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Category: Selection

Priority: High

Performance and Criteria: 

· Job performance models have two types 

· Central latent variables that best characterize performance in work

· Campbell et al. (1993) posited eight latent criterion factors, several emerged consistency in Project A data across all jobs

· Important contribution because performance criterion has been mapped just as predictors have been.

· Criterion taxonomy helps organize accumulated research findings

· McCloy et al. (1994) divide criterion space to declarative knowledge, procedural knowledge, and motivation

· Relations between elements of performance (e.g., job knowledge and proficiency) toward learning more about he criterion space. 

· Borman et al. (1995) concluded that tech proficiency and dependability were equally influential in supervisory ratings. 

· Motowidlo and Van Scotter (1994) technical and contextual performance, equally weighted

· Borman and Motowidle (1993) prosocial organizational behavior

· Motowidlo and Van Scotter (1994) and Van Scotter and Motowidlo (1996) found that personality predictors generally correlate higher with contextual performance than with task performance. 

· Organ and Ryan (1995) reported substantial correlations between conscientiousness and OCBs

· Side note: may want to differentiate between OCBs, prosocial organizational behavior and contextual behavior.

· Performance rating issues:

· Frame of reference training is very effective, but doesn’t help give behavioral feedback 

· Three types of Halo (Lance et al., 1994)

· General impression influences individual dimensions

· Salient Dimension: rating on a single salient dimension influences other ratings

· Inadequate discrimination: failure to discriminate btw relatively independent dimensions. 

· Acievement
· Job knowledge appears to mediate the relationshiop between abilities and job perf

· Aptitude tests: item derived from a wide range of human experience or involve content that is not learned (reaction time) – cognitive ability tests

· Achievement tests: material is more circumscribed, scores can change rapidly based on exposure to information – job knowledge tests
