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1: Project on Human Development in Chicago Neighborhoods
The Child Behavior Checklist (CBCL) was a parent-report questionnaire on which the child was rated on various
behavioral and emotional problems. It was first developed by Thomas M. Achenbach and has been one of the most
widely-used standardized measures in child psychology for evaluating maladaptive.

Job Results Though not an appraisal method per se, job results are in themselves a source of data that can be
used to appraise performance. This standard can be absolute or relative to the performance of others.
Examples of job results indexes are dollar volume of sales, amount of scrap, and quantity and quality of work
produced. In some cases, appraisals may focus on results rather than behaviors. This is especially true where
job content is highly variable, as in many managerial positions, thus making it difficult to specify appropriate
behaviors for evaluative purposes. Results indexes such as turnover, absenteeism, grievances, profitability, and
production rates can be used to evaluate the performance of organization units. The subject of an essay
appraisal is often justification of pay, promotion, or termination decisions, but essays can be used for
developmental purposes as well. Since essay appraisals are to a large extent unstructured and open-ended, lack
of standardization is a major problem. The open-ended, unstructured nature of the essay appraisal makes it
highly susceptible to evaluator bias, which may in some cases be discriminatory. By not having to report on all
job-related behaviors or results, an evaluator may simply comment on those that reflect favorably or
unfavorably on an employee. This does not usually represent a true picture of the employee or the job, and
content validity of the method suffers. Ranking Ranking methods compare one employee to another, resulting
in an ordering of employees in relation to one another. Rankings often result in overall assessments of
employees, rather than in specific judgments about a number of job components. Straight ranking requires an
evaluator to order a group of employees from best to worst overall or from most effective to least effective in
terms of a certain criterion. Alternative ranking makes the same demand, but the ranking process must be done
in a specified manner for example, by first selecting the best employee in a group, then the worst, then the
second-best, then the second-worst, etc. Comparative evaluation systems such as ranking are rarely popular.
No matter how close a group of employees is in the level of their performance, and no matter how well they
perform on the job, some will rank high and some will end up at the bottom. Evaluators are often reluctant to
make such discriminations. Also, rankings are unable to compare employees across different groups. For
example, it is difficult to say whether the second-ranked employee in unit A is as good as or better than the
second-ranked employee in unit B. Despite the problems of ranking methods, if an organization has a very
limited number of promotions or dollars to allocate, rankings can be very useful in differentiating among
employees. Forced Distribution Forced distribution is a form of comparative evaluation in which an evaluator
rates subordinates according to a specified distribution. Unlike ranking methods, forced distribution is
frequently applied to several rather than only one component of job performance. Use of the forced
distribution method is demonstrated by a manager who is told that he or she must rate subordinates according
to the following distribution: In a group of 20 employees, two would have to be placed in the low category,
four in the below-average category, eight in the average, four above average, and two would be placed in the
highest category. The proportions of forced distribution can vary. For example, a supervisor could be required
to place employees into top, middle, and bottom thirds of a distribution. Forced distribution is primarily used
to eliminate rating errors such as leniency and central tendency, but the method itself can cause rating errors
because it forces discriminations between employees even where job performance is quite similar. For
example, even if all employees in a unit are doing a good job, the forced distribution approach dictates that a
certain number be placed at the bottom of a graded continuum. For this reason, raters and ratees do not readily
accept this method, especially in small groups or when group members are all of high ability. Graphic Rating
Graphic rating scales are one of the most common methods of performance appraisal. Graphic rating scales
require an evaluator to indicate on a scale the degree to which an employee demonstrates a particular trait,
behavior, or performance result. Rating forms are composed of a number of scales, each relating to a certain
job or performance-related dimension, such as job knowledge, responsibility, or quality of work. Each scale is
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a continuum of scale points, or anchors, which range from high to low, from good to poor, from most to least
effective, and so forth. Scales typically have from five to seven points, though they can have more or less.
Graphic rating scales may or may not define their scale points. Acceptable rating scales should have the
following characteristics: Performance dimensions should be clearly defined. Scales should be behaviorally
based so that a rater is able to support all ratings with objective, observable evidence. Abstract trait names
such as "loyalty," "honesty," and "integrity" should be avoided unless they can be defined in terms of
observable behaviors. Points, or anchors, on each scaled dimension should be brief, unambiguous, and
relevant to the dimension being rated. Standardization of content permitting comparison of employees. Ease of
development use and relatively low development and usage cost. Reasonably high rater and ratee acceptance.
A disadvantage of such rating scales is that they are susceptible to rating errors which result in inaccurate
appraisals. Possible rating errors include halo effect, central tendency, severity, and leniency. The halo effect
occurs when a rating on one dimension of an appraisal instrument substantially influences the ratings on other
dimensions for the same employee. As a result of the halo effect, an employee is rated about the same across
all performance dimensions. Central tendency is a lack of variation or difference among ratings of different
subordinates, wherein most employees tend to be rated as average. Mixed Standard Scales Mixed standard
scales are a relatively recent innovation in rating scales. They contain statements representing good, average,
and poor performance based on behavioral examples obtained from knowledgeable persons, usually
supervisors. In a mixed standard scale, each performance dimension has three statements relating to it: Thus,
this mixed standard scale has nine statements, three for each of the three dimensions used. Statements in
mixed standard scales are randomly mixed, tending to reduce rater errors by making it less obvious which
statements reflect effective or ineffective performance. Example of a mixed standard scale Instructions: If the
employee fits the statement, put a? If the employee is better than the statement, put a? If the employee is worse
than the statement, put? Is on good terms with everyone. Can get along with people even in disagreement.
Could be more accurate and careful. Has a tendency to get into unnecessary conflicts with people. Is quick and
efficient, able to keep work on schedule. Really gets going on a new task. It is not often that you find clear
evidence of carelessness. Gets along with most people. Only very occasionally has conflicts with others on the
job, and these are likely to be minor. Is efficient enough, usually getting through assignments and work in
reasonable time. Work is striking in its accuracy. Never any evidence of carelessness in it. Employee may take
too much time to complete assignments, and sometimes does not really finish them. Behavioral Checklist A
behavioral checklist is a rating form containing statements describing both effective and ineffective job
behaviors. These behaviors relate to a number of behavioral dimensions determined to be relevant to the job.
Calls on customers immediately after hearing of any complaints 2. Discusses complaints with customer 3.
Transmits information about complaints back to customers and resolves problems to their satisfaction 5. Lays
out broad sales plans for one month ahead 7. Gathers sales information from customers, other salesmen, trade
journals, and other relevant sources Behavioral checklists are well suited to employee development because
they focus on behaviors and results, and use absolute rather comparative standards. For this reason, behavioral
checklists may meet with less evaluator resistance than some other methods. An obvious disadvantage of
behavioral checklists is that much time and money must be invested to construct the instrument. They are said
to be behaviorally anchored in that the scales represent a continuum of descriptive statements of behaviors
ranging from least to most effective. BARS differ from other rating scales in that scale points are specifically
defined behaviors. Also, BARS are constructed by the evaluators who will use them. There are four steps in
the BARS construction process: Listing of all the important dimensions of performance for a job or jobs 2.
Collection of critical incidents of effective and ineffective behavior 3. Classification of effective and
ineffective behaviors to appropriate performance dimensions 4. Assignment of numerical values to each
behavior within each dimension i. Develops and maintains a friendly rapport with others; demonstrates a
sensitivity to their feelings; respects the dignity of others and responds with empathy to their own sense of
self-worth. Ratings 1 and 2: Demonstrates the ability to get along well with subordinates, managers, and peers;
strives to achieve work group objectives. Can express own ideas, thoughts, and feelings and considers the
needs, ideas, and feelings of others. Ratings 3 and 4: Demonstrates the ability to apply factors of effective
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listening, on a one-to-one basis, such as displaying interest, not interrupting when another is speaking, and
withholding judgments. Consistently provides honest both positive and negative feedback and provides
constructive criticism when appropriate. Ratings 5 and 6: Demonstrates the ability to consistently consider and
respond to the needs and ideas of others which encourages and stimulates further communication. The term
MBO almost always refers to a comprehensive organization-wide goal setting and appraisal program that
consist of six main steps: Establish organization-wide plan for next year and set goals.
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2: Self-Check Behavior Checklist Maker | Intervention Central
Self-Check Behavior Checklist Maker. Students who track their own behaviors gain greater control over those behaviors.
Self-Check Behavior Checklist Maker is a free application that allows teachers to quickly create checklists that students
can use to monitor their behavior in the classroom.

Make sure you have the little details figured out by reviewing this behavioral interview checklist. The
behavioral interview is one of the most important steps in the hiring process and will help the interviewer
decide whether or not to offer you the job. While you are almost certainly aware of how important it is to
prepare for sometimes challenging behavioral-based questions, it is also important to prepare in other ways for
your behavioral interview. Using this behavior interview checklist will help you avoid pitfalls that have the
potential to throw you off your game and cause you to lose confidence. So, take time out of your busy day to
make sure you can tick all of the boxes on this behavioral interview checklist. Doing so will help you avoid
running into last-minute snags that could potentially distract you from your interview. Doing so will minimize
your chances of getting lost on the way and potentially being late. If the behavioral interview also happens to
be your first interview, bring extra copies of your resume to hand out to the hiring manager and anyone else
who may be in the room. We recommend that you get everything ready the night before your interview. Wash
and iron your clothing as needed, and make sure you have a clean pair of socks or tights. Your shoes should
also be polished and shined so you look put together and professional. If your hair is looking a little shaggy
and unkempt, make sure you get it cut at least a day beforehand. Ask for a simple, conservative cut that will be
easy to style on the day of your interview. You should also avoid getting your hair colored with flashy,
unusual colors. A good hygiene routine should include showering, shaving as needed, applying deodorant,
brushing your teeth, and rinsing with mouthwash. If nervousness tends to make you sweat, consider covering
up the scent with a light spritz of cologne. Be prepared for any wardrobe emergency by packing your car or
purse with a clean pair of dress clothes, socks or tights, extra buttons, and a needle and thread. Few things are
more embarrassing than a growling stomach during an interview. If you feel too nervous to eat a full meal
before you leave, try to grab a banana or other healthy snack to munch on during your drive to the interview
location. Bring paper and a writing utensil with you so you can write down notes during your interview. You
should aim to arrive minutes before your interview but plan to leave even earlier if there are accidents or other
delays. Other than possibly checking the time, there is no reason to have your cell phone on during a job
interview. If your breath is bad, never resort to chewing gum during your interview. SHARE THIS Writing the
perfect resume has never been easier Our easy-to-use resume builder helps you create a personalized resume
that highlights your unique skills, experience, and accomplishments. First, tell us about yourself. We use this
information to deliver specific phrases and suggestions to make your resume shine. Also, we guide you
step-by-step through each section, so you get the help you deserve from start to finish.
3: Child Behavior Checklist for Ages | The National Child Traumatic Stress Network
The Child Behavior Checklist (CBCL) is a widely used caregiver report form identifying problem behavior in children. It is
widely used in both research and clinical practice with youths.

4: Behavior Checklist Templates - 7 Free Word, PDF Format Download | Free & Premium Templates
The Behavior Problem Checklist is a self-report measure that structures caregivers' reports of specific behavior
problems in care recipients, and inquires about the caregiver's understanding of the cause of those problems.

5: Behavior Checklist Worksheets - Printable Worksheets
Behavioral checklists are often used to determine if a child has a behavioral disorder or attention deficit hyperactivity
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disorder (ADHD). ADHD is an attention disorder characterized by a lack of focus, hyperactivity and poor impulse control.

6: Behavioral Interview Checklist | MyPerfectResume
n. a list of observable and measurable behaviors which are recorded by a learning professional or a clinician. In the
classroom, it is a tool which helps teachers monitor how students are progressing towards proper behavior.

7: What is BEHAVIOR CHECKLIST? definition of BEHAVIOR CHECKLIST (Psychology Dictionary)
What Is a Behavior Checklist? As the name implies, this kind of checklist can let you monitor the behavior of children so
as to assess them. You might use tools like child behavior checklist templates and compliance checklist templates.

8: 10 Behavior Checklist Templates - Free Samples, Examples Format Download | Free & Premium Templ
The Child Behavior Checklist (CBCL; Achenbach & Rescorla ), now called the Achenbach System of Empirically Based
Assessment, is a parent report form to screen for emotional, behavioral, and social problems.

9: Child Behavior Checklist - Wikipedia
Checklist Scale - A checklist scale should be used to determine the interpretation of a certain checklist to determine the
differing levels of behavior or misconduct. Free checklist templates in this page are more effective with a checklist scale.
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