Psychology of Work Behavior
Talking Points: April 5

1.  Complete discussion of judgmental data:


a.  Behavior oriented approaches


i.  behaviorally anchored rating scale (exercise)



ii. behavior observation scale

2.  Problems arise with any kind of performance appraisal data.  Some are based upon the way we encode and process information.  These may include:


a.  missing important behaviors


b.  labeling information incorrectly


c.  misremembering information about an employee


d.  remembering irrelevant information


e.  letting personal liking affect the integration of information
3.  We typically discuss four types of “distributional errors” that raters make.  Why do these errors occur?

a.  Halo error:  rater’s tendency to use a global evaluation of a ratee across dimensions instead of distinguishing among the performance criteria for each dimension

b.  Leniency error:  the mean of one rater’s ratings is higher than that of all other raters

c.  Severity error:  a rater tends to use only the low end of the scale when rating performance


d.  Central tendency error:  a rater tends to use only the midpoint of the scale

e.  Less common errors are:  recency effects, first impression or primacy effects, and similar-to-me effects

4.  How can we protect against rating errors?  Train our raters!  But be careful….

a.  Rater Error Training presumably reduces errors by making raters more aware of errors.  Unfortunately, reducing errors can reduce accuracy.

b.  Frame of Reference Training is better.  It enhances a rater’s observation/categorization skills.  It provides a common “frame of reference” to increase the consistency of ratings and, therefore, increases accuracy.

5.  The performance appraisal interview:  participation in and knowledge of the appraisal system by the employee contribute to the perceived fairness of the appraisal.  See pp. 138-139 for an overview of an “ideal” interview.
