Psychology 892


Noncognitive predictors of performance

Course Objectives.  The purpose of this course is theoretical and practical approaches to “noncognitive individual difference variables” in personnel selection.  This is a bit of a misnomer because I intend to include only psychological (as opposed to physical), stable (as opposed to ephemeral), broad (as opposed to narrow) variables excluding ability.  This coverage will include issues of construct definition, relevant criterion space, measurement and validation, training, groups and teams, moderators/mediators, and legal issues.  Students completing the course should be conversant in all of these areas and should have expertise necessary to recommendations in an organizational context.

Course Requirements.  In order to get through this course, you will need several things coming in.  First, you will need time.  The reading load is fairly heavy, and much of each class will be devoted to discussion.  If you already have a big semester planned, this may not be the right time to take this course.  You also need some degree of facility with statistical/methodological concepts.  Many of the articles contain methods and analyses that demand a certain amount of prior exposure to regression, correlation, meta-analysis, etc. Without a basic understanding of these sorts of things, it may not be possible to extract the most important information from the articles.  Finally, you will need an email account.  If you don't have one already, get one and give me your email address ASAP.

Evaluation.  Students will be evaluated on the basis of three measures of class performance.

1. Class participation.  50% of the course grade will be based on ability and willingness to answer questions regarding readings.  This is a seminar as opposed to a lecture style class.  This is not to say that there will be no lecture.  I simply want to make clear the fact that the students are responsible for much of the in-class dynamics.  There are no exams.  Performance is based largely on the contributions that you make to class discussions.  I am looking for a minimum of 1 incisive comment every week.  Hopefully, you will be prepared to contribute more than that.  In fact, if you seldom make more than 1 comment per week, I will be disappointed.  Don't take chances with half your grade.

2. Partial model presentation.  The other 50% of your grade will be based on group presentations of a portion of a model of the use of noncognitive predictors.  The project is described below.

Jan 21 -
Discussion of course objectives and requirements.  Boundaries for course coverage.  Getting started on our model.  Begin criterion issues.

Borman, W.C. & Motowidlo, S. (1993).  Expanding the criterion domain to include elements of contextual performance.  In N. Schmitt & W.C. Borman (Eds.), Personnel Selection in Organizations (pp. 71-98).  San Francisco: Jossey-Bass.

Organ, D.W. & Ryan, K.  (1995).  A meta-analytic review of attitudinal and dispositional predictors of organizational citizenship behavior.   Personnel Psychology, 48, 775-802.

Kiker, D.S. & Motowidlo, S.J.  (1999).  Main and interaction effects of task and contextual performance on supervisory reward decisions.  Journal of Applied Psychology, 84, 602-609.

Conway, J.M.  (1999).  Distinguishing contextual performance from task performance for managerial jobs.  Journal of Applied Psychology, 84, 3-13.

Jan 28 - 
Continue criterion issues and discuss overview.


Hough, L.M.  & Furnham, A.  (2002).  Use of personality variables in work settings.  In W. Borman, D. Ilgen, and R. Klimoski (Eds.), Handbook of Psychology: Industrial and Organizational Psychology, pp. 131-170.  Hoboken, NJ: Wiley.


Schmitt, N., Cortina, J.M., Ingerick, M.J., & Weichmann, D.  Personnel selection and employee performance.  In W.C. Borman, D.R. Ilgen, & R.J. Klimoski (Eds.), Handbook of Psychology: Industrial and Organizational Psychology, pp. 77-105.  Hoboken, NJ: Wiley.
Feb 4 - 
Alternative criteria

Judge, T.A., Martocchio, J.J., & Thoresen, C.J.  (1997).  Five-factor model of personality and employee absence.  Journal of Applied Psychology, 82, 745-755.
Judge, T.A., Higgins, C.A., Thoresen, C.J., Barrick, M.R.  (1999).  The big five personality traits, cognitive ability, and acreer success across the life span.  Personnel Psychology, 52, 621-652.

Arthur, W. & Bennett, W. (1995).  The international assignee: The relative importance of factors perceived to contribute to success.   Personnel Psychology, 48, 99-114,

Sarchione, C.D., Cuttler, M.J., Muchinsky, P.M., & Nelson-Gray, R.O.  (1998).  Prediction of dysfunctional job behaviors among law enforcement officers.   Journal of Applied Psychology, 83, 904-912.

Feb. 11 - 
Alternative criteria cont’d


George, J.M. & Zhou, J.  (2001).  When openness to experience and conscientiousness are related to creative behavior: An interactional approach.  Journal of Applied Psychology, 86, 513-

Griffin, M.A.  (2001).  Dispositions and work reactions: A multilevel approach.  Journal of Applied Psychology, 86, 1142-1151.

Iverson, R.D. & Deery, S.J.  (2001).  Understanding the personological basis of employee withdrawal:  The influence of affective disposition on employee tardiness, early departure, and absenteeism.  Journal of Applied Psychology, 86, 856.

Ployhart, R.E., Lim, B.C., & Chan, K.Y.  (2001).  Exploring relations between typical and maximum performance ratings and the Five Factor model of personality.  Personnel Psychology, 54, 809.

First presentation: Criteria and their immediate predictors

Feb 18 - 
Social desirability, faking, and validity

James, L.R. (1998).  Measurement of personality via conditional reasoning.   Organizational Research Methods, 1, 131-163.


Barrick, M.R., Patton, G.K., Haugland, S.N.  (2000).  Accuracy of interviewer judgments of job applicant personality traits.  Personnel Psychology, 53, 925.


Smith, D.B.  & Ellingson, G.E.  (2002).  Substance vs. style: A new look at social desirability in motivating contexts.  Journal of Applied Psychology, 87, 211-219.


Fleeson, W., Malanos, A.B., & Achille, N.M.  (2002).  An intraindividual process approach to the relationship between extraversion and positive affect: Is acting extraverted as good as being extraverted?  Journal of Personality and Social Psychology, 83, 1409-1422.

Feb. 25 -
Social desirability, faking, and validity cont’d


Taylor, S.E., Lerner, J.S., Sage, R.M., and McDowell, N.K.  (2003).  Portrait of the self-enhancer: Well adjusted and well liked or maladjusted and friendless?  Journal of Personality and Social Psychology, 84, 165-176.

Ones, D.S., Viswesvaran, C., & Reiss, A.D. (1996).  The role of social desirability in personality testing for personnel selection: The Red Herring.  Journal of Applied Psychology, 81, 660-679.

Vasilopoulos, N.L., Reilly, R.R., Leanman, J.A. (2000).  The influence of job familiarity and impression management on self-report measure scale scores and response latencies.  Journal of Applies Psychology, 85, 50-64.

Barrick, M.R., & Mount, M.K.  (1996).  Effects of impression management and self-deception on the predictive validity of personality constructs.  Journal of Applied Psychology, 81, 261-272.

Second Presentation: Predictor measurement model

Mar. 4 - 
Predictors I: Big Five

Mount, M.K.  & Barrick, M.R.  The Big five personality dimensions: Implications for research and practice in human resources management.  Research in Personnel and Human Resources Management, 13, 153-200.

Cortina, J.M., Goldstein, N., Payne, S., Davison, K., & Gilliland, S.  (2000).  The incremental validity of interview scores over and above cognitive ability and conscientiousness scores.  Personnel Psychology, 53, 325-351.

McManus, M.A. & Kelly, M.D. (1999).  Personality measures and biodata: Evidence regarding their incremental predictive value in the life insurance industry.  Personnel Psychology, 52, 137-148.

Mar. 11 - 
Spring Break

Mar. 18
Predictors II: Integrity, Goal orientation

Ones, D.S., Viswesvaran, C., & Schmidt, F.L. (1993).  Comprehensive meta-analysis of integrity test validities: Findings and implications for personnel selection and theories of job performance.  Journal of Applied Psychology, 78, 679-703.

VandeWalle,D. Brown, S.P., Cron, W.L., & Slocum, J.W.  (1999).  The influence of goal orientation and self-regulation tactics on sales performance: A longitudinal field test. Journal of Applied Psychology, 84, 249-259.

Third Presentation: Predictors and their immediate consequences

Mar 25 - 
Predictors III - Type A, Negative affectivity, proactive personality


Ganster, D.C., Schaubroeck, J., Sime, W., & Mayes, B.T.  (1991).  The nomological validity of the Type A personality among employed adults.  Journal of Applied Psychology, 76, 143-168. 

Chen, P.Y. & Spector, P.E.  (1991).  Negative affectivity as the underlying cause of correlation between stressors and strains.  Journal of Applied Psychology, 76
Crant, M.J. (1995).  The proactive personality scale and objective job performance among real estate agents.  Journal of Applied Psychology, 80, 532-537.

Duffy, M.K., Ganster, D.C., & Shaw, J.D.  (1998).  Positive affectivity and negative outcomes: The role of tenure and job satisfaction.    Journal of Applied Psychology, 83, 950-959.

April 1 - 
Predictors IV - Efficiency orientation, social skill, adaptability

Payne, S.C.  (2000).  Efficiency orientation: Establishing measurement and predictive properties.  Unpublished dissertation.

Pulakos, E.D., Arad, S., Donovan, M.A., & Plamondon, K.E. (2000).  Adaptability in the workplace: Development of a taxonomy of adaptive performance.  Journal of Applied Psychology, 85, 612-624.

Carpenter, T.  Social skill

Fourth presentation: Wrapping up the predictor side

April 8 
Methodological issues other than SD

Caldwell, D.F.& Burger, J.M.  (1998).  Personality characteristics of job applicants and success in screening interviews.   Personnel Psychology, 51, 119 -136.

Goffin,R.D., Rothstein, M.G., & Johnston, M.G. (1996).  Personality testing and the assessment center: Incremental validity for managerial selection.   Journal of Applied Psychology, 81, 746-756.

Cortina, J.M., Doherty, M.L., Schmitt, N., Kaufman, G., & Smith, R.G. (1992).  The Big Five Personality factors in the IPI and MMPI: Predictors of police performance. 

 Personnel Psychology, 45, 119-140.

Pulakos, E.D., Schmitt, N., & Chan, D.C. (1996).  Models of job performance ratings: An examination of ratee race, ratee gender, and rater level effects.  Human Performance, 9, 103-119.

April 15 -
 Groups and Teams (blech) and training (oh my)

Barrick, M.R., Stewart, G.L., Neubert, M.J., & Mount, M.K. (1998).  Relating member ability and personality to work team processes and team effectiveness.  Journal of Applied Psychology, 83, 377-391.

Barry, B. & Stewart, G.L. (1997).  Composition, process, and performance in self-managed groups: The role of personality.  Journal of Applied Psychology, 82,62-78.


Herold, D.M., Davis, W., Fedor, D.B., & Parsons, C.K.  (2002).  Dispositional influences on transfer of learning in multistage training programs.  Personnel Psychology, 55, 851-869.


Gully, S.M., Payne, S.C., Keichel-Koles, K.L., &Whiteman, J.A.K.  (2002).  The impact of error training and individual differences on training outcomes: An attribute-treatment interaction perspective.  Journal of Applied Psychology, 87, 143-155.


Fifth presentation: Application to groups, teams, and training
April 22 - 
Moderators and Mediators

Sackett, P.R., Gruys, M.L., & Ellingson, J.E.  (1998).  Ability-personality interactions when predicting job performance.  Journal of Applied Psychology, 83, 545-556.

Gellatly, I.R. (1996).  Conscientiousness and job performance: Test of a cognitive process model.  Journal of Applied Psychology, 81, 474-482.

Stewart, G.L.  (1996).  Reward structure as a moderator of the relationship between extraversion and sales performance.  Journal of Applied Psychology, 81, 619-627.

Barrick, M.R. & Mount, M.K.  (1993).  Autonomy as a moderator of the relationships between the big five personality dimensions and job performance.  Journal of Applied Psychology, 78, 111-118.

Vancouver, J.B., Thompson, C.M., Tischner, E.C., Putka, D.J.  (2002).  Two studies examining the negative effect of self-efficacy on performance.  Journal of Applied Psychology, 87, 506-516.

Sixth presentation: Mediators and Moderators

April 29 - 
International issues

Shaffer, M.A. & Harrison, D.A.  (2001).  Forgotten partners of international assignments: Develop and test of a model of spouse adjustment.  Journal of Applied Psychology, 86, 238.

Ghorpade, J., Hattrup, K., & Lackritz, J.R.  (1999).  The use of personality measures in cross-cultural research A test of three personality scales across two countries.  Journal of Applied Psychology, 84, 670-679.

Caligiuri, P.M.  (2000).  The big five personality characteristics as predictors of expatriate’s desire to terminate the assignment and supervisor-rated performance.  Personnel Psychology, 53, 67-.

As a group: Adding international/expat material and wrapping it up

If we had time, we would spend a week on Legal Issues and read the following    

Varca, P.E., & Pattison, P.  (1993).  Evidentiary standards in employment discrimination: A view toward the future.  Personnel Psychology, 46, 239-258.

Chan, D., Schmitt, N., Sacco, J.M., & DeShon, R.P. (1998).  Understanding pretest and posttest reactions to cognitive ability and personality tests.  Journal of Applied Psychology, 83, 471-485.

Ryan, A.M., Ployhart, R.E., & Friedel, L.A. (1998).  Using personality testing to reduce adverse impact: A cautionary note.  Journal of Applied Psychology, 83, 298-307.

Rosse, J.G., Miller, J.L., & Stecher, M.D.  (1994).  A field study of job applicants reactions to personality and cognitive ability testing.  Journal of Applied Psychology, 79, 987-992.

Group projects

Our deliverable as a group will be a comprehensive model of the use of noncognitive predictors in the workplace.  On the last class, the entire group will attempt to put the finishing touches on a model that you will generate over the course of the semester.  There will be three groups of you, and each group will make two half-hour presentations over the course of the semester (see above).  

Each presentation will be devoted to a particular component of the comprehensive model to which we will be working.  The readings relevant for that section provide only a beginning.  You must go beyond the readings in an attempt to be comprehensive.  Presentations will be evaluated on comprehensiveness and justification.

In addition to the presentation, each group must submit a document that contains the references that support each link that they proposed as well as any references that contradict the linkage.

