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1. Introduction

a. Situational interview (SI) applicants are given hypothetical job situations and asked to indicate how they would respond. 

i. Based on goal-setting theory – the intentions (goals) are the immediate precursor of a person’s actions

b. Behavior description interview (BDI) applicants are asked to relate the actual incidents from their past relevant to the target job. 

i. Based on premise – that past behavior is the best predictor of future behavior. 

c. Average corrected validities of .46 and .57 respectively for SI and BDI interviews

d. Pulakos and Schmitt (1995) suggest that situational interviews may not be as effective for higher-level positions as they are for the lower-level positions. 
2. Differential Validity for Higher Level Positions

a. Possible explanations why situational interviews would be less effective with higher-level positions

i. SI questions are just too simple to allow any real differentiation among candidates for higher-level positions

1. However in studies with complex questions lower validities were found for higher-level positions

ii. Insufficient reliability – higher positions may be more difficult to rate given their more complex nature.

1. However, if this occurred one could expect BDIs to also have a lower validity with higher level positions

iii. BDI’s remain valid for higher-level positions because they tap into current (or recent) job performance. 

1. In a concurrent designed study subjects could simply be relaying incidents from their current position when answering BDI questions
a. Thought unlikely because – in concurrently designed study candidates were just as likely to report experiences from outside their present condition

b. Another reasons – reported correlation of only .11 between BDI scores and job experience

iv. BDI validity for upper-level positions is a result of incidental measurement of a general characteristic that is somehow related to job performance. 

1. Pulkas and Schmitt (1995) could only extract a single factor from their BDI questions even though they were written to asses a variety of job characteristics

2. Some have thought that structured interviews operate as oral g tests.

a. Meta-analytic research has found negligible correlation between BDI ratings and mental ability test scores

3. BDI ratings are influenced by the verbal and/or social skills of the candidates

a. BDI’s are more verbally intensive than SIs.    
b. Extraversion has been shown to be related to job performance and probably helps candidates answer BDI and SI questions.

3. Study One: Canadian Military Officers

a. 59 candidates for officer training in the Naval branch of the Canadian Military 

b. Total BDI scores were a reasonably strong predictor of leadership performance in training (r = .47) while the total SI scores were not (r = .20)

i. Provides further evidence that SI interviews are less valid than behavior description interviews for higher-level positions 

c. Results suggest that SI and BDI questions that are written to assess the same characteristics do not tend to correspond

4. Study Two: District Managers

a. 93 district managers from a national general merchandise chain. 

b. The BDI total scores correlated significantly with the performance evaluate ( r = 0.31) while the SI total scores did not ( r = 0.02)

c. The higher validity of the BDI scores does not appear to be the result of mental capability measurement – as neither type is related to mental ability 
d. BDI scores did correlate significantly with both Extroversion (r = 0.30) and age (r = - 0.26)

i. Association with Extroversion may suggest that BDI rating are influenced by extroverted characteristics such as warmth, energy, etc.

ii. Negative association with age could suggest age related bias, or that older incumbents in general were lower performers who had not been promoted higher. 

e. Results suggest that SI and BDI questions that are written to assess the same characteristics do not tend to correspond

f. Lack of correlation with length of experience might suggest that the validity of the BDI questions is not strongly attributable to capturing current performance

5. General Discussion 

a. Studies show diminished effectiveness for situational interviews and continued effectiveness for behavioral description interviews. 

b. Why would situational interviews be less effective than behavior description interviews for higher-level positions?

i. No support for 1) SI questions are just to simple for higher level positions 2) Insufficient reliability – higher positions may be more difficult to rate given their more complex nature 3) BDI’s remain valid for higher-level positions because they tap into current (or recent) job performance. 

ii. Support for SI and BDI ratings tend to capture different constructs
1. Implication for this finding is that situational and behavioral description formats probably should not be considered as alternate method of measurement.

c. Results of second study suggest that BDI and SI are probably not reflecting mental ability, job experience, personality, or age

d. Social/verbal presentation skills might have an influence on BDI ratings, a construct which could account for the association between BDI 

