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EVIDENCE-BASED PROCESS FOR ASSESSING TEAMWORK COMPETENCIES IN APPLICANT PERFORMANCE IN HIGH-RISK, OPERATIONAL OCCUPATIONS

BACKGROUND: In this work, we provide a detailed look at how behavioral competencies necessary for high-risk, operational jobs, including task- and person-oriented aspects of teamwork, leadership, and followership, should be defined and operationalized in context. These competencies are thought to positively predict performance in aerospace professions. Indeed, the assessments applied in high stakes selection contexts and the way associated behavioral competencies are evaluated must be carefully considered to ensure that optimal applicants are selected. We provide insight into the behavioral competency development and measurement process, elaborating upon particularly critical competencies (i.e., team orientation) and describing challenges to measurement.  

OVERVIEW: When selecting applicants for high-risk, operational professions (i.e., in an astronaut selection context), care must be taken to appropriately conceptualize and operationalize the competencies that are most predictive of on-the-job performance. Behaviorally anchored rating scales (BARs) were developed based on best practices and an extensive, systematic review of the literature on teamwork, leadership, and followership in high risk, operational jobs. The refinement of the BARs occurred in tandem with the development of two novel selection assessments, which took place in the field and simulated leadership and teamwork tasks that applicants would likely engage in on-the-job. Because they mimic job-relevant tasks and processes, the behavioral assessments offer fidelity and predictive validity. These types of assessments also enable evaluators to rate multiple competencies simultaneously, and the use of the BARs provides an unbiased way to assess applicant behaviors. We identified team orientation - which reflects a person’s willingness to function as part of a team and the degree to which they demonstrate comfort and interest in working with others to accomplish tasks - as a particularly relevant competency. However, measuring team orientation proves challenging. It is not a team- or task-specific construct, which makes it difficult for evaluators to understand how to rate an individual’s team orientation when they are operating within a group. Differences in evaluation depending on the group’s attributes (e.g., the group’s overall performance) can ultimately lead to biased ratings of an individual (e.g., inflated or overly negative perceptions) and confound evaluators’ ratings of applicants’ team orientation abilities. In our work, this competency was broken down into person- and task-oriented components to reflect these nuances during evaluation. 

DISCUSSION: This work will educate AsMa professionals about a structured process, rooted in best practices from organizational and operational psychology, to define and operationalize behavioral competencies for selection assessments in high stakes, operational occupations. The development of the BARs and behavioral assessments enable greater accuracy and validity in the assessment of critical behaviors, known to predict job performance in aviation and aerospace roles. We elaborate upon challenges to measurement and demonstrate how the BARs are used to provide comprehensive anchors for raters to rely on when evaluating applicants.  
