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A Field Study of Frame of Reference Effects on Personality Test Validity 

1. Overview – Pg. 545

a. Recent research has explored a number of factors that may affect the validity of personality tests, such as social desirability and the frame-of reference (FOR; eg., at school, at work) given to test takers when completing a personality questionnaire. 
b. Gaps in past research
i. Part of a concurrent validation study at a major airline, explored the effects of providing an at-work FOR on the validity of a personality measure. 
ii. Used a measure of actual work performance 
iii. Controlled for cognitive ability 
2. FOR Effect s and the Validity of Personality Measures – Pg. 545-546
a. Big Five studies past
i. Conscientiousness predicted performance
ii. Openness to Experience and Extraversion were predictors of training performance 
iii. Extraversion was a valid predictor of managerial performance. 
b. BIG Five moderators
i. Degree of autonomy that individuals perceive in a particular job moderated the relationship between Conscientiousness and job performance. 
ii. Schmit et al. (1995)  Validity of FOR on conscientiousness.  
1. Reference to school at the beginning or end of each personality test 
2. Found greater validity for conscientiousness when reference to school at beginning of test.  
iii. FOR could actually lead to lower criterion related validities

1. Powerful situation approach – when powerful situation controls behavior

2. Could lead to test transparency and greater faking.

iv. Extent ion of Schmit et al. (1995) 
1. Used concurrent validation

2. Actual job performance

3. Explored FOR effects on all Big Five dimensions. 

v. Big Five study theories

1. Extraversion relevant to supervisory aspects of the job

2. Agreeableness to customer service dimensions

3. Openness to experience to the ability to handle complaints

4. Neuroticism negative relation to job performance

5. Conscientiousness important for most aspects of job performance

3. Method (Quick overview) pg 546-547
a. Participants – 214  entry level customer service managers employed with a major U.S airline at airports within the US

b. Measures 

i. Personality – NEO-FFI based on Big Five 

ii. Cognitive ability – Wonderlic Personnel Test  

iii. Job performance – Supervisor ratings

c. Manipulation

i. Two conditions Standard FOR and at work FOR

4. Discussion pg 548-549
a. Found that FOR moderated the validity of a personality test in a work context after controlling for cognitive ability
b. Found that at work FOR showed increased concurrent validity for Extraversion and Openness to Experience.  

i. Openness to Experience may have been found because being interested in learning new things at work may be important for the job.  

ii. Extraversion should be related to job performance given the interpersonal nature of customer service. 

c. Marginally significant difference for conscientiousness

i. Possible that conscientiousness is less susceptible to FOR effects

d. Agreeableness not significant

i. It may be that being overly agreeable at work may not be a good in a supervisory job. 

e. Advanced literature

i. Actual field validation study

ii. Past research on Big Five has focused primarily on  Conscientiousness – the present study explored all Five Big Five factors. 

iii. Controlled for cognitive ability 

iv. Found that providing a FOR did not decrease validity 

1. supposed by powerful situation and transparency agreements 

5. Future Research

a. Explore how different work contexts affect the application of FOR to personality tests

b. Extend the test to applicants

i. May be difficult for applicants responding to a FOR for a job which they have never worked

c. Effects of FOR on the differential relationships between predictors (personality sub traits) and specific job performance dimensions.   

d. Investigate the effects of self monitoring

i. At work FOR tests may provide low self-monitors the context that allows them to more accurately indicate how they behave at work

6. Implications for Organizations

a.  Test developers etc. should consider the FOR that applicants are using when responding to personality- related selection assessments.  
