Marriott Marquis

2007 SIOP Conference

1. Plenary Session: Presidential Address, Keynote
Address, Presentation of SIOP Award Winners,
Fellows, and Election Results

Friday, 8:00-10:00

Broadway Ballroom (6th floor)

Jeffrey Pfeffer is the Thomas D. Dee II Professor of
Organizational Behavior in the Graduate School of
Business at Stanford University . He is the author or co-
author of 10 books and more than 110 articles and book
chapters. His most recent book, co-authored with Robert
Sutton, is Hard Facts, Dangerous Half-Truths, and Total
Nonsense: Profiting from Evidence-Based Management.
Dr. Pfeffer is a member and Fellow of the Academy of
Management and a member of the Industrial Relations
Research Association. He has won the Richard D. Irwin
award for Scholarly Contributions to Management as well
as several awards for books and articles.

Jeffrey Pfeffer, Stanford University, Speaker
Lois E. Tetrick, George Mason University, Host
Jeffrey J. McHenry, Microsoft Corporation, Chair

2. Symposium: Friday, 10:30-12:20
Gilbert (4th floor)

Work and the Retirement Process:
International Perspectives on Older Workers
Current demographic and economic trends are changing
the landscape of aging and work. This symposium pres-
ents research from the U.S., Australia, and New Zealand
regarding the growing population of older workers to
examine the impact of work on older workers as well as
key issues about the retirement process.

Gwenith G. Fisher, University of Michigan, Chair

Fiona Alpass, Massey University, Christine Stephens, Massey
University, Judith Davey, Victoria University of
Wellington, Eljon Fitzgerald, Massey University, Brendan
Stevenson, Massey University, Helen Pennington, Massey
University, Andy Towers, Massey University, Factors
Influencing Workforce Participation for 65-70 Year-Olds
in New Zealand

Alicia Stachowski, George Mason University, Gwenith G.
Fisher, University of Michigan, James W. Grosch,
NIOSH/CDC, Jeri Hesson, George Mason University, Lois
E. Tetrick, George Mason University, Job Complexity:
Prevention of Cognitive Functioning Decline?

Mo Wang, Portland State University, Kenneth S. Shultz,
California State University-San Bernardino, Yujie Zhan,
Portland State University, Songqi Liu, Portland State
University, Antecedents and Health Outcomes of Bridge
Employment: A Longitudinal Investigation

Beryl L. Hesketh, University of Western Sydney, Barbara
Griffin, University of Sydney, Self-Estimates of Life
Expectancy as an Influence on Intended Retirement Age

Janet L. Barnes-Farrell, University of Connecticut, Russell A.
Matthews, University of Connecticut/IBM, W. Robert
Lewis, University of Connecticut, Contemplating the
Timing of Retirement: Differential Considerations of
Younger and Older Workers

Jeanette N. Cleveland, Pennsylvania State University, Discussant

Submitter: Gwenith G. Fisher, gwenithf@umich.edu

3. Symposium: Friday, 10:30-11:50
Odets (4th floor)

Understanding Dirty Jobs: I-O and OHP
Research at Work

Workers occupying necessary but unattractive dirty jobs
must handle difficult working conditions and a negative
societal image based on society’s ignorance. On-going
field research with several unique dirty job samples is pre-
sented to help I-O and occupational health psychologists
better address the needs of this often ignored population.

Christopher J. L. Cunningham, Bowling Green State
University, Chair

Steve M. Jex, Bowling Green State University, Co-Chair

Steven G. Rogelberg, University of North Carolina Charlotte,
Natalie DiGiacomo, Spartanburg Humane Society, Charlie
L. Reeve, University of North Carolina Charlotte,
Euthanizing Society’s Unwanted Animals: The Toll on
Employee and Employer

Kara A. Arnold, Memorial University of Newfoundland,
Relational Connection and the Meaning of Work for
Funeral Directors

L. Jean Whinghter, Harrah’s Entertainment, Christopher J. L.
Cunningham, Bowling Green State University, Work—Family
Issues Among Petroleum Refinery Shifiworkers

Sarah DeArmond, Colorado State University, The Safety of
Certified Nursing Assistants: The Role of Sleepiness

Julian I. Barling, Queen’s University, Discussant

Submitter: Christopher J. L. Cunningham, ccunnin@bgsu.edu
4. Symposium: Friday, 10:30-12:20
Wilder (4th floor)

Launching Organizational Learning at the
Frontlines: Evidence From Hospitals

One important way that organizational learning can occur is
through engaging front-line employees in problem solving
and learning activities. Yet, engaging frontline employees
in improvement and learning efforts is often challenging.
The research presented in this symposium thus seeks to
inform issues on organizational learning at the front lines.

David A. Hofmann, University of North Carolina at Chapel
Hill, Chair

Zhike Lei, George Mason University, Co-Chair

Anita L. Tucker, University of Pennsylvania, An Empirical
Study of System Improvement by Front Line Employees
in Hospital Units

David A. Hofmann, University of North Carolina at Chapel
Hill, Zhike Lei, George Mason University, Dealing With
Complexity and Learning From Failure in the
Frontline: Factors Influencing When Expertise Is
Utilized (and When It Is Not)

Timothy J. Vogus, Vanderbilt University, Kathleen M. Sutcliffe,
University of Michigan-Ann Arbor, The Impact of Safety
Organizing, Trusted Leadership, and Care Pathways on
Reported Medication Errors in Hospital Nursing Units

Ranga Ramanujam, Purdue University, Subrahmaniam
Tangirala, University of Maryland-College Park, The
Effects of Adverse Events on Learning Behaviors: The
Moderating Role of Safety Climate

Submitter: Zhike Lei, zleil @gmu.edu
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5. Symposium: Friday, 10:30-12:20
Hart (4th floor)

Positive Psychology and Organizational Stress:
Theoretical and Empirical Connections

Presents theoretical models and research showing how
positive psychological states and organizational stres-
sors come together to predict well-being and perform-
ance among military personnel, health care profession-
als, and university staff. The 4 presentations illustrate
theoretical models where positive states and stressors
can either independently or jointly predict outcomes.

Thomas W. Britt, Clemson University, Chair

Debra L. Nelson, Oklahoma State University, Bret L.
Simmons, University of Nevada, Reno, The Holistic
Stress Model: Balance in the Effects of Work Stress

Thomas W. Britt, Clemson University, Carl A. Castro, Walter
Reed Army Institute of Research, Amy B. Adler, U.S.
Army Medical Research Unit-Europe, Positive
Psychological States and Organizational Stressors as
Predictors of Outcomes

Jeffrey L. Thomas, Walter Reed Army Institute of Research,
Dave I. Cotting, Army Physical Fitness Research Institute,
Dennis McGurk, Walter Reed Army Institute of Research,
Carl A. Castro, Walter Reed Army Institute of Research,
Hope Is a Method: Positive Psychological States in
Combat Veterans

Tiffany M. Greene-Shortridge, Clemson University, Heather
N. Odle-Dusseau, Clemson University, Hailey A.
Herleman, Clemson University, Eric S. McKibben,
Clemson University, Positive States and Organizational
Stressors Predicting Well-Being and Performance

Sabine Sonnentag, University of Konstanz—Germany, Discussant

Submitter: Thomas W. Britt, twbritt@clemson.edu

6. Symposium: Friday, 10:30-11:50
O’Neill (4th floor)

Performance Appraisal in the Real World:
Bridging the Science—Practice Gap

We present 4 papers detailing recent research examining
variables important to performance appraisal as it actu-
ally happens in organizations: reactions of ratees/raters,
forced distribution rating formats, intentional distortion,
purpose of rating, and performance trends. As such, we
believe these studies contribute to narrowing the sci-
ence—practice gap in this area.

Deidra J. Schleicher, Purdue University, Chair

Lisa M. Keeping, Wilfrid Laurier University, Co-Chair

Brian D. Blume, University of Michigan, Flint, Timothy T.
Baldwin, Indiana University, Robert S. Rubin, DePaul
University, All Forced Distribution Systems Are Not
Created Equal: A Policy Capturing Study

Rebecca A. Bull, Purdue University, Deidra J. Schleicher,
Purdue University, Stephen G. Green, Purdue University,
Rater Reactions to Forced Distribution Rating Systems

Jeff Spence, University of Waterloo, Lisa M. Keeping, Wilfrid
Laurier University, Examining the Effect of
Nonperformance Information on Performance Ratings

Jochen Reb, Singapore Management University, Gary J.

Greguras, Singapore Management University, Dynamic
Performance, Ratings, and Attributions: Frequently
Discussed but Infrequently Investigated

Paul E. Levy, University of Akron, Discussant

Submitter: Deidra J. Schleicher, deidra@purdue.edu

7. Symposium: Friday, 10:30-12:20
Ziegfeld (4th floor)

New Directions in Emotional Intelligence
Research

Emotional intelligence is still one of the most hotly debat-
ed constructs in I-O psychology. Five papers are present-
ed that review and integrate the emotional intelligence lit-
erature, examine group differences among the subcompo-
nents of EI, and connect emotional intelligence to task
and contextual performance, as well as decision making.

Hazel-Anne M. Johnson, University of South Florida, Chair

Paul E. Spector, University of South Florida, Co-Chair

Peter J. Jordan, Griffith University, Vanessa U. Druskat,
University of New Hampshire, 4 Review and Integration
of Research on Emotional Intelligence in the Workplace

Daniel S. Whitman, Florida International University, David L.
Van Rooy, Marriott International, Chockalingam
Viswesvaran, Florida International University, Eyran
Kraus, City of Miami, Examining the Narrow
Dimensions Underlying Emotional Intelligence: Ethnic
and Gender Differences

Peter J. Jordan, Griffith University, Neal M. Ashkanasy,
University of Queensland, Sandra A. Lawrence, Griffith
University, A Test of the Impact of Job Insecurity on
Decision Making and the Moderating Role of Emotional
Intelligence

Matthew Scaruto, Xavier University, Mark S. Nagy, Xavier
University, Morell E. Mullins, Xavier University,
Emotional Intelligence and OCBs: Beyond Mental
Ability and Personality

Hazel-Anne M. Johnson, University of South Florida, Paul E.
Spector, University of South Florida, Emotional
Intelligence as a Predictor of Emotional Labor and
Service Performance

Stephane Cote, University of Toronto, Discussant

Submitter: Hazel-Anne M. Johnson, hazel anne m_johnson@
yahoo.com

8. Interactive Session: Friday, 10:30-11:50
Brecht (4th floor)

The Great Bear Wilderness Disaster: Lessons in
Team Learning

Using the “staff ride” model developed in the military,
participants will move through episodes of a wilderness
plane crash and the efforts of the work crew to stay
alive. A timeline and video-based recreation of the inci-
dent will aid a discussion of how team learning, regula-
tory processes, and decision making unfolded.

Wendy S. Becker, University at Albany-SUNY, Host
Michael J. Burke, Tulane University, Co-Host

Submitter: Wendy S. Becker, w.becker@albany.edu
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9. Poster Session: Friday, 10:30-11:20
Westside (5th floor)

Absenteeism & Performance

9-1. Institutional Racial Environment and Racial
Differences in Law School Performance

Analyzing data from the National Longitudinal Bar
Passage Study (N = 1,100), the authors found that
African American—Caucasian mean differences in law
school grade point average beyond prior academic
preparation, and support for a race x institutional com-
mitment to diversity x faculty expectations interaction
on law school grade point average.

Patrick F. McKay, University of Wisconsin-Milwaukee
James L. Outtz, Outtz and Associates

Submitter: Patrick F. McKay, pmckay@uwm.edu

9-2. Productivity and Satisfaction: Exploring the
Relationship at the National Level

Is the happy nation the productive nation? Archival data
from national surveys of job satisfaction and several
indexes of individual worker productivity as well as
international job satisfaction data and an index of the
corresponding country’s productivity revealed that these
2 factors are not consistently related.

Stacey Kessler, University of South Florida
Eileen Taylor, North Carolina State University
Edward L. Levine, University of South Florida
Jack W. Wiley, Kenexa Research Institute
Larry Kessler, University of South Florida

Submitter: Stacey Kessler, stacey9815@aol.com

9-3. Views of Managerial Derailment From Above and Below

Managerial derailment can harm managers, coworkers,
and organizations. We used data from 2,050 managers
and bosses and direct report ratings of characteristics
that lead to derailment. Managers working effectively
with higher management related positively to their
warmth exhibited to direct reports, resulting in lessened
boss and direct report ratings of derailment.

William A. Gentry, Center for Creative Leadership
Linda R. Shanock, University at Albany, SUNY

Submitter: William A. Gentry, gentryb@leaders.ccl.org

9-4. A Multilevel Examination of Corporate Identity Promotion

This research examines the cross-level relationship
between management—employee relations and intentions
to promote one’s corporate identity and the mediating role
of employee attitudes. Results supported our hypotheses
in that management—employee relations positively relates
to individual intentions to promote corporate identity,
and this effect is mediated by employee attitudes.

J. Craig Wallace, Oklahoma State University
Scott Mondore, Maersk, Inc

Submitter: J. Craig Wallace, craig.wallace@okstate.edu

9-5. Implicit Theories Go Applied: Conception of Ability
at Work

This study proposed a measure designed to measure
implicit theories about work, assessed its relationship to
other implicit theory measures, and explored potential
relationships with work domain antecedents. Analyses
demonstrated significant relationships between concep-
tion of ability at work and perceptions of effort at work
and competence demonstration goal focus.

Charles N. Thompson, Wright State University
Corey E. Miller, Wright State University

Submitter: Charles N. Thompson, thompsonchadl@gmail.com

9-6. Effects of Task Performance and OCB on Managerial
Appraisals

We report the results of 2 experimental studies investi-
gating the impact of task performance and organization-
al citizenship behaviors (OCBs) on managerial
appraisals and reward recommendations. Results sup-
port the conclusion that task, helping, employee voice,
and organizational loyalty are causal determinants of
performance appraisals and reward recommendations.

Steven W. Whiting, Georgia State University
Philip M. Podsakoff, Indiana University
Jason R. Pierce, Indiana University

Submitter: Steven W. Whiting, whiting@gsu.edu

9-7. A Multilevel Analysis of Pilots’ Situation Awareness
During Weather Threats

Researchers examined pilots’ situation awareness as
they approached simulated weather threats, considering
the distance to the weather cell, mental workload, and
rank as captains or FOs. A multilevel analysis revealed
that, consistent with prior research, SA decreased as
pilots approached weather and as mental workload lev-
els increased, particularly for captains.

Ernesto A. Bustamante, Old Dominion University

Submitter: Ernesto A. Bustamante, ebustama@odu.edu

9-8. Person-Situation Predictors of Work Competence
and Typical Performance

We examined the effects of general mental ability (GMA)
and perceived organizational support (POS) on typical per-
formance and work competence. Data from 2 field sam-
ples supported that GMA related to work competence, and
POS was related to typical performance. Interactive effects
of GMA and POS were detected for work competence.

L. A. Witt, University of Houston
Christiane Spitzmueller, University of Frankfurt/University of
Houston

Submitter: L. A. Witt, witt@uh.edu
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9-9. Impact of HR Influence on Agency Financial
Performance in Australian Public Sector

Analysis of path model showed that both HR depart-
ment’s perceived influence and extent of alignment
between HR and organizational strategy lead to the per-
ceived performance of HR department, reduction of HR
expenses, and increase HR productivity and the average
profitability per employee of a sample of Australian
public-sector agencies.

Stephen T. Teo, University of Technology, Sydney
John J. Rodwell, Macquarie University

Submitter: Stephen T. Teo, stephen.teo@uts.edu.au

9-10. OCB and the Interplay of Organizational and
Managerial Values

We investigated the extent to which managerial values
and organizational values influenced the expression of
organizational citizenship behaviors by employees.
Results indicated that although both value sets are related
to OCB, organizational values exert a stronger influence.
Implications for theory and future research are presented.

Christie H. Burton, Clayton State University

Submitter: Christie H. Burton, christieburton@clayton.edu

9-11. Turnover, OCB, and Counterproductivity: Affective
Events Theory and Part-Time Employees

Affective events theory (AET) predicts organizational
citizenship behaviors, counterproductive behaviors, and
turnover as a function of employees’ judgments and
affective states. The current study assesses the useful-
ness of AET for part-time employees. Results from
structural equation modeling support the value of modi-
fications to AET when predicting behavior among part-
time employees.

Douglas R. Lindsay, Penn State University
Michael R. Baumann, University of Texas at San Antonio

Submitter: Douglas R. Lindsay, drl192@psu.edu

9-12. Perceptions of Politics and Organizational
Citizenship Behaviors: Identifying Mediating Variables

Potential mediators of the relationship between politics
perceptions and organizational citizenship behavior
(OCB) were examined, including justice perceptions, per-
ceived organizational support, organizational concern,
prosocial values, and impression management motives.
Measures of OCB included self-, coworker, and supervi-
sor ratings. Results suggest perceived organizational sup-
port mediates the politics perceptions—OCB relationship.

Larissa Linton, PDRI
Stephen H. Wagner, Central Michigan University

Submitter: Larissa Linton, larissa.linton@pdri.com

9-13. Investigating Absenteeism From a Social
Perspective: A Multilevel Examination

Ninety-three dyads participated in a study that exam-
ined the effects of leader—member exchange and atten-
dance climate on employee absenteeism. As hypothe-
sized, subordinates in good quality relationships were
absent less frequently than those in poor quality rela-
tionships. In poor quality relationships, absenteeism
was much higher in negative/weak attendance climates
than in positive/strong attendance climates.

Jennifer L. Roberts, AT&T
Roya Ayman, Illinois Institute of Technology

Submitter: Jennifer L. Roberts, j11279@att.com

9-14. Big Halo, Little Horns: Reexamining Halo Error in
Performance Ratings

It is assumed that halo (a tendency to rate performance
dimensions based on a global impression) is a source of
systematic error in managerial ratings. However, we
found that global positive impressions (halos) and glob-
al negative impressions (horns) have differential rela-
tionships to real-world outcomes like rehire intentions
and performance ratings.

Aarti Shyamsunder, Kronos Talent Management Division
Clayton A. Yonce, Kronos TMD/Portland State University
Donald S. Currier, Kronos Talent Management Division

Submitter: Aarti Shyamsunder, ashyamsunder@kronos.com

9-15. The Impact of Environment and Individual
Differences on Performance Determinants

Research has not comprehensively assessed the influ-
ence of individual difference and environmental per-
formance antecedents within the context of an overarch-
ing model of performance. Using the Army Project A
dataset, it was demonstrated that performance
antecedents, both environmental and individual differ-
ences, relate to performance determinants in complex
but theoretically reasonable patterns.

Michael R. Bashshur, Universitat Pompeu Fabra
Submitter: Michael R. Bashshur, michael.bashshur@upf.edu

9-16. The Effects of Self-Concept on Foci of Commitment
and Performance

This study examined the effects of self-concept on foci
of commitment and job performance. Relational self-
concept was related to supervisor and workgroup com-
mitment, and collective self-concept was associated with
organizational commitment. The different self-concepts
and foci of commitment were also found to be differen-
tially related task performance, OCBIs, and OCBOs.

Samantha Le Chau, University of Akron
Hsien-Yao Swee, University of Akron
Paul E. Levy, University of Akron

Submitter: Samantha Le Chau, slc17@uakron.edu
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9-17. Situational Judgments as Proximal Predictors of
Personal Initiative

We examined if situational judgment tests can be used for
the measurement of constructs. We used respondents’
judgments in different scenarios as causal indicators of
their overall level of personal initiative in the workplace.
The Situational Judgment Test of Personal Initiative (SJT-
PI) had adequate criterion and construct validity.

Ronald Bledow, University of Giessen
Michael Frese, University of Giessen

Submitter: Ronald Bledow,
ronald.bledow@psychol.uni-giessen.de

9-18. Achievement Goal Dimensionality: Should Mastery-
Avoidance Be Included?

We demonstrate that the most recently conceived
achievement goal, mastery-avoidance, may play an
important role in understanding feedback-seeking
behavior and job performance. Our results support the
use of the 4-factor model of achievement goals to best
understand work-related behaviors, rather than the more
traditional 2-factor and 3-factor models.

Lisa Baranik, University of Georgia

Laura J. Stanley, University of Georgia
Abigail R. Lau, James Madison University
Kenneth E. Barron, James Madison University

Submitter: Lisa Baranik, Ibaranik@gmail.com

9-19. Race and Competency-Based Job Performance

Drawing upon a cross-organizational sample of approxi-
mately 8,500 incumbents, we investigated differences in
competency-based job performance among White,
Black, Hispanic, and Asian employees. We discuss our
results within the context of prior research and the
increasing use of competency frameworks to define
work requirements.

Lilly Lin, Development Dimensions International
Evan F. Sinar, Development Dimensions International

Submitter: Lilly Lin, lilly.lin@ddiworld.com

9-20. How Modeling Voluntary Turnover Decisions
Increases Ability to Predict Turnover

We examined whether voluntary turnover decisions could
be modeled, groups with homogeneous turnover decision
processes could be identified, and whether the decision
simulation predicted actual turnover. Results suggest sim-
ulation-based turnover estimates were strongly related to
subsequent turnover and significantly more correlated with
turnover than traditional intention-to-quit scale scores.

Craig J. Russell, University of Oklahoma

Submitter: Craig J. Russell, cruss@ou.edu

9-21. The Impact of Political Skill and Fairness on
Interpersonal Facilitation

We evaluated the impact of political skill as a moderator
of the relationship between interactional justice and
interpersonal facilitation. Results indicated that interac-
tional justice was more strongly related to interpersonal
facilitation among employees who possessed high rather
than low levels of political skill.

Darren C. Treadway, University of Mississippi
L. A. Witt, University of Houston

Submitter: L. A. Witt, witt@uh.edu

9-22. Effectively Supporting Your Coworkers:
Conscientiousness Is Not Enough

We investigated the joint effects of Conscientiousness
and unrealistic perceived control on task-focused and
person-focused interpersonal citizenship behavior
(ICB). Conscientiousness had main effects on both
forms of ICB, but unrealistic perceived control was
related to neither. Conscientiousness was related to per-
son-focused ICB only among workers low in unrealistic
perceived control.

Suzanne Kieffer, University of Houston
L. A. Witt, University of Houston
Sara J. Perry, University of Houston

Submitter: L. A. Witt, witt@uh.edu

9-23. Gender and Competency-Based Job Performance

Drawing upon a cross-organizational sample of approxi-
mately 8,560 incumbents, we investigated differences in
competency-based job performance among male and
female employees. We discuss our results within the con-
text of prior personality research and the increasing use of
competency frameworks to define work requirements.

Lisa Schultz-Teeter, Development Dimensions International
Evan F. Sinar, Development Dimensions International

Submitter: Lisa Schultz-Teeter, lisa.teeter@ddiworld.com

9-24. Work Ethic and Job Performance: A
Multidimensional Perspective

An understanding of predictors of both task and contex-
tual performance is vital, as each is essential to organi-
zational effectiveness. We proposed work ethic would
predict performance and that personality could explain
this relationship. Results suggest dimensions of work
ethic are related to performance, and these relationships
are mediated by Conscientiousness.

Stefanie Plemmons, Purdue University

Ann H. Huffman, Northern Arizona University

Jaime B. Henning, Texas A&M University

Satoris S. Youngcourt, University of Wisconsin-River Falls

Submitter: Ann H. Huffman, ann.huffman@nau.edu
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9-25. Predicting Job Performance: Does the Work
Context Matter?

It is widely accepted that behavior is determined by per-
son and situation characteristics. However, research in the
domain of job performance often excludes work context.
This study demonstrates the incremental validity of work
context in the prediction of performance. Work context
should be further examined as a predictor of performance.

Reanna M. Poncheri, North Carolina State/Surface, Ward, &
Associates
Mark A. Wilson, North Carolina State University

Submitter: Reanna M. Poncheri, rmponche@ncsu.edu

9-26. Negative Implications for the Inclusion of
Citizenship Performance in Ratings

Numerous researchers have demonstrated performance
ratings include both task and citizenship performance,
however the implications of this for the performance
rating, employee, and organization have not yet been
investigated. The purpose of this paper is to conceptual-
ly explore the potential negative consequences of
including citizenship performance in formal perform-
ance appraisals.

Satoris S. Youngcourt, University of Wisconsin-River Falls
Jaime B. Henning, Texas A&M University

Submitter: Satoris S. Youngcourt, syoungcourt@gmail.com

9-27. Doing the Job I'm Paid For and Nothing More!

Findings indicate that (a) accountability was positively
related to OCBs; (b) organizational cynicism was nega-
tively related to OCBs and positively related to CWBs;
and (c) an interaction effect was found for OCBs but
not for CWBs.

Joseph M. Goodman, James Madison University
William R. Evans, University of Arkansas-Little Rock
Dwight D. Frink, University of Mississippi

Walter D. Davis, University of Mississippi

Submitter: Joseph M. Goodman, goodmajm@jmu.edu

9-28. Identification, the Formation of Group Affect, and
Organizational Citizenship Behavior

We propose that identification, the perception of
belongingness to a group, is a key-determinant in the
formation of group affect, a collectively shared pattern
of homogeneous affective states among group members,
and its influence on organizational citizenship behavior.
We present and discuss 2 studies that clearly support
our hypotheses.

Jacqueline A. L. Tanghe, Vrije Universiteit Amsterdam
Barbara van Knippenberg, Vrije Universiteit
Henk van der Flier, Vrije Universiteit Amsterdam

Submitter: Annebel H. B. de Hoogh, ahb.de.hoogh@psy.vu.nl

9-29. Elucidating Hope’s Role at Work: Results From a
Scenario Study

Past research has linked hope and job performance but
has failed to explain why such a relationship exists.
Using a scenario study, we examined how hopeful
employees think differently about work-related prob-
lems than do those with less hope. Higher hope execu-
tives produced more high-quality solutions to a work-
related problem.

Kristin Byron, Syracuse University
Suzanne J. Peterson, Arizona State University

Submitter: Kristin Byron, klbyron@syr.edu

9-30. Moderated and Mediated Relationships Between
Pay-for-Performance, Job Satisfaction and Performance

We analyzed differences in personality and organiza-
tional justice perceptions, job satisfaction, and perform-
ance between sales people working under different pay-
for-performance systems. We found locus of control
and risk preference moderated the relationship between
pay for performance and job satisfaction. We found
organizational justice mediated the relationship between
pay for performance and job satisfaction.

Heather Kchodl, Central Michigan University
Carl M. Johnson, Central Michigan University
Terry A. Beehr, Central Michigan University

Neil D. Christiansen, Central Michigan University

Submitter: Heather Kchodl, kchod1hm@cmich.edu

10. Special Event: Friday, 10:30-12:20
Broadway S (6th floor)

Special Invited Event Sponsored by the SIOP
Program Committee: Checking in With the
Scientist-Practitioner Model: How Are We Doing?
SIOP is founded on the scientist—practitioner model,
promoting both the generation of knowledge and the
application of knowledge in practice. This panel brings
together influential I-O psychologists representing dif-
fering backgrounds and viewpoints to discuss the suc-
cess of the model, implications for graduate curricula,
and the future of our field.

Daniel J. Beal, Rice University, Co-Chair

Deborah E. Rupp, University of Illinois at Urbana-
Champaign, Co-Chair

Rosemary Hays-Thomas, University of West Florida, Panelist

Leaetta M. Hough, Dunnette Group, Ltd., Panelist

Daniel R. Ilgen, Michigan State University, Panelist

Gary P. Latham, University of Toronto, Panelist

Edwin A. Locke, University of Maryland, Panelist

Kevin R. Murphy, Pennsylvania State University, Panelist

Nancy T. Tippins, Valtera, Panelist

Howard M. Weiss, Purdue University, Panelist
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11. Symposium: Friday, 10:30-11:50
Broadway N (6th floor)

The Employment Interview: Constructs,
Questions, and Directions for Improvement
This symposium will examine the constructs captured
by the interview, along with challenges to status quo
thinking concerning its incremental validity and utility
and the natural superiority associated with adding struc-
ture to the interview process. In addition, directions for
improving the employment interview will be addressed.

Ronald F. Piccolo, University of Central Florida, Co-Chair

Ryan L. Klinger, University of Florida, Co-Chair

Allen 1. Huffcutt, Bradley University, Chad H. Van Iddekinge,
Florida State University, Philip L. Roth, Clemson
University, 4 Comprehensive Review of the Constructs
Captured by Employment Interview Ratings

Ryan L. Klinger, University of Florida, Timothy A. Judge,
University of Florida, Examining the Incremental
Validity of the Employment Interview: Beyond
Conscientiousness and Cognitive Ability

In-Sue Oh, University of lowa, Bennett E. Postlethwaite,
University of lowa, Frank L. Schmidt, University of lowa,
Michael A. McDaniel, Virginia Commonwealth
University, Do Structured and Unstructured Interviews
Have Near Equal Validity?
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SIOP Organizational Frontiers Volume:
Conflict in Organizations

Workplace conflict and how it is managed impacts indi-
vidual health and well-being, team functioning and per-
formance, and organizational effectiveness. This forth-
coming SIOP Frontiers volume brings together work on
conflict at the individual, the group, and the organiza-
tional level of analysis. Panelists will discuss their work
and interact with the audience.
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Leadership Influences on Employee Voice

In recent years researchers have beg