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EXHIBIT 8.6 Scoring Letters of Recommendation
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Source: M. G. Aumodt, D. A. Bryan, and A. ). Whitcomb, “Predicting Performance With Letters of
Recommendation,” Public Personnel Management, 1993, 22, pp. 81-90. Reprinted with permission of
Public Personnel Management, published by the [nternational Personnel Manragement Association.
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and former job titles.* Exhibit 8.7 provides a sample reference request. Although
this reference request was developed for checking references 3 mail, the ques
tions contained in the request could easily be adapted for use in checking refe:
ences via telephone. 3
Both of the problems that occur with letters of recommendation occur with refer<
ence checks as well. An even more significant concern, however, is the reluctance
of organizations to give out the requested information because they fear a lawsui
on the grounds of invasion of privacy or defamation of character. Recall that the]




