Larpenteur Avenue.  Go east (left) on Larpenteur to Gortner, turn south (right) on 
Gortner and go to Buford Avenue.  Turn east (left) on Buford Avenue to the park-
ing area. 
 
From downtown St. Paul: Go west on I-94 to Snelling Ave.  Go north on Snelling 
Ave. to Larpenteur Avenue.  Go west (left) on Larpenteur to Gortner, turn south 
(left) on Gortner and go to Buford Avenue.  Turn east (left) on Buford Avenue to 
the parking area. 
 
From downtown Minneapolis: Go east on I-94 to MN-280, exit number 236.  
(Note: exit to the left).  Merge onto MN-280 north.  Exit at Larpenteur Ave.  Take 
Larpenteur east (right) to Gortner (3rd traffic light).  Turn south (right) on Gortner 
and go to Buford Avenue.  Turn east (left) on Buford Avenue to the parking area. 
 

PARKING ADVISORY:  There are contract lots at the U of 
M that restrict parking to those with a pass.  They are 
clearly marked with signs – if you park there, you will be 
ticketed.  Instead: 
�  Use the Gortner Avenue ramp. 
�  Use Lot S104 (drive past the conference center and 

enter the lot on the same side of the street). 

 
 

 

 

 
MPPAW Officers and Key Committee Members Phone e-mail 

President Dan Sachau – MN State U., Mankato 507-389-5829 daniel.sachau@mnsu.edu 
President -Elect Kraig King – Personnel Decisions Intl. 612-337-3606 Kraig.King@personneldecisions.com 
 
VP, Communication Anna Erickson – Questar Data Systems  651-683-8697 aerickson@questarweb.com 
VP-Elect, Communication Sally Blecha – Questar Data Systems  651-688-1907 sblecha@questarweb.com  
 
VP, Programs Marcia Sytsma – Olson Consulting Group 952-830-1190 msytsma@olsonconsultinggroup.com 
VP-Elect, Programs Bob Lewis – Personnel Decisions Intl. 612-337-8281 blewis@PersonnelDecisions.com 
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Treasurer Kyle Lundby – Gantz Wiley Research 612-332-6383 klundby@gantzwiley.com 
Treasurer Elect Sheryl Moinat – Olson Consulting Group 952-830-1190 smoinat@olsonconsultinggroup.com 
 
CEU Coordinator P. William Kirkpatrick – Swanson, Kirkpatrick, Salmi 952-926-9852 kirkpatrick@sksonline.org    
 
Website  Nikki Moore – MN State U., Mankato  webmaster@mppaw.org 
 
MPPAW Website:    www.mppaw.org 
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