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Industrial/Organizational Psychology

• I/O Psychology: 
– scientific study of people at work

• Currently 6,000+ SIOP members (www.siop.org)
• Core topic areas:

– talent management, coaching, assessment, 
selection, training, organizational development, 
motivation, leadership and performance

• Scientist‐practitioner model



Historical Notes

• Earliest writings: 1900‐1915
– “The scientific selection of salesmen”

• First Ph.D. awarded: 1921 
• WW1, WW2
• CRA (1964, 1991)
• Uniform Guidelines (1978)
• SIOP Principles for the Validation and use of 
Personnel Selection Procedures (2003)



From the SIOP Principles…



Selection Procedures: 
Issues of Concern to I/O Psychologists

• Validity/Reliability
– Prediction of future behavior

• Adverse Impact/Fairness
• Applicant Reactions
• Utility



Major I/O and HR Journals: 
Topical Focus within Selection

• Virtually no empirical data on the use of 
criminal records in the I/O or HR literature
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Key Questions Surrounding CRs
Issue Sample Questions

1. Validity Do criminal records predict future job performance, 
workplace safety, CWBs, and/or employee loyalty? 

2. Reliability How reliable are criminal records? How does reliability 
evidence compare to other screening methods? 

3. Construct Clarity How do we account for the nature and seriousness of 
offense, time since the incident, applicant age? 

4. KSAO‐Job Linkages Is criminal history relevant to job requirements? To what 
extent?

5. Stakeholder 
Reactions

How do applicants, employees, organizations, and the 
general public react to the use of criminal records in hiring?



Issues of Constructs vs. Methods

Critical Thinking Conscientiousness Honesty/Integrity

Paper‐and‐pencil
Ability testing Personality 

inventory Integrity test

Archival data
GPA Performance 

reviews Criminal records

Face‐to‐face Work sample Assessment center Interview



How to Move Forward

• DATA
• access
• data quality issues
• interest
• resources


