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Transportability of Test 
Validation Evidence 

 
 

 

Selection tests are viable for use to the extent 
that the scores produced by these methods can 
predict work behaviors or outcomes. Validation 
involves the accumulation of scientific evidence 
to demonstrate that test scores predict work 
outcomes or behaviors. All professional 
guidelines on testing (i.e., Uniform Guidelines 
on Employee Selection Procedures1, Standards 
for Education and Psychological Testing2 and 
Principles for the Validation and Use of 
Personnel Selection Procedures3) endorse the 
unitary concept of validity, which dictates that 
various types of validity evidence (i.e, content, 
construct and criterion-related) can be used to 
support test score inferences.  

While the unitary concept of validity does not 
claim one type of validity evidence (i.e., 
construct, content, criterion-related) to be 
stronger than the any other (Binning & Barrett, 
19894), practically courts have not supported 
this notion. Because the courts refer most often 
to the Uniform Guidelines as a professional 
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testing reference, which strongly espouses the 
concept of localized validation, locally 
conducted criterion-related validation studies 
enjoy the greatest legal support (please refer to 
Validity White Paper for a fuller discussion on 
this topic and recommendations). However, 
obtaining such evidence is often not feasible 
due to a number of practical, logistical and 
monetary reasons. In such situations, it is not 
advisable to merely forgo establishing validity 
evidence. One solution does provide a feasible 
and practical alternative—that is, to conduct a 
transportability study.  

Transportability is a process sanctioned by the 
Uniform Guidelines, Section 7B, that allows 
validity evidence gathered in one setting to be 
borrowed or “transported” to another setting. 
Transporting validity evidence is a formal 
process by which criterion-related validity 
evidence gathered for a particular job in a 
particular setting is empirically extended to a 
similar job in a different setting where no 
empirical validation has been conducted. 
Therefore, the purpose of a study of this nature 
is to provide evidence (for a location that lacks 
such evidence) that the inference drawn about 
test scores predicting work outcomes or 
behaviors is valid.  

Section 7B of the Guidelines sanctions this 
formal process, provided the following 
requirements are met: 

1. Job Similarity – The incumbents in the user’s 
job and the incumbents in the job or group 
of jobs on which the validity study was 
conducted perform substantially the same 
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major work behaviors, as shown by 
appropriate job analyses both on the job or 
group of jobs on which the validity study 
was performed and on the job for which the 
selection procedure is to be used. 

This first requirement stipulates that the extent 
to which validity evidence can be transported 
from one job in a particular setting to another 
job in a separate setting depends largely on 
establishing that the jobs in question are 
sufficiently similar. The Uniform Guidelines 
states that in order to establish similarity, job 
analyses must be conducted on both jobs, and 
a means of comparing these results must be 
established.  

2. Validity Evidence – Evidence from the 
available studies meeting the standards of 
Section 14B of this part clearly 
demonstrates that the selection procedure 
is valid. 

The second requirement simply states that the 
selection tool used in the original sample (the 
evidence to be transported) must show “clear” 
validity evidence.  

3. Fairness Evidence – The studies include a 
study of test fairness for each race, sex and 
ethnic group which constitutes a significant 
factor in borrowing user’s relevant labor 
market for the job or jobs in question…. 
Users obtaining selection procedures from 
publishers should consider, as one factor in 
the decision to purchase a particular 
selection procedure, the availability of 
evidence concerning test fairness.  

The final requirement states that the original 
study must contain an analysis of fairness in 
regard to legally protected groups. This 
evidence should be considered “as one factor” 
in the decision to use a particular selection 
procedure. It suggests further that a local 
analysis of fairness would be optimal, if 
feasible.  

In summary, a transportability study should 
include methods that are consistent with the 
best practices outlined by the Uniform 
Guidelines. At IOS, we have developed 
procedures aligned with the Guidelines that 
allow for a scientific and empirical comparison 
of job similarity based upon job analysis 
information gathered from the source and 
transported samples. Due to the nature of this 
type of study, most transport studies would be 
conducted with an “off-the-shelf” exam. 
Through a continued research and 
development effort to maintain and update our 
selection of exams’ psychometric properties, 
the technical information necessary to fulfill the 
second and third requirements (evidence of 
validity and analysis of test fairness) of a 
transportability study is already available.  

Validity is discussed scientifically as a body of 
evidence accumulated such that resulting test 
scores may be interpreted for a proposed use; 
practically, this seems not to be the case as 
courts seem to favor one type of evidence 
above others. For this reason, to obtain the 
most legally robust selection tool, a localized 
criterion-related validity study should be 
conducted. However, the use of 
transportability studies to establish validity 
evidence for those for which more traditional 
validations strategies are not practical, feasible, 
or monetarily viable is a vigilant and reasonable 
approach. This is the most important take-away 
regarding transportability studies; through 
conducting such a study, information and 
evidence are gathered to defend use of a 
selection tool where no defense would have 
been established otherwise. The information 
that is obtained through a transport study is 
legally sanctioned and provides a reasonable 
effort to protect the use of a selection 
procedure for those who would not otherwise 
be able to establish validity evidence.  


