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ABSTRACT

A TEST OF SITUATIONAL STRENGTH ON ADAPTABILITY AND IMPLICATIONS FOR
PRE-EMPLOYMENT ASSESSMENTS

By

Sarena Bhatia

This laboratory study tested the utility of using situational strength ahddievant cues in an
assessment context. Situational strength refers to cues provided by the enviadroaéttie
desirability of potential behaviors, and trait-relevant cues are those tivateor prompt certain
trait-relevant behaviors (for example, a gun activating more aggrdssnavior). A sample of
215 students was assessed for five dimensions of adaptive performance usingtiaxessises
which contained a situational strength manipulation. There were three letals of
manipulation: weak, moderate, and strong situational strength. This studynedavhether
those high in adaptability exhibited higher levels of adaptive performance, whschssssed
using situational judgment items. This study also tested whether those higptiabdda
exhibited more adaptive performance in moderate strength situations than thase low i
adaptability. There was partial support for both sets of hypotheses: thoseihigtiaptability
did exhibit more adaptive performance and did show more adaptive performancmatdrate
(as opposed to weak or strong) level of strength. However, the results did not extend to all
dimensions of adaptive performance, and were not all statistically sagmtifimplications for
use and measurement of situational strength in selection, use of contextunaiizassessment,
and conceptualization and measurement of adaptive performance are discussedsas w

limitations of the study.
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INTRODUCTION

In today’s modern organizational environment employees are relocated ts affocand
the world, teams band and disband in the blink of an eye, and the pace of work is faster than
ever. Organizations are now structured to be malleable so that processes tares wat be
easily altered to fit current demands (Fugate & Kinicki, 2008). With this ndigabdity comes
a pressing need for adaptive employees who can interpret uncertain situatiomscaed s
despite the lack of structure. Adaptability is defined generally as “clsmgemething is better
able to function or is better suited for a purpose” (Merriam-Webster’s onlinerdicyg, n.d.). A
large collection of researchers are exploring this topic in the workplace, lookiwagysrto
increase adaptive performance of employees through training, leaderstdifying the
organizational context, and other means (Bell & Kozlowski, 28@2jowski, Gully, Brown,
Salas, Smith, & Nason, 2001; Griffin, Parker, & Mason, 2@&kpss, Witt, & Vera, 2012; Yukl
& Mahsud, 2010).

There has also been a lot of attention on adaptability as an individual differencle, (Bur
Pavelis, & Port, 2008Caldwell & O'Reilly, 1983; Georgsdottir & Getz, 2004; Griffin &
Hesketh, 2004; LePine, Colquitt, & Erez, 2000; Mumford, Baughman, Threlfall, Uhlman, &
Costanza, 1993; Ployhart & Bliese, 2006). Individual adaptability is described bty skill,
disposition, willingness, and/or motivation, to change or fit different task, soodl, a
environment features” (Ployhart & Bliese, 2006, p. 13). Adaptability is esdperlevant for
hiring managers who aim to acquire candidates for fast-paced jobs, such as those in the
technology sector, medical fields, and service industry. Hiring managgrea/amé to select
candidates who already exhibit higher levels of adaptability instead of seljgng on training

to get employees to the desired level. This requires pre-employmennassissthat are able to



discern between adaptable workers and less adaptable workers. While prerggnploy
adaptability assessments help organizations understand the underlying dsacaabér
candidates, they often ignore the fact that adaptability is dependent upon a work contex
Researchers know from decades of study that we must understand both the persoordret his
situation to accurately predict behavior (Flesson, 2004; Magnusson & Endler, 1977), and
predicting behavior is often the goal in a selection context. So while there ptalalis,
proactivity, and even cognitive flexibility measures available (Batem@maat, 1993; Dennis &
Vander Wal, 2010; Fugate & Knicki, 2008; Pulakos et al., 2002; Ployhart & Bliese, 2006) they
do not take specific organizational situations into account (Hough & Oswald, 2008t &ley
Dalal, 2009), and this makes them less able to predict behavior than they could if a more
thorough approach was used.

The other weakness of current adaptability measures is the high reliaselé @port.
This reliance is troublesome due to the nebulous nature of adaptability whichitrthKesilt to
grasp conceptually. Adaptability by definition requires a person to changaumf@eseen way.
Therefore in order for a candidate to self-rate him or herself, he or shemaasstand the
spectrum of whatan be done to adopt change, and then assess how well he or she did
personally. This not only requires personal insight and honesty, but it also assumes that the
candidate understands what an effective adapter would do in any given situatio@rfpleg if
someone asked a candidate whether she could readily change her plans when something
unexpected happens, she would need to recognize what a changing situation looks like AND
understand if she changed her plans as readily and effectively as she could havaey She
strongly endorse an item asking about her level of flexibility not understatitht a lot more

could have been done to adapt to the changing environment.



To reiterate, the current adaptability measures miss vital pieces of te pen it
comes to predicting motivation and behavior. Not only do they neglect organizationatcante
important part of understanding work behavior, but they rely on a reporting method that is
subject to bias and threats to validity (Donaldson & Grant-Vallone, 2002; Podsakoffat,O
1986; Spector, 1994).

My goal in this study is to explain the need for an individual adaptability s@ieciol
that integrates strength of the situation in predicting future work behaviord)eantest this idea
to see if different levels of adaptability can be distinguished. Sevelta cltrent pre-
employment adaptability assessments in use are validated, usually tarocogétruct- or
criterion-related validation. However, existing measures often do not inclualezatjonal
context and the ones that do ignore the way that specific situations can influeacehé aim
to integrate relevant situational characteristics to better parse alifférences between
candidates who would adapt well in the organization and those who would not. With the
completion of this study, | also hope to contribute to the understanding of a futurabadgpt
measure that uses more objective criteria for success than seledepoaptability. By doing so,
| aim to get a more accurate statement of what candidates areearat able to do instead of
relying on a candidate’s impressions or aspirations of being part of lalélexganization. |
believe that with the testing of this idea, researchers and hiring mamageganizations will be
a step closer to having an effective assessment that provides job-retevabjective
information about a candidate’s level of individual adaptability.

| begin by reviewing the person-situation debate and underscoring the impatanc
using both to understand and predict behavior. | then review current adaptabiétghese

partitioning the current literature by the three primary ways addipgdias been studied up to



this point: as a set of performance behaviors (Pulakos et al., 2000), as a processS(Bgkke
Salas, Pierce, & Kendall, 2006), and as an individual difference constructgRI&yBliese,
2006). Because | am most interested in adaptability as an individual diffemarsteuct, | take a
more critical lens to the existing research to show how my study will agvarterstanding of
individual adaptability. | then conceptualize a continuum of adaptability by Kgaevi previous
depictions of different types of adapters (Bateman & Crant, 1993; Georgsd@tz 2004,
Griffin & Hesketh, 2003; Huang, Ryan, Zabel, & Palmer, 2014; Ployhart & BIR8@6). High
adapters are those who recognize signs of change in an organization and have both the
willingness and the ability to adapt to this change before it is required. L@ieaslare more
passive, and do not possess as strong of a desire and/or the skills needed to adapt to
organizational change before it becomes a necessity. This continuum witidatsed to make
specific predictions about behavior in the experimental portion of the study. Aflera¢ixg the
range of adaptability that will be used in this study, | move to the situatioeagst literature. |
review the ways that situations have been looked at in the past, highlighting ttafact
situations are often understood by taking the person perspective into account- tisghata
researchers often look at how the situation is interpreted by the people in it wiSjest
analyzed for its objective characteristics. | then introduce the idea df@ialastrength, first
explaining that situational strength refers to aspects of a situation theppgse to behave in
certain ways, and then summarizing two frameworks of situational strengtratteabeen used
previously (Marshall & Brown, 2006; Meyer, Dalal, & Hermida, 2010). | conclude plaenng

how they will be applied in this study to understand candidates’ relativs lefvatiaptability.



THE HISTORY OF THE PERSON-SITUATION INTERACTION

Researchers nowadays frequently consider the dual roles personality and plarytin
shaping behavior and perception of the world; however, this was not always theefaseilik
1970s, there was a strong positioning on either side of the debate: one either cared about the
effect of personality or the effect of the situation. In order to understand whexeewoday, |
take a look at the historical focus of two fields of psychology — social and pergenaititl their

contribution to the current way of thinking about the person-situation interaction.

Social psychology aims to find “causal explanation[s] for why people experieac
world as they do and act within it” (Stainton Rogers, 2011, p. 6). Much of the research social
psychologists do focuses on how the environment and the actors in it influences our thoughts,
feelings, and behavior (Ross & Nisbitt, 1991). The importance of the environment cam e se
many of social psychology’s most prominent theories and experiments. The furalament
attribution theory posits that when humans observe others, we often incorreitiyettr
outcomes to the inner workings of a person instead of to the environment (Harvey, Town, &
Yarkin, 1981). A relatable example is watching a person slip in a store and rEgshiatihe or
she is clumsy instead of figuring that the ground was wet or slippery. TTgeMiexperiment is
another example of using the situation to influence behavior; in the study reseaethe a
“strong” situationa concept that will be discussed later, and consequently got a very

standardized set of responses from participants (Milgram, 1963).

While social psychologists study aspects of our environment, including the pempie a
us, personality psychology has historically taken a different approach. Reys@saarchers

hold the idea that individual differences in feelings, thoughts, and behaviors are resgonsibl



behavior (Johnson, 1997). This means people have stable traits and tendencies which shape
behavior across situations and while there is variability, a person’s trgiosdmn is a good
predictor of how he or she will act. Because social psychologists and pegspswtihologists
sometimes have alternate explanations for the same behavior, tension roea tiedae fields

(Lucas & Donnellan, 2009).

Although the debate played out in the 1920s and 1930s, Walter Mischel pushed these
tensions to a breaking point when he published an influential book that offered evidehee for t
limited utility of personality traits, and pointed instead to the prominenttdéffe@nvironment
has on behavior (Mischel, 1968). Although Mischel issued later clarifications dwottlsthat
advocated for an interactionist approach (Mischel, 1999; Mischel, 2004), the perceidgy vali
of personality psychology suffered. The field retreated to form its argungaitsta claim that
was so damaging to its reputation (Endler & Parker, 1992; Roberts, 2009). It experienced a
resurgence in the late 1970s when the debate was “resolved” through aniamistaagpproach
that embraced the importance of both personality and the environment in understandimg huma
behavior (Flesson, 2004; Magnusson & Endler, 1977; Mischel & Peake, 1983). Researchers
gained a shared understanding that one field cannot exist without the other, stoppegitrefuti
existence of traits, and moved toward “specify[ing] their nature with incrg@secision in

different situations” (Ten Berge & De Raad, 1999, p. 354).

There is now a large body of literature examining the contribution indivichitd dnd
the environment make to explaining behavior (Pryor, LaVite, & Stoller, 1993; Tetir&e,
2003; Trevino, 1986). Following that idea, this study aims to use characteristicsfi#tion
in influencing people with different personalitiesstmw those personalities through their

behavior. While there is agreement in many fields that the person and the sitteatropatant,
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pre-employment adaptability assessments have not fully captured thig. diiarent
assessment items make passing reference to the organizational cotexd §lgee connections
between seemingly unrelated information” (Ployhart & Bliese, 2006, p. 37) tay‘Bbreast of
developments in my industry” (Fugate & Kinicki, 2008, p. 512). This leaves a large aafiount
interpretation up to the candidate. Hiring managers have little idea if the candidatually
better than the average population at connecting unrelated information, what tllateesdi
interpretation of “current knowledge” is, or how well the candidate will perform isghkeific
organization to which he or she is applying. As discussed earlier, adaptalaiyacially
problematic because it is inherently hard to grasp. It then becomes impopantide more
contextual information to assessment takers in hopes that a stronger iattonpoirthe situation

side of the person-situation interaction will allow for better prediction oféuperformance.



OVERVIEW OF ADAPTABILITY

There is a plethora of research on adaptability, but little standardization on how
adaptability is conceptualized or defined (Baard, Rench, & Kozlowski, 2013). Ressanche
different subfields of organizational psychology, as well as other fields catyplet
conceptualize adaptability in a way that is useful for their individual areaayj.sbelection
researchers view adaptability as a trait because it means eegplarebe chosen based on their
pre-existing levels of adaptability (LePine et al., 2000). Training relses see adaptability as
skills and knowledge that a person can be trained to apply to a specific situatitm f&md, &
Kozlowski, 1997). Creativity researchers see adaptability as a prbe¢ss vital to a creative

individual's success (Feist, 1998; Meneely & Portillo, 2005).

This study is focused on adaptability in a selection context. | am most iatenes
adaptability as an individual difference, but also as an adaptive behavior whensttoome
predicting outcomes. There are many ways to partition the research, buekangne
adaptability in three ways: as a set of performance behaviors, as a processarantasidual
difference construct. In the following review, | focus primarily on adafpty as an individual
difference and a performance behavior because they are the most pestthentesearch
qguestions, but include previous research on adaptability as a process to expose apdkiatr wa

adaptability is often conceptualized.

Adaptive performance

Adaptive performance is defined as “behaviors demonstrating the ability tavithpe
change and to transfer learning from one task to another as job demands vargttbA&iw

Hesketh, 1999, p. 98). The first conceptualization of adaptive performance positioned it as an



addition to the two performance domains that were accepted at that time, task gaeréand

contextual performance (Borman & Motowildo, 1993). In an early endeavor to define the
criterion space of this new performance domain, Pulakos and colleagues citgptddgy with
the goal of understanding the job performance behaviors that make up adaptivegrexorm

(Pulakos, Arad, Donovan, & Plamondon, 2000).

In order to create the typology, critical incidents were generated fronogees! in a
variety of jobs. A content analysis of the incidents was conducted by subjectexptes and
in conjunction with guidance from the literature, eight dimensions of adaptive jabrpance
were identified. The dimensions were handling emergencies or crisisosifijatandling work
stress; solving problems creatively; dealing with uncertain and unpredigtalk situations;
learning work tasks, technologies, and procedures; demonstrating interpadagtability;
demonstrating cultural adaptability; and demonstrating physically odieateptability. With a
new criterion space came the need for unique tools to measure this space, sartieersse
created the Job Adaptability Inventory (JAI) which is a set of behavioras ileat ask about
adaptive work behaviors. While this was a rigorous effort at determininguhiglendimensions
of adaptive performance, there has been no additional support for the eight dimensféins (Gri

& Hesketh, 2003; Pulakos et al., 2002).

In a later conceptualization aimed at parsimony, adaptive performance riviésneal
into three types of behaviors: proactive, reactive, and tolerant (Griffin & Hes@03).
Proactive behaviors are initiated by a person, and have a positive impact on theneanir
Reactive behaviors occur when one changes him or herself to suit a new envirdasiint

tolerant behaviors are when a person continues the current set of behavioesadelsaitging



environment (Griffin & Hesketh, 2003). The figurelbw illustrates how 7 of Pulakos and

colleagues’ dimensions were subsumed into these thehavioral groupings.

[ Proactive [ Reactive [ Tolerant
Problem- | | : Copes with
solving A (B stress
Handling | | Interpersonal Copes with
crisis adaptability uncertainty
| | Work-culture
adaptability

Figure 1. Griffin and Hesketh (2003) adaptive behavior disiens.

The white boxes indicate groupings from the 2008paand the gray boxes indicate
how Pulakos and colleagues’ (2000) dimensions websumed into three higher dimensions.

Physical ability was not included because it wasraelevant to the organizations being studied.

The Minnesota Theory of Work Adjustment (TWA) wasd in this study to hypothesize
how seven of Pulakos’ original eight adaptive betvagimensions would fall into the three new
categories. While the TWA is described, there islimect explanation for how the theory guides

the placement of the seven adaptive performancertians into the three new categories.

Additionally, Griffin and Hesketh’s conceptualizatis do not always seem to line up
with Pulakos and colleagues’ original definitiorigtte eight adaptive performance dimensions.
Pulakos’ “dealing with uncertain and unpredictalbtek situations” is described as changing
gears easily, adjusting plans, goals and prioribedeal with changing situations, and taking

effective action without knowing the whole pictufiéis sounds like it belongs in the reactive
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dimension (changes him or herself to suit a new environment), yet it is defin¢olesat

behavior (continues the current set of behaviors despite a changing environment).

In another example the interpersonal adaptability dimension, which descrikges one
ability to be open-minded and flexible when considering other’s viewpoints and intgnadtin
them, is categorized reactive. Yet it is possible that an employee could pheract with
others with an open mindset and the intention of developing effective relationstnmhfieitent
types of people- an arguably proactive approach. It is difficult to group speeffaviors, such
as talking to diverse people or interacting with people from different backgrosnuimative,
reactive, or tolerant behaviors because people may take varying apprdaethesndividual

differences.

Griffin and Hesketh’s model contributes to the idea that adaptive performanatiis m
dimensional and that some behaviors initiate change into the environment while ahess ar
reaction to change. However, the distribution of Pulakos’ original dimensions as@pact

reactive, and tolerant behaviors does not always hold conceptually.

While adaptive performance was being studied, the role of the environment in shaping
these behaviors was just beginning to be considered. Griffin and Hesketh used jaxitgmpl
and management support as predictors of adaptive performance (2003). A short @rhile lat
another study found management support and organizational vision to be predictors of adaptive
performance (Zacarro & Banks, 2004). One study, which took a multi-level appooacdél
proactive, adaptive, and proficient behaviors, incorporated the environment by usirglesr
(Griffin, Neal, & Parker, 2007). The assumption here was that adaptive and proaleive

behavior only occurs in uncertain situations where work roles are not formalizedidPiyfi
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behaviors, on the other hand, occur in the context of formalized work roles. A later study
included organizational politics in examining when adaptive performance carbatanto task
performance (Shoss et al., 2012). In all of these studies, existing aspectsrofitbement were
taken into consideration to see how they affect adaptive performance. While&tiesal
constructs included here are by no means an exhaustive list, these findings offdrfeutip®
idea that the environment can affect organizational outcomes like adaptive p@iderm
Continued work on what affects adaptive performance can hopefully be used to furtloseimpr

prediction of some of these behaviors.

Most recently, adaptive performance was studied using an interestintpveoithe
task-change paradigm. This paradigm is one of the most common methods used to look at
adaptive performance (Chen, Thomas, & Wallace, 2005; Johnson et al., 2006; Kozlowski et al.,
2001; LePine, 2003; 2005; LePine et al., 2000). In the method an individual or team is asked to
engage in a task, usually in the form of a computer simulation or game. Once the ihdividua
team is familiar with the task and has worked out a strategy that leads¢sstbe strategy
changes (often to become more complex). The individual or team must adapt his oakigrbeh

in order to continue to perform well.

In some cases the computer program gives results of adaptive perfoandnoeother
cases, raters use a scale to determine how adaptively the individual or temmexkrin either
case it is difficult to isolate adaptive performance from task performr@amnaevious knowledge
(Lang & Bliese, 2009). For this reasdrgnsition adaptation andreacquisition adaptation were
conceptualizedTransition adaptation is the degree to which routines and expertise from the
original task are transferred to the new t&&acquisition adaptation is the systematic learning
behavior that allows one to recover from performance loss after the change¢wttask (Lang
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& Bliese, 2009). In addition to examining the relationship between adaptive penfaraad
general mental ability (and finding null and negative relationships betweendhettiis study
represents a further breakdown of adaptive performance in order to understandirtg wor

mechanisms.

Adaptive performance is an excellent criterion for individuals, teams, and zagans-
it is extremely relevant in today’s changing world. Researchefsikeilly continue to map the
set of behaviors associated with adaptive performance and provide empirical eVadehe use
of adaptive performance as a performance domain independent from task or contextual
performance (Borman & Motowildo, 1993). In some studies, individual adaptabiditgden the
predictor and adaptive performance has been the criterion (Griffin & Hesketh,RA@Bos et
al., 2002). Given that adaptive performance often captures performance belmatiare not
necessarily found in the other two performance domains, such as changing gespense to
unpredictable events or keeping knowledge and skills current, this seems tcehéd and
logical mapping. Adaptive performance will be used in this study, and will beezbussre in

detail at the end of the section.

Adaptability as a process

Although used less frequently, adaptability as also been conceptualized asss.prbe
process approach looks at adaptation as “iterative cycles of process isreshhat are
reciprocally linked to performance outcomes that individuals and teams exhibiifgla task
change” (Baard et al., 2014, p. 31). Most of the work in this area is theoretical wittathed g
optimizing adaptability in dynamic environments (Burke et al., 2006; Kozlowskil§ B¥O8).

Burke and colleagues conceptualize four stages in the team adaptivesityateon assessment,
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plan formulation, plan execution, and team learning (Burke et al., 2006). Each of thesagphase
said to have its own set of processes that drive performances which createnestategs that
continue to drive later phases of the adaptive cycle (Baard et al., 2014; Rosen),Bedwel
Wildman, Fritzsche, Salas, & Burke, 2011). The implications of adaptive procaefidss w
especially salient as the pace of work and change quickens. This researdhirectigtrelevant

to individual adaptability assessment because hiring agents often do not have thecchance t
observe candidates for long period of time to understand the processes underlyirehthearb

So while it is an interesting area of work, adaptability as a process dq#aynatrole in this

study.

Adaptability as an individual difference

Another way of conceptualizing adaptability is an individual difference. Iddali
differences are “stable internal factors that make one person’s bebamsistent from one time
to another, and different than behavior other people would manifest in comparable situations”
(Child, 1968, p. 83). Selection researchers and practitioners benefit when adapsability i
conceptualized as an individual difference; it means that organizations cdrcaetidates
based on their pre-existing levels of adaptability, instead of relying smietiining for them to
reach the necessary level required for the job. Selection researchibenaable to create
assessments with adaptability as the predictor, and organizations sasedinesources by
selecting employees who will fulfill the job requirements early in ttegiure. Adaptability, and
constructs like adaptability such as proactive personality and dispositionalyabifilyp, are
linked to a number of other positive outcomes such as job and career satisfaction, strong
commitment to goals, organizational citizenship behaviors, affective comntitme
organizational change, and the establishment of strong supervisor relationsiniyb &, 2000;
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Li, Lang, & Crant, 2010; Fugate & Knicki, 2008; Ng, Eby, Sorensen, & Feldman, Paéker,

1998).

While adaptability itself is an individual difference, there are controe®isithe current
literature as to whether adaptability isampound trait, “traits [that] are comprised of basic
personality traits that do not all covary” (Hough & Schneider, 1996, p. 57 )neiasompetency,

a “set of knowledge, skills, and behaviors that allows an individual to respond to a changed
situation” (Baard et al., 2014, p. 15). Compound traits are often designed with a criterion in
mind; researchers then choose relevant basic traits that are likelyitoir@aprediction of the
criterion. Two examples are the customer service construct and the managetential
construct- both have clear outcomes on which they are based. An example of a compaand trait
the adaptability realm is Judge and colleagues’ “responses to organizetiange” (1999, p.

107). In this study, managers’ responses to organizational change are said to keddogdict
seven basic traits: locus of control, self-efficacy, self-esteem, poafte&t, openness to
experience, tolerance for ambiguity, and risk aversion (1999). The intent heretliefgaseven
traits should help researchers understand how well managers cope with orgahicagioge,

and coping with organizational change as a compound trait can then be used to predict other

relevant outcomes like job satisfaction and performance.

An example of adaptability as a metacompetency is seen in Ployhart andsBliese
conceptualization of individual adaptability, predicted and influenced by different &dgey
skills, and abilities like personality, values, and physical ability (2006¢ cbhtrast here is that
compound traits are composed only of basic traits, while metacompetendrediadeial
differences that are composed of traits, knowledge, skills, and abilitesgtKkMvski, 2000;

Rubin et al., 2007). In this study, | view adaptability as a metacompetency, basediauspre
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work that has supported this idea (Fugate, Kinicki, & Ashforth, 2004; Ployhart &BRO06;
Pulakos et al., 2002; Tucker, Pleban, & Gunther, 2010). Adaptability in this study encompasses
both one’s willingness and ability to change so it must include personalitytivatitsxplain the
presence or absence of an approach orientation to change, as well as knowledgg, hild,

and other components that allow or inhibit one from exhibiting adaptive performanegobgha

such as integrating information quickly and learning how to use new tools and approaches.

| move forward under the assumption that each person has a relatively stable, wahate le
of adaptability. It is still useful to briefly discuss what other scholatbe area have speculated
influences or composes individual adaptability. There are several traitscanasges that
commonly emerge when talking about what makes up and predicts adaptabilitypriginot
stability and openness to experience, two dimensions of the five-factor modegllare
documented precursors to adaptability (Feist, 1998; Griffin & Hesketh, 2004; Hualng?ét 4;
LePine et al., 2000; Pulakos et al., 2002). Additional predictors and components of adaptability
include cognitive ability (Burke et al., 2006; LePine et al., 2000; Reder & Schunn, 1999;
Ployhart & Bliese, 2006), self-efficacy (Griffin & Hesketh, 2003; Judge, HaorePucik, &

Welbourne, 1999), and locus of control (Crant, 2000; Judge et al., 1999) among others.

By this point it may be evident that individual adaptability has been conceptuabzgd m
different ways. Below, | outline some of the major approaches to adaptabditypaint out
some strengths and weaknesses of each approach. | start with the I-ADABT{lenmore
recent and thorough theories of individual adaptability. | move on to talk about atigpasbi
applied to creativity and innovation, and then touch upon the work that has been done on

proactive personality and career adaptability. Using the discussion eoédtftaeories of
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individual adaptability, | propose and discuss a spectrum of adaptability the¢we as a

conceptual basis for the rest of the study.

I-ADAPT. One recent conceptualization of individual adaptability is Ployhart andeBlie
I-ADAPT theory in which individual adaptability is defined as “an individual's ghigkill,
disposition, willingness and/or motivation, to change or fit different task, soctl, a
environmental features” (2006, p. 13). This theory seems to be a catch-all; it ekpaailistal
predictors of adaptability, adaptability itself as an individual differeti@emediating processes
of the adaptability-performance relationship, and the effect of the environment oalaldgpt
While it fills a considerable theoretical gap - linking adaptability to ksljotors and outcomes,
and taking into account situational variables - the relationships among variazbtex always
mapped out and the model lacks empirical tests. Figure 2 illustrates ivR7AmModel,
reproduced directly from the original publication. A description and discussion of thg theor

follows.
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Figure 2. I-ADAPT theory model, reproduced directly from Ployhart & Blie2@00).

According to the I-ADAPT theory, individual adaptability contains eighnlate
dimensions that mirror the eight dimensions in Pulakos and colleagues’ adapiwmpede
construct (2000). There is no specific explanation of why individual adaptabilithéaarme
dimensions as adaptive performance, but the authors of the I-ADAPT do sayftérantlif
KSAOs will predict different facets of adaptability. Allowing adapti&piio have eight
dimensions is meant to keep the construct flexible and broad but given that thtee is |
empirical support for Pulakos’ dimensions, using the dimensions for individual adapiability

hard to support.
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The next piece of the model asserts that distal KSAOs will predict adéaptdlfiese
KSAOs include, but are not limited to, cognitive ability, personality, values, andcphgbility.
The distal KSAO predictors are meant to be more stable and trait-like, ngatbbiwork of
other researchers (Mumford et al., 1993; Pulakos et al., 2000). The first problem here is that
almost anything can be a distal KSAO; there are no stated boundaries. $ett@nelare no
direct relationships drawn between specific KSAOs and dimensions of adaptélmiiever,
because this is one of the only studies that puts forth dimensions of individual adgtedtilit
arenot basic traits, it is hard to fault the authors for not drawing specific garfxlden the distal
predictors to the dimensions. There is little to no work done in this area, so thesaskips

are left unknown for now.

Individual adaptability can either relate directly to task performanasgrobe mediated
by a number of psychological processes (situation perception and appraisa)y stedtction,
self-regulation and coping, and knowledge acquisition). This makes a valuabheestafirst,
because it acknowledges that the environment affects how the situation is beéigegeand
second, because it explains why some people are better able to adapt thavertheres
willingness is the same. The mediating processes allow one to recogeszef change and use
decision-making skills to cope with the change. Adaptability here is said to hiévarbability

and a willingness component.

I-ADAPT makes a number of claims about the adaptability-performaretgoredhip.
The first is that performance can come in any form. This is problematic leataus is little
support for adaptability leading to anything but adaptive or task performanqang¢ee
performance domain of the I-ADAPT unrestricted is not necessarily wtioaige simply is not
much support for it currently and it feels like the authors are trying to keep themppen.
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The next claim is that mostly anything in the model can relate to perioandistal KSAOs,
individual adaptability, or individual adaptability through a mediation of psychologica
processes. Again, these relationships may all be true but they it feels likehibies @né reluctant
to exclude any option. Why would individual adaptability relate to performanbeuwtithe
influence of mediating processes? Should an employee not have to regulate his ca\her imeh
order to adapt, no matter what the situation looks like? These and other questions go

unanswered, but the possibilities in the model remain.

Lastly is the complicated role the environment plays. Ployhart and Bligsaamize
environments into stable and dynamic. They then propose that when adaptability istdegetbns
in a stable environment, it is automatically proactive. Likewise, when adi#ytebshown in a
dynamic environment, it is automatically considered reactive. The ratifumdtgs novel idea is
that a change in a stable environment must be self-initiated (thereforaywpatiereas
changing or dynamic environmeritsce change (making action inherently reactive). While
reality may not be as black and white as the I-ADAPT suggests, differeniosituikely do
elicit different levels of adaptability. In a dynamic situation wherekvi®constantly changing,
there is little opportunity for a proactive person to self-initiate change mersigns of change
before others do; there simply is no time to do so. Likewise in a stable environmemdlyere
not be any reason to change so if a person does, it is because he or she indepbodsefiya@

do so. The situation does dictates the type of adaptive behavior to some extent.

The I-ADAPT theory is a good start in looking at adaptability from a big pidtune It
incorporates many relevant pieces that other theories neglect, and nmakdslsdiable
hypotheses about the relationships in the model. It allows for feedback loops, whickxikely

given the dynamic nature of many of the relationships outlined in the theory. Tiashel,
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there are also a lot of relationships that seemed to be included as possibihibes strong
theoretical or empirical support. This theory is useful in thinking conceptually adaivitiual
adaptability, but its limitations make it unsuitable as a primary framewbith is likely why it

has not been tested empirically.

Creativity and innovation. Several researchers have examined the role of adaptability in
creativity and innovation (Georgsdottir & Getz, 2004; Meneely & Portillo, 2005; Muh&bal.,
1993). One paper talks about types of flexibility similar to the way papers iddpeadility
realm talk about proactive and reactive adaptability. lddagtive flexibility refers to the ability
to find new solutions when old methods no longer work (Georgsdottir & Getz, 2004).
Soontaneous flexibility is the ability to generate new solutions without any external pressure to
do so. There are established links between flexibility and creative perfaméhahe
understanding that people who are less rigid about their knowledge structureseaeasilgr
able to make connections within this knowledge (Feist, 1998; Georgsdottir & Getz, 2004;
Meneely & Portillo, 2005). While this literature deviates a little from aalaifity in the
workplace, it provides further support for the benefit of flexible thinking to perfacma

outcomes, and the idea that different types of adaptability exist.

Proactive personality. Proactive personality is described as a personal disposition
towards proactive behavior, and refers to people who “effect environmental chadeetify
opportunities and act on them, show initiative, and persevere until they bring about mganingf
change” (Bateman & Crant, 1993, p. 103; Crant & Bateman, 2000, p. 65). Proactive personality
differs from individual adaptability in that it is defined by Bateman and Craauiaustr umental

trait, or a trait that has an impact on the environment. Proactive personality idtzatregflects
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a stable behavioral tendency; individual adaptability is a metacompetencgflbets abilities

and competencies in addition to traits.

People who are lower in proactive personality tend to passively adapt to their
environment as change comes. The difference in those who are proactive and those who are not
again bears resemblance to the continuum of high and low adaptability, and supports the idea
that some people are better at identifying cues of change and initiatingla feearovel
solutions. Several studies have found positive outcomes of proactive personality like job
performance (Crant, 1995; Seibert, Crant, & Kraimer, 1999), career sabisfégtet al., 2010;

Seibert et al., 1999; Seibert, Kraimer, & Crant, 2001), and effective leaderstep@a&
Crant, 1993; Crant & Bateman, 2000). The proactive personality literature provates st
support for the idea of proactive adapters, and also further develops the idea thiaeproac

adapters exhibit behaviors that are beneficial to organizations.

Career adaptability. Another measure that taps into an individual’s ability to adopt to
change at work is the Career Adapt-Abilities Scale (Savickas &IRP@®&2). The creators of
the CAAS did not focus on defining adaptability directly- they view the changegsrasean
interplay between adaptiveness, adaptability, adapting, and adaptation. Feasehe&rs work
within career construction theory which says adaptation is only possibteitan is both
“willing and able” or possess “adaptivity and adaptability” (Savickas, 2005, . B6Bngness
or adaptivity refers to one’s motivation to do the task. Ability or adaptabikign® having the
resources to do the task. Examples of resources are coping skills, safioegstrategies,
education, and previous adaptability experiences. While the CAAS is complioateddes not
neatly incorporate or define the different forms of adapting in a way thasily enderstood by
the reader, there is an important message here: adaptability is composed ollingtiess and
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ability. The creators of the CAAS use a clever example is demonsttiaisngpint. When an

airline host or hostess asks for passengers to sit in the exit row during a flighthbecalisfor
volunteers that are both “willing and able.” One may be physically able to helgigheuwlane
experience trouble but unwilling to take the responsibility, and one may wish to talejob t

but not qualified to complete the job task. Likewise, an employee may want to adapirtbéns
surroundings and not have the skills and abilities to do so, or one may possess the cosipetencie
to adapt but lack the right frame of mind. Both pieces are essential in identifyiyn adaptable
employees. The importance of willingness and ability will be highlighted beloswn | discuss

the spectrum of adaptability.

Summary: continuum of adaptability

Although individual adaptability has been characterized in different wape iteérature,
many conceptualizations include some differentiation between people whteichiange in
response to fluctuating environmental pressures, and people who adapt to changeortyswh
necessary. Ployhart and Bliese’s model recognizes that proactiditgactivity arise in
different environments, depending on how demanding and fast-paced the environment is (2006)
Griffin and Hesketh address proactive and reactive behaviors, and show supposeftwithe
dimensions (2003). Within the innovation and creativity realgpastaneous andadaptive
flexibility, reiterating the idea that some people can change without external prelssere
others have to be prompted to ad@peorgsdottir & Getz, 2004). Several articles address
proactive personality, offering support for a type of person who is unconstraingdaipsal
forces and who affects change as a result of an internal drive (Batemant&Il©88; Crant
2000; Crant & Bateman, 2000; Fuller & Marler, 2009). Huang and colleagues partitiorvadapti

performance into proactive and reactive adaptation, using examples frony tostisualize
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Forrest Gump’s acceptance of change throughout his tumultuous life in compariedm t
Kennedy’s pursuit of the presidency (2014). These studies and more offer ample support f
continuum of adaptability where quick adapters are self-driven and sloweesdag pushed
into change. | make use of this continuum in understanding the differences in adajatadahty

candidates.

| define someonkigh in adaptability as having both the ability and the approach
orientation to identify early signs of change, and the ability to adapt to chafgge bxternal
pressures force adaptation. People high in adaptability often effectecimatigir environments
without external incentives to do so. In an organization this may mean creagmgtask force
to deal with a problem even if it is not their specific duty to do so. People high in adgpsabil
willing and able to adopt new approaches, tools, and technologies in the workplace even if the
organization does not require it. They adapt to change with an approach orientation and a
positive mindset. People high in adaptability are also able to work quickly and elfianent

response to completely unforeseen changes and circumstances.

Someone who iBw in adaptability is defined as being a passive recipient of change who
is not adept at identifying inclement change, and who only alters his or her behawiat ishe
necessary. Those low in adaptability may exhibit Griffin and Heskethiatlbehaviors in that
they will maintain their current behaviors despite a changing environmensomgthing or
someone forces them to do otherwise (2003). These people are likely less skillbdskamngh
in adaptability when it comes to producing innovative solutions and integrating divecss pi
information- part of the reason is that they are responding to external pressaaé ofs
necessarily initiating change and progress on their own, so they may hauadeasd fewer
resources to allot to adaptive solutions. They may be less up-to-date about togetiza
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initiatives and progress, less able to see trends that predict inclement, @ahigss able to
think of solutions when change is needed. People low in adaptability deal with unforeseen
change more slowly and with less finesse than those higher in adaptabilitpdapters may

also be more hesitant and less positive in their approach to change.

Overall, those high in adaptability tend to take more action, and make decisions more

quickly and effectively than those more low in adaptability.

Adaptability in this study is identified as a continuum for a few reasons. Bhésfthe
multidimensionality of the adaptability construct. | discussed the importavadingness and
ability in reference to a flight passenger sitting in an exit row. This examplesppgle in that a
candidate can have varying standings on these two pieces. One may be veryongtagt but
lack the awareness to recognize signs of change. Similarly, one magirecthg need to adapt
and have the skills to do so, but be devoid of the motivation to change before it is required. A
computer programmer who is always willing to be an entrepreneur and try riesareoivill
succeed in the technology sector because he or she possesses the needed knovigedge to al
or her behavior and learn new programing languages, operating systedsyetger, if this
same person is confronted with an organizational restructuring where copragiermmers are
now required to interact with and sell to clients, our programmer may have mdrketr
recognizing and adapting simply because he or she has more limited expersales and
building client relationships. It is not that willingness has decreasedimpy that the
foundational knowledge dfow to adapt is not there. Overall, people have different motivations
and capacities so instead of dichotomizing into high and low adapters, | leave dithaptabi

continuum. However, in this study | will be particularly interested in what befsageople high
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on this continuum exhibit in comparison to those who are lower in both ability and desire to

change.

During the discussion of adaptive performance and how it has been defined, | skid that
would follow previous scholars who looked at both individual adaptability and adaptive
performance. For example, Pulakos and colleagues reviewed the litéoatteate primary
dimensions of adaptive performance (2000). They then developed the Job Adaptabilityrinvent
which was designed to measure the adaptive performance dimensions. Lagtignthe
developed a predictor measure that covered the eight dimensions (Pulakos et al., 2082). Gri
and Hesketh followed a similar pattern where they identified their construct, uiséd$
adaptive performance dimensions to form a criterion, and then developed two predictprs usin
the adaptive performance dimensions to utilize in addition to validated persoredisyiras
(2003). | follow a similar method: | first define the continuum of high and low adapyalsing
work that has already been done in the area. | then develop adaptive performancedehavi
based on the definitions of high and low adaptability. Table 1 outlines the specific bet@atiors
are expected for those high and low in adaptability. Lastly, | develop a tow),thsi adaptive
performance behaviors as a guide, which allows me to test whether situstiiength plays a

role in expression of individual adaptability.
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Table 1. High and low adaptive performance behaviors.

Behavior High adaptive performance Low adaptive performance
Identifying * ldentifying early signs of * Identifying change only when it
signs of change change is obvious or is pointed out by

o Integrating information to
see change coming

o Staying abreast of
company developments

Adjusting to * Being willing to adjust to signs

signs of change of change without external
pressure

Exhibiting a * Exhibiting a positive attitude

positive attitude towards change

toward change

Initiating » Initiating change in the .

change environment (without any
external pressure)

Exploring new  « Exploring new approaches, .

approaches, tools, and technologies through

tools, and own curiosity or initiative

technologies

someone else

Adjusting to change to maintain
performance on the job or for
some other extrinsic motivation
(being less willing to adapt to
change)

Exhibiting a hesitant or reluctant
attitude towards change

Being a passive observer of the
environment

Retaining current approaches,
tools, and technologies until
required to change

Adaptability hypotheses

Based on these adaptive performance behaviors, | make specific predibionshose

who vary in adaptability. The five behaviors listed in Table 1 are the specifis &d¢he study

because they encompass the main differences in willingness and abiliggbdtigh and low

adapters, and therefore provide a range of behaviors associated with diéfeetnof

adaptability. They are also all behaviors that would be exhibited in a workplace.
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| make the following predictions:

Hypothesis 1a: People higher in adaptability will be more likely to identify early signs of

change than people lower in adaptability

Hypothesis 1b: People higher in adaptability will be more likely to adjust to signs of

change without external pressure or motivation than people lower in adaptability.

Hypothesis 1c: People higher in adaptability will be more likely to exhibit a positive

attitude towards change than people lower in adaptability.

Hypothesis 1d: People higher in adaptability will be more likely to initiate change in their

environments without external pressure to do so than people lower in adaptability.

Hypothesis 1e: People higher in adaptability will be more likely to explore new
approaches, tools, and technologies when they become aware of them than people lower

in adaptability.
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OVERVIEW OF SITUATIONAL STRENGTH

The person-situation debate was resolved through a shared understanding thaté®th piec
were important in predicting behavior but in order to reach this agreement, sle€aesearch
about the situation had to be considered and incorporated. As one reviews situation résearch, i
becomes clear that many situation researchers had embraced a formpesgtmesituation
interaction long before the current compromise. This section offers a rasfmerspective of
how situations have been defined and classified, as well as more recent work omatenailt
characteristics, aituational strength, can influence people to behave in predictable ways.
Throughout this section, | explain how situations and situational strength wdhicetualized

in this study and provide rationales for these conceptualizations using pregieache

Thesituation defined

The definition of a “situation” has historically been hard to grasp in psycholegyi(P
1976; Sherman, Nave, & Funder, 2010; Ten Berge & De Raad, 1999), and after reading a
dictionary definition of situation, it is not hard to see why. The dictionary defisggadion as
“all of the facts, conditions, and events that affect someone or something atw@grartiee and
in a particular place” (Merriam-Webster’s online dictionary, n.d.). Thisxdefh underscores
the idea that anything and everything can be considered part of the situatiGeasolrers have
included different elements over time depending on how the situation is used in thett.conte

Sometimes situations are defined by their objective elements; one exartipteiof
Sells’ extensive list of situational variables (1963). The variables raogetifre easily
observable, like the weather, to the more discreet, like social status of groupthiBgeon the

list is adaptable to empirical measurement, but the actor does not influeniteatiens Taking
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an objective approach allows the inclusion of situational elements that the actowotioealize
are influential, but that change behavior nonetheless (Furr & Funder, 2004). This is cammon i
clinical practice. The other advantage is objective situations lend themselempirical study.
Proponents of an objective approach to situations would agree that while we may not know the
nuances of how an actor interprets a situation, we can put participants in situatothe same
basic elements and expect some level of consistency. If a participaades ph a room with a
stranger, he or she is much less likely to engage with that stranger than if hésqlabed in a
room with a good friend, regardless of individual traits. While this is likelky, tan objective
approach to situations ignores that humans are constantly interpreting anlayeri
perspective on our surroundings, and this interpretation explains anby efe behave as we
do.

More frequently, situational definitions take the actor into account and allow ubé&ait
to be defined partially through this actor (Krause, 1970; Magnusson, 1971; Moos, 1973). Given
that interactionism is widely accepted, it is easy to see why we rhigktabout situations
through the lens of the actor; situations shape actors, and actors shape situatiohektent
that it is hard to parse the two. Additionally, if the goal is to predict behaviorsh(\tloften is)
then one must understand not only the characteristics of the person, but the charsctethe
person in whatever situation he or she is in currently (Monson, Hensley, & Chernick, 1982). If
the actor’s perspective is not taken into account, it is impossible to tell how heisr she
approaching and encoding information in the environment (Mischel, 1977). A stimulus that is

exciting to one person may be terrifying to another.

Here, | approach situations with an understanding that they can involve actorgssett

and behaviors, and adopt a person-inclusive view of the situation given that | ameadtaréise
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behavioral effects of a person-situation interaction. | proceed with thepissa that people’s
personality and motivations color their perception of a situation, and their behayes sha
situation so that at some point it is difficult to separate what was thene laefd what is now
there as a result of the actor (Bowers, 1973; Pervin, 1978). Next | take a lookeagecific
situational taxonomies in order to show that many previous researchersippgged an

interactionist approach to categorize situations.

Categorizing situational characteristics

Because many people are interested in the impact situational variablesveaon
thoughts and behaviors, there is a need to systematically categorizersst@atidler, 1993).
However, this had been an arduous and elusive process (Frederiksen, 1972; Magnusson, 1971,
Sherman et al., 2010). Both empirical and theoretical methods have been used to create
taxonomies of situations, some including the person in their structure while otbleicesak A
few examples of taxonomies are included below to relay a sense of what has be®&uotckhise

list only touches on the numerous taxonomies that have been created.

Krause’s taxonomy of situations is unique in that it is theoretically basedlogical
psychology whereas many other taxonomies are empirically based (1913e Istygests that
there are seven classes of social situations in which behavior can be grouypednking,
trading, fighting, sponsored teaching, serving, self-disclosure, and playiese Fituations are
not specific environments and can include a host of roles, tasks, and contexts. Kisergegpiae
few generic situations into which many situations could be assimilated, andedtfor this

structure to be a starting point upon which research could build.
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Another example is Van Heck’s taxonomy, which took a broad and empirical perspecti
of situations (1984, 1989). Van Heck went through the dictionary and identified all nouns that
could fit the following blanks: “a situation” or “being confronted with a
situation”. There were no words included that referred to inner process, mees|@ta
motivation. A cluster analysis was used to group all the nouns into ten conceptual airmensi
that are very similar to Krause’s seven dimensions. The fit of empiricalrdatan a priori
model is impressive, as is the breadth used to create the dimensions (Ten Berga&d)

1999).

Lastly, Pervin’s individual taxonomy of daily situations used a much more pigeri
and rich method to classify situations (1976). Pervin had four participants ideni#asis in
their lives then list descriptive adjectives and phrases, their behavior, anfé¢tiags in each
situation. The data was factor analyzed to link specific feelings and behavaprscific
situations. From these analyses came five distinct dimensions of situatamme-Family
situations, Friends-Peers situations, Relaxation-Recreation-Riayiaits, Work situations,
School situations, and Alone situations. This taxonomy strongly incorporates the indvidua
feelings and behaviors, and serve as a way to include salient contextual iltioriméte

classification of situations.

As can be seen from these examples, situations have been approached in a diversity of
ways and there is by no means a single taxonomy used to define charact#ribtcsituation.
Many of the taxonomies do take the human perspective into account when labelling orggroupin
situations, however, reflecting the idea that the interaction between peopléuatidrss is an
important one to consider. With this in mind | move to a slightly more concordantfarea o

research: situational strength. The idea here is that there are maatetstics of the situation
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but some of them will have more of an influence on behavior than others. In the next section |
explore which characteristics have more influence and how researchers tawedoeentify

these characteristics.

Categorizing situational strength

If classifying situational characteristics were not challengimgugh, researchers are also
concerned with which specific characteristics influence the type of/imelexhibited in a
certain situation. The term situational strength was conceptualized in orderdesatidr
“implicit or explicit cues provided by external entities regarding trserdieility of potential
behaviors” (Meyer et al., 2010, p. 122; Mischel, 1977). The idea is that characterisities of
environment can place pressure on an individual to elicit certain behaviors;differe
environments “press” people to behave differently and allow for varying rangesaditie The
value of situational strength is that it can help explain cross-situationabiiyiof
noncognitive individual differences (Meyer et al., 2010; Snyder & Ickes, 198&sV§ Adler,
1984) such as adaptability. This allows a reframing of the debate about pérsonal
assessment; instead of trying to understépérsonality is a meaningful predictor of job-
relevant outcomes, researchers and practitioners can use situational ttanddbesonditions

under which personality will be important (Mischel, 1973).

In order to elaborate on what range of behavior means, it is helpful to look at
conceptualizations of strong and weak situations. Strong situations have clsliectaat
“mute” personality variables and deem few behavioral outcomes to be apprapgatsl
example is a funeral, where there are strict scripts of behaviors (&/Adler, 1984). Weak

situations, on the other hand, do not provide as much guidance about which behaviors are
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appropriate, and people are able to express themselves based on their indivisualsoaicer
game allows the exuberant fan and the passive observer to coexist without nibkingel out

of place.

Price and Bouffard looked at the appropriateness of behavior in different situations in a
early effort to examine strong and weak situations (1974). College participenetaisked to
generate situations and behaviors, and then rate the appropriateness of 225 bé&letioor-si
pairs (i.e. giggle at a funeral). When people judged behaviors to be inappropriatdstheaid
they would not engage in them. When situations were rated as constraining, pedpleysa
were more likely to self-monitor and recognize that others would disapprove obemastiors
within the situation. These findings offered construct validity for behavioral apatepess and
situational constraint, supporting the overall idea of situational strength. @slearchers have
posited variations and support for the idea of situational strength (Forehand & van Halle
Gilmer, 1964; Milgram, 1965; Mischel, 1973; Schneider & Hough, 1995; Snyder & Ickes, 1985;
Weiss & Adler, 1984) though this body of work is smaller than expected given how thdlgretica

sensible the concept is (Cooper & Withey, 2009).

Although there are few taxonomies of characteristics that define thetbtodrige
situation, Meyer and colleagues created one within the organizational leeitzdtibinds
previous definitions into an applicable framework (Meyer et al., 2010). This tagetuse uses
clarity, consistency, constraint, and consequence to provide a preliminary stthetuiraws
from the existing construct space. Clarity is “the extent to which cuasdiag work-related
responsibilities or requirements are available and easy to understand” (gCda2&¥stency
describes the extent to which cues about responsibilities and requiremeoispadide (i.e.

what upper management says is the correct course of behavior matches whaatwgal
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policies say to do). Constraint accounts for how much freedom a person has and to what extent
external forces are restricting action. Lastly, consequences agkithesxtent to which a
person’s decisions will affect other people or entities. A person high on empaytyem
restrained by consequences in the situation because he or she may not want to huiflathers
creation of this taxonomy was followed by the development and validation of the@iahati
Strength at Work scale, a measure that assesses the extent to whickedasipfasent in a
participant’s job (Meyer et al., 2011). The taxonomy of situational strength is atgpad the
right direction in understanding what about a situation makes people feel freet@d kioni
express themselves. However, there is currently limited empirical suppthisféaxonomy.

One recent study used Meyer and colleagues’ four dimensions to examine thteoimpac
situational strength on situational judgment tests (Golubovich, 2013). The participtmss of
study did not perceive differences between weak and strong versions of thmassassr was
situational strength found to have an effect on the demonstrated levels of persoeatitired

by the SJT. It is clear that more theoretical work needs to be done to enstinerthate indeed
four facets and that these are the correct facets, along with more ehwaricdo support these
findings. This study aims to add to the empirical work that utilizes the fousfatsituational

strength by using the facets to manipulate situational strength in thensateiyals.

In addition to a facet-structure, the authors meta-analyzed results freimusrempirical
studies to show support for situational strength as a moderator in the trait-ovitatoaship
(Meyer, Dalal, & Bonaccio, 2009; Meyer et al., 2010). This supports an idea that vefitbd in
this study: that situational strength will moderate the individual adaptaaddaptive

performance relationship.
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There has been additional support for the idea that situational strength can enibaerat
trait-outcome relationship. The trait as situational sensitivities (JA&$lel posits the idea of
traits functioning in a “threshold-like” manner (Marshall & Brown, 2006, p. 1100) mgdhey
are only activated when a person is in a situation that is strong enough to provoke certain
behaviors. This model is meant to apply somewhat generally; for most tragsatbemues in
the environment that will trigger the trait and cause the person to demonsitétehaaior. The
TASS model was tested on trait aggression specifically. It hypothesizés thder to
understand people at high and low levels of trait aggression (TA) three levels of poyama
levels of environmental stimuli, are needed. In the first study of this paper, plionasat
defined by the type of feedback given to the participant. He or she received desiilvack
(weak provocation), feedback that the essay needed work and that not enough time nvis put i
it (moderate provocation), and that the essay was the worst essay er (stiting
provocation). The hypothesis was that in the weak provocation condition, neither high nor low
TA people would react: there are no behavioral scripts, and no aggressive reactioansed.
Likewise in the strong provocation situation, almost all people will reactdlegarof their level
of TA because they clearly feel threatened. There will be individual eiféers in behavior
because people deal with threats differently, but overall there are strmmges that instruct
participants to behave in a more aggressive way because they have been irtsriéddre, the
moderate provocation condition, where participants are told the essay nekdsandye used to
distinguish those high in TA from those low in TA. An aggressive person will sedctttend
to cues in a moderate environment that signal confrontation, will put more weight erctiess
and will react in a more aggressive way. Low TA people, on the other hand, negérstuees

than a moderate provocation has to offer in order to exhibit aggressive attitudesvasrbeha
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Moderate provocation is the balancing point where people high and low in TA can be

distinguished.

While this idea is not novel, previous studies only test threshold at two levels of
provocation, missing part of the larger picture (Beaty, Cleveland, & Murphy, 200&rMeal.,
2011; Monson et al., 1982). All three levels are needed to understand the difference betwee
those in high or low standing on the trait. Although TASS is criticized for lack ofyttaeal
shaky operationalization of the different levels of provocation (Schmitt, et al.,,20i83)
empirically supported and offers a compelling model of the person-situatsvadtion.
However, there is room for improvement in incorporating situation-trait relev&itoation-trait
relevance is rooted in the principle of trait activation (Tett & Guterman, 2004}).aEtivation
means that there are trait-relevant situational cues present whicibatento the exhibition of
trait behavior. For example, aggression is more likely to be exhibited itiGisiavhere there
are aggressive cues, such as physical fighting or weapons, rather than oné itherkiare

anxiety-provoking cues like funeral homes or hospital beds.

Trait activation is different from situational strength; the differencebeas described as
“quality vs. quantity” (Tett & Guterman, 2000). Trait activation refers taype of information
in the situation, whereas situational strength is an indicator otbhowelled one feels to follow
the situation’s press instead of one’s own natural inclinations. There two comtegstito
make trait activation possible. In order for trait-relevant cues to havepattnthe actor must be
in a weak- to moderate-strength situation. If he or she is in a strong situad¢idrait-relevant
situational cues will be not differentiate- everyone will be reactindailyito the cues because

the situation exerts too much pressure to do much else. Continuing on with the example of
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aggression, | use war as a situation that encases many trait-relessat is simultaneously

too strong of a situation for even the non-aggressive not to respond to.

Table 2 shows six situations sorted by situational strength and traittactivehis table
is designed to provide a clearer picture of the types of situations this studgean the
experimental manipulation. Weak situations are those in which there areriigis & behavior,
and many different responses would be considered acceptable. Moderate strergibssase
those in which there is some structure to the behavior, but still relativerfnesfdexpression.
Strong situations are those in which there is a well-defined and transmittedtandimg of the
behaviors that should be elicited. Trait-relevant situations include cuesdhatesmant to the
trait being measured, in this case aggression. In the trait column, the ceéaae some kind of
stimuli that signal violence or danger. The non-trait situations do not includestiirgabbjects,
and therefore do not signal aggression to the individual as strongly. The highlighted column
includes the types of situations that | look at in this study- all scenariomeliltle cues that
signal the need for adaptability, but will be manipulated so that the appropripteostxehavior

IS more or less strong.

Table 2. Scenarios by situational strength and trait activation for aggression.

Trait-relevant situational cues No trait-relevant situational cues

No provocation In a rifle store In a child's bedroom

Moderate In a batting cage In a laundromat
In an instructional self-defense

Strong class In a yoga class

The hypotheses of this study are based on an application of the TASS model and the

recommendation that three levels of strength or provocation are needed to chtietzgtiveen
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those who are high and low on a trait, as well as the idea that situation-tkeihogleontributes
to expression of that trait. Because many work environments are fast-pacedsamien
employment assessments need to be completed in a short amount of time, organieations ar
interested in théype of adaptive behaviors demonstrated instead ofdbatity. Therefore an
effective adaptability selection tool will be one that 1) presents tilaitaet situation cues and

2) provides situations with moderate provocation. In order to support these ideasgthisikt
examine how varying provocation in trait-relevant situations leads toehtféehaviors on the

part of those high and low in adaptability.

Situational strength hypotheses

| hypothesize that in both weak and strong situations, the course of action will be obvious
and there will be few differences in adaptive performance by high and low eddpteeak
situations where there are no clear guidelines for which behaviors should becexiitvery
little information available, most people, regardless of adaptability levéljkeily hesitate to
act until they have more information. There are not enough cues or hints for even a pigh ada

to take action.

Hypothesis 2a: In weak situations, both those high and low in adaptability will exhibit

less adaptive behaviors that they will in moderate or strong situations.

Similarly in strong situations it will be evident to all, regardless of abtdpydevel,
which behaviors individuals should exhibit. A strong situation may be one in which an
immediate change is required without warning. In these situations eraplayiéhave little
choice but to react to their circumstances. This same inflexibility is shotive iI-ADAPT

theory when the authors speculate that dynamic environments inherently praaikesre
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behaviors. When the environment is changing quickly, employees cannot exhibit individual

differences because they are pushed into a preordained course of action.

Hypothesis 2b: In strong situations, both those high and low in adaptability will exhibit

more adaptive behaviors than they will in weak or moderate situations.

It is important to note that in this study, a strong situation is also one in which
adaptability is activated, meaning there are signs in the environment that paeptability. A
strong situation where adaptabilityniet trait-activated would not necessarily elicit more
adaptive behaviors. In these cases it would be faulty to assume that just besitusd®a is
strong that more adaptive behaviors are expected. However, all of the scen&igstundly will
be ones in which adaptability is needed, therefore adaptive behaviors are@xyentboth

high and low adapters.

Lastly, | hypothesize that in moderate strength situations high adaplieecagnize
subtle signs of change before low adapters, and will have both the willingnessléntbabi
change upon recognition of these signs. Situations that are moderate in strevigéhthe
tipping point where those high in adaptability can show their adaptability by adjesten if
change is not yet required. High adapters may see problems and initiatean sah though
the problem does not yet warrant an intervention. While this innovation and problem-salwing
also happen in a weak situation, it may be more likely to occur in a moderate situatissebeca
the employee has enough information to know there is a problem, and sufficient guaanc
provide a solution that may hold long-term. In a moderate strength situation wiexet@ol or
approach is introduced but its use is not required, someone higher in adaptabilitymolieoe

likely to become acquainted with the tool and even incorporate it into everyday lifefarieel
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speculate that moderate strength situations will allow sufficient indecédoa high adapter to
take action but not so many indicators that a low adapter feels the need to change his or her

behavior.

Hypothesis 2c¢: Situational strength will moderate the relationship between individual
adaptability and adaptive performance in that those who are higher in adaptability wi
exhibit more adaptive behaviors in moderate strength situations than those who are lowe

in adaptability.

| do not expect the “exhibiting a positive attitude” behaviors to be affecteduayisital
strength. | believe that those high in adaptability will generally exailmibre positive attitude
toward change, regardless of the situational characteristics. The redsairpesople high in
adaptability approach change with a more positive mindset so any type of cimaaljer sarge,
will be seen as good. There does not need to be a tipping point where those high in adaptability
feel like they can now display a positive attitude toward change; this tippingipaiotre
important in exhibiting the other four types of adaptive behaviors. Figure 3 showpédutesl
effect of situational strength on the other four adaptive performance behavibigh and low

adapters.
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High adapters

Low adapters

Level of adaptive performance

Weak strength Moderate strength Strong strength
Situational strength

Figure 3. Hypothesized effect of situational strength on level of adaptive performaritglior

and low adapters.

Situational
Strength

Identifying signs of change

Adjusting to signs of change

Individual
adaptability

Exhibiting positive attitude toward change

AN

Initiating change

Exploring new approaches, tools,
and technologies

Figure 4. Proposed model.
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METHOD

Sample

For this study, 215 undergraduates from Michigan State University's pantigipal
were used. Fifty-one of the participants were male (23.7%) and 163 of them wele fema
(75.8%) with one person not reporting gender. There were 162 White (75.3%), 30 Asian
(14.0%), 9 African-American or Black (4.2%), and 3 Middle Eastern (1.4%) parttsipbhere
were 10 participants who identified as other (4.7%) and 1 unreported (0.5%). The measag

19.4 years with a standard deviation of 1.7 years.

Research design

This study used a between-subjects experimental design with one manipiatioad
three levels: weak, moderate and high situational strength. Laboratorynesipisrhave been
shown to have high internal and external validity, especially within industriahzational

psychology (Highhouse, 2009).

While there were three in-basket scenarios used during the study, sceasmnotw
intended to serve as another independent variable. Multiple scenarios wdietinechbest way
to manipulate situational strength so that | had enough variability in trateduléty in each of

my three levels to test for significant effects.

There were five dimensions of adaptive performance utilized in this study. Each

dimension was assessed through the use of three items (one in each of the thies)sddrese
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three items were then averaged to create a composite for each of the ivengeck dimensions.

The table below illustrates what one participant in the study would experi¢greceioBld see all three scenarios, but be

randomly assigned to one level of manipulation for each scenario. The X indicatdsetiuld answer one item in each scenario

related to each of the five dimensions of adaptive performance. At the end eidyzesbe would have answered three items related

to each dimension. This was not a fully-crossed design, so participants were raasisigiied to one level of the manipulation per

scenario. This means that participants could have seen the same level of theatiamifoultwo scenarios.

Table 3. Items answered by a participant completing the study.

Adaptive performance dimensions

Scenario 1: Acquisiti
Weak Moderate Strong

on Scenario 2: New (
Weak Moderate Strong

LE@enar® 3: Tech platform
Weak Moderate Strong

Identifying signs of change

Exploring new approaches, tools, and
technologies
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In-basket development

Description. In-basket exercises comprised of three scenarios were used to assess
participants’ adaptive performance. Each scenario included instructions tottbipgats about
what role they are playing (i.e. consultant, sales representative, etat ;comhpany they were a
member of, and what their job responsibilities included. Each scenario had correspendenc
letters, memoranda, or other documentation to relay the information that was ussdenireg
the situational judgment items. Participants were asked to answer mcittgée situational
judgment items about their intended action. The multiple-choice questions wei lsaeed on
the high and low adaptive performance behaviors. Participants were alsocaghkedér several

attention and manipulation checks throughout the study.

Development of in-basket scenarios. These steps were followed to create the three

scenarios and items used during the in-basket (see Appendix A for complete.survey)

1. lidentified trait-relevant work scenarios in which high and low adaptalsgitybe
demonstrated, and in which the idea of change was evident. These scenarios provided the
opportunity to demonstrate the adaptive performance behaviors outlined in Table 1, and
were designed to be trait-relevant situations (Tett & Guterman, 2000). dihai®s were
also designed to be understandable by a student population (meaning they wete genera
enough that someone who has not done the job or any form of a work samples test was
able to complete it). These scenarios were all chosen to be at the organizatelrsd |
as to be consistent from a levels perspective. The changes described in the scenarios

(company acquisition, new CEO, and new technology platform) all occurred at the
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highest level of the organization and had implications for employees across the
organization.

. There was one manipulation with three levels in the in-basket exercise: weakat@oder
and strong situational strength. The levels of manipulation were created arowcheldis
definition of a strong situation, or situations that “lead everyone to construerticelpa
events the same way, induce uniform expectancies regarding the most afgropria
response pattern, provide adequate incentives for the performance of that respemse patt
and require skills that everyone has to the same extent” (Mischel, 1977, p. 347). Weak
situations are those that allow flexibility in interpretation of eventsateitilifferent

response patterns, do not provide specific incentives for any course of behavior, and
allow individuals to exhibit skills that they may have but others may not have. Moderate
situations outline some script for behavior, meaning there is some restriction to
behavioral expression, but these scripts are not as powerful (they do not foreestre p

in the situation to conform as much) as they are in a strong situation. Becaakel™lis
definitions do not provide much specific guidance on how to manipulate environments
for situational strength, | also used Meyer et al.’s four facets of isiaistrength-

clarity, consistency, constraint, and consequence (2010). For example if one document
had aspects of clarity and consequence, | changed the wording to denote tgvacthri
consequence for the weak level of manipulation, and strong clarity and consequence for
the high level of manipulation. The format and overall length for each of the dosument
was consistent.

| developed three sets of correspondences, letters, memoranda, and other ddonmenta

that provided the relevant information for each scenario (see Appendix A). Level of
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manipulation (weak, moderate, or strong) was built into the documents. Each scenario
had a set of documents that served as one of the three levels of the manipulatiog, total
three sets of documents for each scenario. For example, for the companyiaaquisi
scenario, there was one set of documents that comprised the weak situatiorthl streng
level, one set of documents for the moderate strength level, and one set of documents for
the strong strength level. A participant would only see one of these sets of dactonent

this scenario depending on which level he or she was randomly placed in. Figure 5 aims

to further clarify this point using the company acquisition scenario as an exampl

Level
‘ . h participant '
Scenario (each participan Documents 1n
sees one level of each level
the manipulation)
) Meeting email: weak
Weak Note: weak
— Law email: weak
R Meeting email: moderate
Scenario 1:
Company Moderate Note: moderate
acquisiton
— Law email: moderate
T Meeting email: strong
Strong Note: strong
- Law email: strong

Figure5. Levels of situational strength for each scenario.
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4. For each scenario there was an introductory paragraph that asked the pattcipant
imagine he or she was an employee at a certain company. The particsanotd his or
her job responsibilities, and given a brief description of the company. Androgynous
names were used so they could apply equally well for male or femalegzants; and
culturally-diverse names were chosen for each scenario. A total of fenti@t checks
and one manipulation check was created for each scenario. The four attentiken chec
asked for participants to recognize information they had just read about thes, name
positions, and companies. The manipulation check asked to what extent the documents
helped the participant answer the SJls in order to provide a rough approximation of

whether the manipulations were noticeable.

Development of adaptive performance behaviors. The adaptive performance behaviors used
were the ones described earlier in the paper, developed from the definitions afdhigtva

adaptability.

Development of situational judgment items reflecting adaptive performance dimensions. |
developed fifteen situational judgment items that assessed adaptive pederifaere was one
item for each adaptive performance dimension (5 items total) for each of thadkrerios.
These items were developed by choosing situations that were both relatedxertise
scenario and where it would be possible for a participant to demonstrate adajtinagese.
The situations used in the SJIs came from personal knowledge, and an understandinges the ty
of situations an employee could encounter in a workplace. | created the itemscthaisthey
related to the scenario documents, and provided an opportunity to display adaptive pedorman

| then created the item responses so that they ranged from less adaptiverhelaghly
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adaptive behavior, as outlined in Table 1. The item responses, as seen in Appendix A, are

ordered from least adaptive (a) to most adaptive (e).

Pilot-testing

Pilot testing of adaptive performance behaviors. Subject matter experts (three organizational
psychology graduate students) were given the definitions of high and low adgptabgy then
received several cards that each had one performance behavior from Tablem. arhth&MEs
were asked to sort the behaviors as showing high adaptability, low adaptabititiger if the
card does not seem to fit in either group (see Appendix B for instructions). Their sgtag

compared to my original conceptualization.

All three of the SMEs sorted the cards according to my original concepticadiA&/hen
asked if they were unclear or unsure about the cards, two SMEs expressed unadaainthe
facet of low adaptability that reads “approaching change with some hesitaionayance”.
One SME was unsure about whether this meant the person did not change, or if he or sthe just ha
a negative attitude toward change. The other SME felt that a facet théagaioach” should
only be used for those high in adaptability because it connoted an approach orientatiore Becaus
the cards were sorted correctly and there was not a consistent responsenasynatertain

about the facet, the wording was left as it was originally.

Pilot testing of scenarios, items, and instructions. The instructions, scenarios, and items were
given to two SMEs (professors in organizational psychology) for reviews antbnsvig/ording
in the scenarios was changed to make the manipulations stronger, such as remoxmdhaant
was standardized across the situations to reduce cognitive load so that thecdiff@mong

manipulations were more apparent. Other changes were made to make theawresof
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certain organization-level policies more apparent, so that a non-working sampde woul
understand how big the consequences of certain actions were. For example, insiiadtofg
that there would be policy changes that may result in staff reductions, ttiegvasas changed
to say that employees would be fired because the company could not affordita retakforce

of its current size.

Pilot testing of situational strength. The levels of manipulation were then given to subject
matter experts (organizational psychology graduate students) foy otmiews and edits. SMEs
were provided a brief explanation of situational strength. Then for each docuntieat of
scenario, the three levels were presented in random order. SMEs weléoasider the
situations from strongest to weakest. SMEs were then asked to provide a bfiediiost for
why they ordered the situations as they did. Lastly, they were asked formnecmlations of

changes if they had any to suggest. See Appendix C for the situational spiértgtst script.

The pilot test revealed that there was moderate disagreement on the iriterpoéthe
strength of scenarios. SMEs ordered the scenarios multiple ways, ofteg bpposite
responses. The inter-rater reliability ranged from .30 to 1.00 with the mean around .71. As a
result the scenarios were heavily edited to remove standardized contentomigve ftom the
weak manipulation to the strong manipulation in cases where most raters codgti sipposite
to what | intended, and alter the tone of correspondence in the strong manipulation tbemake

requests sound less optional.

Pilot test of all materialswith targeted participant population. The full study was then
pilot-tested with a group of undergraduates. The undergraduates took the stuagas nor

participants, and were asked to pay special attention to wording or concepts¢hahelear or
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unfamiliar. The pilot-testers were provided with a hard-copy of the miatéviavrite notes as
they went through the study. After the six participants completed the studgf fobus group
was held where | asked if wording was clear, concepts were familianstingctions made
sense, and the amount of reading material was appropriate. As a result afraerftom this
pilot-test a few spelling errors were corrected and the format of ta# @acuments was

changed to increase legibility.

M easur es

Proactive personality. Bateman and Crant’s (1993) Proactive Personality Scale was used
to assess trait adaptability. Proactive personality is defined ascam@ledssposition towards
proactive behavior, and refers to people who “effect environmental change,’if{ident
opportunities and act on them, show initiative, and persevere until they bring about mganingf
change” (Bateman & Crant, 1993, p. 103; Crant & Bateman, 2000, p. 65). The scale contains 17

items and participants responded on a scale or 1 (strong disagree) to 5 (stromgly agre

This measure has been found to be significantly related to conscientiousness and
extraversion, but not to openness, agreeableness, or neuroticism (Bateman & Cranit,i$993)
also unrelated to cognitive ability as measured by the Wonderlic. This méasureen used in
previous studies with acceptable reliability and validity (Crant, 1995; Crant, E®96Butts, &
Lockwood, 2003Kammeyer-Mueller & Wanberg, 200Sgibert et al., 2001). The Cronbach’s
alpha for the Proactive Personality Scale in this studyawwas37. Please see Appendix D for

measure.

I-ADAPT-M. The I-ADAPT-M (measure) is a 55-item self-report measure that was

created by Ployhart and Bliese (2006) that assesses the Pulakos et@0){@6t dimensions
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of adaptability on a scale of 1 (strongly disagree) to 5 (strongly agreenfkmatory factor
analysis done early in the measure’s development found support for the eighalettanstdnd a
second-order factor of adaptability. The scale has not been used much in ozaliitdrature

since its creation. For this study, the overall Cronbach’s alphas wa32.

| first looked at the reliabilities of each of eight dimensions. These itedimigafor each
of the eight dimensions can be found with the measure in Appendix E. The reliabilitees wer
creativity @ = .72), crisis¢ = .81), cultural ¢ = .79), interpersonab(= .72), learningq = .85),
physical ¢ = .69), uncertaintyo(= .69), and work stress € .82). | then conducted a
confirmatory factor analysis to see whether the eight dimensions held fotasgtdar if a one
factor solution offered better support. The eight factor solution had slighter fitetté=
3068.27p < .01; CFl = .58, NFI = .44, RMSEA = .07) than the one factor soluffen3321.28,
p <.01; CFl =.52, NFI = .39, RMSEA = .08) although neither solution had values within

accepted fit indices.

Trait adaptability composite. A composite of the two trait adaptability measures, the
Proactive Personality Scale and the I-ADAPT-M, was computed by finsecing the
composites of the two scales to z-scores, and then adding the z-scores to creanteposéae of

both scales.

Adaptive performance. The five dimensions of adaptive performance that were created
for this study were assessed through situational judgment items. There wergetims that
assessed each of the five dimension, and the SJIs had five response options thad eontaine

range of low to high adaptive behavior.
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In order to increase reliability, the three items that related to each foféldtmensions
were averaged to create a composite (from now on ddilhashsion composites). The reason for
this was to have a variable that more reliably assessed a participasitsfladaptive
performance across the different scenarios. This resulted in composites Yariables identify
early signs of change & .42), adjust to signs of change=<.02), positive attituden(= .21),
initiate changed = .26), and explore new tools and approaches.(8). These scale reliabilities
were very low, but research has shown that situational judgment tests are often
multidimensional, so internal consistency reliability is not the best way&sune reliability
with these item types (McDaniels, Hartman, Whetzel, & Grubb, 2007; Motowidlo, Dunnette, &

Carter, 1990; Ployhart & Ehrhart, 2003).

In the assessment center literature, there is has been some debate about whethe
dimensions or exercises are a more meaningful way to look at performancerBowbehr,
2009; Hoffman, Melchers, Blair, Kleinmann, & Ladd, 2011; Lievens & Conway, 2001).
Dimensions were found to demonstrate performance that was consistent aicabiessj and
exercises were found to reflect more of a measurement factor. In ordemtbegber the items
in this study were better explained by dimension factors or exercisefggdactors, two
confirmatory factor analyses were conducted in LISREL. The five-factor Inttaategrouped
items by dimension had better fi€ 85.15,ns; CFl = .91, NFI = .48, RMSEA = .02) than the
three-factor model that grouped items by scenayfe ((25.32p < .01; CFl = .36, NFI = .24,
RMSEA = .05). The CFAs offer some support for the idea that the dimension composites are
more meaningful way to look at the results. Because dimension composites weteritied
unit of analysis both conceptually and in the hypotheses, future analyses use tistotime

composites but also look stenario composites in a more exploratory fashion.
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The three scenario composites were an average of the five SJIs assessbdsicenario.
The three composites are the acquisition compasie.2), the CEO composite € .08), and

the technology composite € .13).

Cognitive ability. Cognitive ability was included to see if it should be used as a control
for performance on the assessment center exercise. Previous studies have flatiodshne
between cognitive ability and assessment center performance (Jaedemens| Lievens,
Kleinmann, Brandli, Fraefel, & Konig, 2013; Spector, Schneider, Vance, & Hezlett, 2000).
Participants’ SAT and ACT scores were collected as a proxy for cogaliilryy. Previous
studies have found high correlations between scholastic assessments andrgeligexice
=.30 - .83, .86, and .77 respectively (Coyle, 2006; Frey & Detterman, 2004; Koenig, Frey, &
Detterman, 2007). Participants’ GPA was also be collected as a secormgrjoprcognitive
ability. Several studies have demonstrated positive relationships betweemGgA a .50,

.30, and .41 respectively (Pesta & Poznanski, 2008; Song et al., 2010). Both test scores and GPA
will be self-reported; previous studies have found high correlations betweeas®ifand

registrar records (Cassady, 2001; Fisher, 1997). See Appendix G for speific it

Demographics. Participants were asked about their year in school, age, gender, and

ethnicity. See Appendix G for specific items.

Procedure

Participants wereecruited through the MSU participant pool. Participants were told the
session would be half an hour long and they would receive one credit for participating.
Participants signed up through the HPR online system and were told which computeolak to ¢

to at what time. Anywhere from eight to twenty spots were open per sessiotudyhenaterials
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were transferred to a Qualtrics platform by the researcher, anddedloa the computers
before the participants entered the lab. The order of the scenarios, Imagliptilation for each
scenario, response options for the SJiIs, and Proactive Personality Scalé/TFARRasures were

all randomized.

Once participants were seated, they were read a standardized scriptdsg#neher (see
Appendix F for script). They were then told they could start the study. Eachpeantioias
provided with a pad of paper and a pencil to take notes on the documents in the study if they
wished. Participants were asked for their HPR or MSU IDs during the stutivt credit could
be assigned. Once patrticipants had finished the online portion of the study, thehowvenea
screen that asked them to wait until a debriefing form was given to thene bedgrleft. Five
minutes before the end of the session, the researcher passed out a paper copoéfimgd
form and informed the participants they could leave once they had completed thenstudgd
the form. The researcher downloaded the data at the end of each day of data catiéction a

assigned credit to participants on the HPR system.
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RESULTS

Data cleaning

First, | examined the data to see which participants should be excluded due to failed
attention checks. There were twelve attention checks in the exerciseseantbfe in the
adaptability measures for a total of 17. All failed attention checks werdfideém the data. A
decision rule, which said that 90% of the attention checks had to be answered dorgedity
for a participant’s data to be used, was implemented. This resulted in 27 partibgiagts

excluded from all future analyses.

There were also three manipulation checks in the study, one for each scenario. This
manipulation check asked participants to what extent they used information in the discume
when answering the situational judgment items on a scale of 1 (to a gred) exte(not at all).
When tested using an analysis of variance (ANOVA), there were no sighidi¢ierences.
However the mean values showed that for two scenarios (acquisition and technology),
participants indicated they used the documents the most in the weak level and theheas
strong level. For the CEO scenario, the documents were used the most in the weakl lthes| a
least in the moderate level, though the differences were very smallepetmean use for

moderate and strong levels.

Initial analyses

Next, descriptive statistics were examined for the items and meés@esure all values
were within range. | searched for missing data and outliers, neither @i whkre found.
Normality, skewness, and kurtosis were also examined. The Shapiro-Wilk tesdstatvnone
of the items for the three scenarios were normally distributed but both of htelatiy
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measures were. The lack of normal distribution was not expected to affectlkeots
ANOVAs and regressions because both are quite robust to violations of normaliy,deda
were used going forward (O’Brien & Kaiser, 1985). Skewness and kurtosisiatevatside of

the +/- 2 range for skewness or +/- 7 range for kurtosis recommended by Galtai 296).

| then looked to see whether year in school, age, or cognitive ability warkcsigtly
related to the criterion- the SJIs used to assess adaptive performamegcRas have
recommended providing a theoretical reason for why certain demographic oduradlivi
differences variables should be included as controls (Carlson & Wu, 2011; SpeaiandcR,
2011). Both school and age were used as proxies for experience and tenure becausa tenure ha
been found to moderate the relationship of other variables and performance (WBighe&,
2002). Cognitive ability, as stated previously, is strongly related to assessntant
performance so it was also examined to see if it should be controlled for usingsGRAcYy.

These were both tested through correlations.

None of the three variables were significantly related to the dimension coespéstan
additional check, the three potential controls were correlated with the individpgivada
performance items but none of these relationships were significant eitleeefdre control

variables were not included in future analyses.

Descriptive statistics and correlations for the adaptability messdiraension

composites, and scenario composites can be found in Table 4.
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Table 4. Means, standard deviations, and correlations for scenario, dimension, and trait lgapiaiposites.

10
11

12

M D 1 2 3 4 5 6 7 8 9 10 11
Proactive Personality Scale  3.73 .46 -
IADAPT Measure 3.65 .37 .59*
Trait adaptability -- - .89** | 89**
Identify early signs of 346 83 00 .05 -03 i
change
Adjust to signs of change 3.02 .79 .00 .00 .00 .03 -
Positive attitude 3.60 .77 10 .20 17+ -.04 .04 -
Initiate change 327 92 -04 -01 -03 -06 .03 -.02 -
Explore new tools and 371 79 04 11 09 .02 -06 .21* .07 -
approaches
Acquisition 325 .62 .09 A1 11 19% 31%* 24% 36** .31** -
CEO 346 59 -05 -06 -06 .36** .21* . 35%* .38 25** 13 -
Technology 353 59 .03 .14 10 .23** 30** .32* .18** 41* .00 .16* -
Cognitive ability 6.30 1.78 -.07 -14* -12 .03 .07 .00 -08 -01 -03 .00 .02

Note: All variables are composites. Trait adaptability M and SD not included becaaseez Cognitive ability collected on

al-9scale. *<.05 *<.01
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Individual adaptability and in-basket items

The first set of hypotheses aimed to see if people with differing levaliaptability
exhibited different levels of adaptive performance. This was examined byatiogel
participant’s trait level of adaptability (a sum of the z-scores of the daptability measures)
with their responses to the situational judgment items. There were five hyg®fioe the five
dimensions of adaptive performance posited in this study, and all correlatianexpercted to
be positive. Only Hypothesis 1C was supported as the results showed a positive Ingdations

between trait adaptability and approaching change with a positive attitude, q,p < .05).

None of the following were supported: Hypothesis 1A about identifying early sfgns
change( = -.03,ns), Hypothesis 1B about adjusting to signs of change in the environnrent (
.00, ns), Hypothesis 1D about initiating change in the environment-(03,ns), or Hypothesis

1E about exploring new tools, approaches, and technologe®8,ns).

An exploratory analysis looked at whether any of the dimension composites were
correlated with the trait adaptability measures separately. Theignificant relationship was
between approaching change with a positive attitude and the I-ADART=NRQ,p < .01).
Another exploratory analysis was conducted to see whether any of the gigtitdsjzed
dimensions in the I-ADAPT correlated with the dimensions composites. Thesuisi
dimension of the I-ADAPT, relating to reacting quickly and appropriatelynergencies, was
significantly correlated with the approaching change with a positivedgtdimension
composite( = .14,p < .05). The learning sub dimension; which has to do with learning new
work tasks, technologies, and procedures; was significantly correlatedothitlapproaching

change with a positive attitude£ .17,p < .01) and exploring new tools, approaches, and
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technologiesr(= .16,p < .05). The physical sub dimension, related to adjusting to challenging
environmental states and pushing oneself to perform physically-strenuous tEskésawelated
to approaching change with a positive attitude (17,p < .01). Lastly the work stress sub
dimension; relating to managing frustration, staying calm in the face s$ stned demonstrating
resilience; was negatively correlated with identifying early sgfrchangern( = -.14,p < .05) but

positively related to approaching change with a positive attitude6,p < .05).

Table 5. Means, SDs, and correlations between I-ADAPT dimensions and dimension

composites.
M D e:frﬁ/ngifgns A'\stljgijrJ]Ssté? Po§itive Initiate E?[((E)(l)?sreaﬂsw
of change change attitude  change approaches
Creativity 3.51 .56 .10 -.02 12 .02 A2
Crisis 3.78 55 .08 01 14 -.03 06
Cultural 4.12 .55 -.02 -.05 A1 .00 .05
Interpersonal 4.09 .42 .02 -.02 .09 -.02 .09
Learning  3.85 .49 01 .02 17 -.01 .16
Physical 3.42 52 -.03 .06 17 -.06 .01
Uncertainty 3.39 .43 -.09 -.07 A2 .09 A3
Work stress 301 .82 14« 03 16 -.03 04

* p< .01, *p< .05

Another exploratory analysis looked at whether the trait adaptability coraposs
correlated with the scenario composites. None of the correlations weréaignithe

correlation matrix can be found in Table 4.
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Individual adaptability and situational strength

Satistical technique. In order to analyze the data, a linear mixed-effects models
(MIXED) procedure was used in SPSS (Statistical Package for thd So@aces, 2005).
MIXED can be used to analyze ANOVA models that include both between and within subject
variables. In this study, scenario was a within-subjects factor but situaimrayth of the
manipulation was between-subjects. The complication was that although each subject
participated in all three scenarios, for each scenario the level of the m#aipulas randomly

assigned.

For example, one subject might have seen the acquisition scenario at weak,stnengt
CEO scenario at moderate strength, and the technology scenario at s&ogtp stAnother
might have seen both the acquisition AND technology scenarios at moderatthsarddghe
CEO scenario at strong strength. To analyze these data, | needed a tetiaiqomettolled for

the fact that | had a repeated subjects design and a randomized variable.

Before analysis, the data were restructured so that each partitgobtiiree data records:
one for each scenario (see SPSS, 2005 page 3 for an example of how the restructured data
looked). Then a restricted maximum likelihood method was used in MIXED with condition,
scenario, and their interaction as fixed effects. The repeated measupsseatrof the model
was specified by including a random intercept for participants, and MIXE@uated for the
randomized variable. By doing this, | did not violate the assumption of independence in the data
The analysis used in this study was essentially the same as a AdgOMNA, but used

MIXED'’s flexibility to account for the randomization of the scenario vagabl
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Weak situations €licit less adaptive behaviors. For this set of hypotheses | looked at
whether situational strength of the scenario (manipulated through the docuradriy re
participants) affected how participants responded to the in-basket itentghklyis 2A stated
that in weak situations, participants should exhibit less adaptive behaviors than iateoder
high strength situations. It is important to note that | did not hypothesize thgsttiee attitude
dimensions scenario would vary based on situational strength. The reason fopebisieshigh
in adaptability should approach change with a more positive mindset regardidsst of
happening in the environment. Indeed, this ideas was tested and supported by the positive
correlation between trait adaptability and positive attitude found in Hypothesih&&fore,

the following analyses for Hypothesis 2 do not include the positive attitude items.

Hypothesis 2A was first tested by a multiple analysis of variance (MANQY¥hich
showed that strength did have a significant effect on the identify early siginange and adjust
to signs of change dimension composites (Pillai’s Trace = .07, F(10,1264) p 4.231).
Follow-up ANOVAs for the identify early signs of change composite, F(2,591.67) = J16<19,
.01, showed that the weak levM € 3.14,SE = .08) was significantly different from both the
moderate 1 = 3.53,5E = .08) and strongM = 3.74,SE = .09) levels. For the adjust to signs of
change composite the ANOVA, F(2, 629.94) = 10p5,.01, showed that the weak leviel €
2.69,SE = .09) was again significantly different than both the modeMte 8.10,S = .09) and
strong M = 3.27,5E = .10) levels. Therefore Hypothesis 2A was partially supported because the

weak level of the manipulation showed the least adaptive performance.

An exploratory MANOVA was conducted to see if the scenario composites differe
based on strength. The MANOVA was significant for the CEO composite @ili@ce = .03,

F(6,1276) = 2.68p < .05. A follow-up ANOVA, F(2,633) = 4.94 < .01, showed that the weak
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level (M = 3.37, SE = .04) was yet again significantly different than the med@at 3.49, SE
=.04) and strong (M = 3.53, SE =.04) levels. The means for adaptive performahtereé¢ al

levels of strength can be found in Table 6.

Table 6. Means of adaptive performance by situational strength for dimension and®cenari

composites.
Weak Moderate Strong

M SE M SE M SE
Identify early signs of change 334 08 3583 .08 372 .09
Adjust to signs of change 2%9 .09 310 .09 3.27 .10
Positive attitude 3.62 .09 3.64 .08 3.55 .09
Initiate change 3.24 10 3.26 10 3.30 A1
Explore new tools and approaches 3.70 .09 3.75 .09 3.70 .09
Acquisition 3.21 .04 3.22 .04 3.31 .04
CEO 346 .04 347 04 348 04
Technology 346 .04 359 .04 353 04

Note: Same letter in superscript indicates means are not significantly diffeven
one another. No superscript indicates no significant differences among level of
strength.

Srong situations elicit more adaptive behaviors. The same set of ANOVAs was used to
see whether strong situations elicited more adaptive behaviors than low oateatiemgth
situations. The ANOVA for identify early signs of change and adjust to signs mdehzere
examined again because they were significant, but the strong level wasifmasitly different

than both the weak and moderate levels. Therefore Hypothesis 2B was not supported.

The ANOVA for the CEO composite was also looked at again; the strong levabivas

significantly different than both the weak and moderate levels here either.
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Moderation by high and low levels of adaptability. For the last hypothesis in this set
(Hypothesis 2C), | was interested in whether high and low adapters behaveshtlffier the
moderate strength level for four out of the five adaptive performance dimenBmnsationale
was that moderate situational strength provide enough cues to prompt high addpebes/e
adaptively, but not so many that low adapters exhibited adaptive performanceygdilsekis
was tested using several moderated regressions. The variables fjthsirere dummy coded
using the strong level as the referent, and centered prior to the analysisidraiahical
regressions were conducted, one for each of the relevant dimension compositesasoary w
one dimension composite for which adding the interaction terms led to a significage¢hd®
and this was for the initiate change composite. This indicated that the effiexit aflaptability
on adaptive performance differed depending on what level the participant wasimadtion for

the regressions can be found in Tables 7 through 10.

Table 7. Moderated regression of identify early signs of change and trait adaptabilit

R R? R? Change b t

Step 1 .02 .00

Intercept 1.65** 4.58

Adaptability composite -.33 -1.52
Step 2 .20 .04 .04**

Weak level -.61*  -5.00

Moderate level -17 -1.37
Step 3 21 .04 .00

Adaptability composite x Weak level -.10 -1.49

@(\jlzftability composite x Moderate 10 1.43

* p< .01, *p< .05
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Table 8. Moderated regression for adjust to signs of change and trait adaptability.

R R° RChange b t

Step 1 .00 .00

Intercept 1.31% 3.31

Adaptability composite .01 .04
Step 2 A7 .03 .03**

Weak level -57%*  -4.23

Moderate level -.16 -1.20
Step 3 17 .03 .00

Adaptability composite x Weak level .00 .02

Adaptability composite x Moderate - 02 _03

level

** p<.01,*p<.05

Table 9. Moderated regression for initiate change and trait adaptability.

R R? R? Change b t

Step 1 .01 .00

Intercept 3.16*  7.35

Adaptability composite .35 1.35
Step 2 .02 .00 .00

Weak level -.03 -.21

Moderate level .01 .03
Step 3 A1 .01 .01*

Adaptability composite x Weak level A2 1.41

@flglotability composite x Moderate 0.22% 267

** p<.01,*p<.05
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Table 10. Moderated regression for explore new tools and approaches and trait adaptability.

R R° RChange b t

Step 1 .05 .00

Intercept 3.64** 9.62

Adaptability composite -.06 -.26
Step 2 .06 .00 .00

Weak level -.03 -.19

Moderate level .01 .06
Step 3 .06 .00 .00

Adaptability composite x Weak level -03  -44

Adaptability composite x Moderate level -04  -51

* p< .01, *p<.05

In order to further explore this finding, a simple regression was conductectilegal
of strength. The results, seen in Table 11, showed that in the strong level aaptb#gity
increased, adaptive performance decreased. Although not significant, thatedelexl was the
only one of the three for which increases in trait adaptability was retatedreases in adaptive
performance. Figure 6 demonstrates this. This finding offered partial suppbiygothesis 2C
because in the moderate level, those high in trait adaptability did demonstratdagoiree

performance than those low in adaptability for the initiating change dimension.

Contrary to what was expected participants high in trait adaptability déeieasless

adaptive performance in the strong situational strength level. This will Ibefwxplored in the

discussion section.
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Table 11. Regression results for predicting initiate change adaptive performgpraately for

each level of strength.

Weak Moderate  Strong

Intercept 3.23 3.27 3.26
Slope for trait adaptability -.01 .09 -.13*
** p<.01,*p<.05
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Figure 6. Moderating effect of situational strength on trait adaptability-adapavi®rmance

(initiate change dimension) relationship.
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In an additional exploratory analysis, three more regressions were conduaed to s
whether strength moderated the trait adaptability-scenario compoattenship. None of the

interaction terms were significant, as can be seen in Tables 12, 13, and 14.

Table 12. Moderated regression for acquisition scenario and trait adaptability.

R R?2  R?Change b t

Step 1 A1 .01

Intercept 297  16.62

Adaptability composite -.06 -.60
Step 2 13 .02 .01

Weak level -.10 -1.65

Moderate level -.10 -1.69
Step 3 14 .02 .00

Adaptability composite x Weak level -.03 -.98

@(\:Ilzftablllty composite x Moderate _o1 15

* p< .01, *p<.05

Table 13. Moderated regression for CEO scenario and trait adaptability.

R R>  R?Change b t

Step 1 .06 .00

Intercept 2.93** 17.39

Adaptability composite -.17 -1.63
Step 2 A4 .02 .02**

Weak level -.18**  -3.12

Moderate level -.05 -.93
Step 3 15 .02 .00

Adaptability composite x Weak level -.05 -1.46

@flzlptablllty composite x Moderate - 03 103

** n< .01, *p<.05
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Table 14. Moderated regression for technology scenario and trait adaptability.

R R? R? Change b t

Step 1 10 .01

Intercept 3.23** 18.93

Adaptability composite .03 .29
Step 2 14 .02 .01

Weak level -.09 -1.58

Moderate level .03 .55
Step 3 14 .02 .00

Adaptability composite x Weak -00 - 03

level

Adaptability composite x Moderate

oy Y comp 03 .90

* p< .01, *p<.05
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DISCUSSION

This study aimed to test the idea that situational strength can help ideat&who are
higher on certain traits. More specifically, this study tested the deartoderate levels of
situational strength are ideal to separate those who have higher or louenfevérait
(Marshall & Brown, 2006). The reason for this is that moderate situations provide the
appropriate cues to signal to those who are higher in a trait that they neediboextain
behaviors. Those lower in the trait do not respond to the activation cues in the environment, and
therefore are not triggered to exhibit the same behaviors. The moderate Etstadinal
strength acts as a kind of “tipping point” or threshold, allowing enough flexibiliagccepted
behavior (Mischel, 1973) and trait-relevant cues (Tett & Guterman, 2000) that geopkte

trait standing is demonstrated as an observable behavior.

Dimension composites

The results of this study offer some evidence to support these ideas. Traibididapta
was used as the trait of interest, and adaptive performance was the chiérentesting the
main effect of situational strength on adaptive performance, weak situaticteddkss adaptive
performance than moderate or strong levels of the manipulation. As expectedvakdess
adaptive performance in situations where it was not clear what the apfeqatia of behavior
is. Weak situations are not the appropriate place to differentiate between those Wwigh and
low in adaptability, because the occurrence of adaptive behavior is small. Mbec*attion” in
adaptive performance is in the moderate, and sometimes in the strong, levekstiohsil

strength.
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Although not tested in a hypothesis, moderate situations elicited a largerdtanda
deviation in adaptive performance than did weak situations which indicates that isareore
variation in responses under the moderate level. This is an important prerequfstélea that
moderate levels of situational strength should show more variation than weald@vetevious
researchers have posited just the opposite- that weak situations allow for madeiaidi
differences to manifest (Davis-Blake & Pfeffer, 1989; Meyer et al., 20dpbp & Kirkcaldy,
1997). In some scenarios and for some traits, this is understandable. For examplelyone s
found that there was more variance in extraversion when there was lessratyatss on the
participants (Monson et al., 1982). In this case, participants are free to show thair nat
tendencies in a weak situation because there are no particular outconae tlbeking to
accomplish. In addition to relying on weak situations, many existing studies dwhuts or
make reference to trait-relevant cues (Tett & Guterman, 2000). Traitneki@important in
selection for organizations because many of the cues candidates will be expdeepbbrtcan

be predicted, and therefore should be included in assessment tools to increage fideli

| argue that because adaptive performance is a goal-directed bedtavark (employees
will exhibit adaptive performance that helps them succeed at their jobs,igithediately or in
the future), weak situations without trait-relevant cues will not eliciptdaperformance. Weak
situations without cues do not provide enough information for employees to see how their
adaptive performance will be helpful. They may start on one course of action, gelynmre
information and later discover that their actions are essentially usethess.i$ a price to pay for

exhibiting one’s trait standing because the outcome is tied to performance.

There was additional support for the idea that the moderate level of situatiemajth is

where we should look to see the most obvious differences between those high and low in
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adaptability. For one of the adaptive performance dimensions, the moderate uetainal
strength was thenly one in which high adapters exhibited more adaptive performance than low
adapters. The performance dimension was initiating change in the envirpsheemt when an
employee proactively inserts change into his or her environment without beingtbxgireicted

to do so. This finding supports the idea that for certain traits at work, moderagthstesnarios

are where we should expect to see the greatest variation in behavior.

That being said, there were some counterintuitive findings regarding the stvehgfl
situational strength. Strong levels of situational strength meant the dosumére in-basket
explicitly stated which behaviors were desirable and expected. In thesg stuations, the
main effect of situational strength resulted in an even split in adaptive penfmeniar three of
the dimensions, strong situations elicited the highest mean level of adaptorenaeide. But for
the other two, strong situations elicited the lowest mean level. These difeneace not

significant, but they still tell an interesting story.

One possible explanation may be a nuance of how situational strength was conveyed in
the documents. The strong strength documents made it clear when changeimgs and what
a participant could do to make the adjustment to this change easier. The S3edagkether a
participant would take the necessary actions to make the transition smoother wtteantfe
did inevitably come. For example, the documents in the strong level of the CE@scena
explicitly stated that when the new CEO arrived, budgets would need to be redue&ill Then
asked the participant if he wanted to learn how to reduce budgets now or leave itarnfihat
documents made it clear this would be a necessary skill soon in the future, but it wdseup to t
participant about whether he wanted to leave the problem for later. It is polsattdéthiough the

expected behavior was clear, some participants would choose to leave the issaesdtvee r
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when it is mandatory instead of just impending. This may have been compounded by the
experiment’s response instructions that asked participants to pick the behavisetbanost

likely to demonstrate, not the one that would get them promoted.

There may have been individual differences and predictors that contributed to
participant’s decisions to delay the inevitable, even when the course of actiolearag he
construct of procrastination may be relevant here. It occurs when “when ages deginning or
completing an intended course of action”, and can be brought on by task aversiveness, task
delay, lack of self-efficacy, impulsiveness, and lack of conscientiousnesf ¢Ri@7; p. 66).

The fact that the strong level documents had the highest standard deviation atoasspee
dimensions could be interpreted as support for the influence of multiple factors on #iendeci
procrastinate; there are a number of individual differences and preferkatgs tnto deciding

whether one deals with impending change, thus there is a larger variationvuioheha

The influence of multiple factors may help explain another finding: for imgathange
in the environment, those high in trait adaptability showed significantly less\sdapt
performance than those low in trait adaptability but only for strong situasteaigth.
Situational strength moderated the trait-performance relationship but in thetem@sition as
expected. It may be that there were other, unmeasured, individual differena@sdhmabderated
the relationship between trait adaptability and adaptive performance. Howearey of the
individual differences that would affect motivation or ability such as cognibilitya self-
efficacy, or conscientiousness, are related to trait adaptability éBatrkl., 2006; Griffin &
Hesketh, 2003; 2005; Huang et al., 2014; Judge et al., 1999; LePine et al., 2000; Reder &
Schunn, 1999; Ployhart & Bliese, 2006; Shoss et al., 2012) so they would be expected to operate

in the same direction as trait adaptability.
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An explanation that incorporates resources may better explain this finding. For the
initiating change SJls, the response that showed the most adaptive perforsameguaied the
greatest expenditure of time and resources. One example of a highly adaptwseeasption
stated that the participant would reach out to companies to get datasets to use ot thatoje
had been stalled. While this would have helped move the project forward, reaching out to
companies was not required by the participant in her fictional job. It may be thatigbsr in
trait adaptability are also wise about how they spend their limited time t@ndiat. A
participant who is placing herself in a hypothetical situation and thinking about hejofithe
responsibilities may not want to be very proactive on one particular project. A Ipteada the
other hand may not be as mindful as time and resources as he may not be initrating ather
endeavors that compete for time. He may then be more willing to spend the @xtrarethis
project because he does not have as many competing demands. This explanation would not
suffice for the dimension of approaching change with a positive attitude but here,beiregy
adaptive means giving up resources that may be needed elsewhere, a highredap&eless
willing to initiate change. To support this explanation, | would need to better wanmtbighat
effect motivation played as opposed to ability. The difficulty of determininghnwdfichese,
motivation or ability, had a greater impact is discussed more in the theloraptiaations

section.

Although not directly related to situational strength, participants higher inaduiliapt
demonstrated more adaptive performance in this study. This was tested thrabfjbhest
measures and composites of those measures, and the strongest relationshipegasttzétw
adaptability and approaching change with a positive attitude. High adaptersnaer accepting

and enthusiastic of change than were low adapters. While | hypothesizedrinatabkel be
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more significant relationships between the established trait adaptat@biyures and dimensions
of adaptive performance, the relationships that were supported align with otheggindihe
organizational literature (Bateman & Crant, 1993; Ployhart & Bliese, 200&;kaa, 2005).

This should be taken as evidence that the self-report tools are useful in a setetBzhand

may be used in lieu of more elaborate tools such as SJTs when there is not a siretigahe
reason to include contextualization. However, the usefulness of contextualizadesea

certain circumstances is discussed more below.

Scenario composites

There were a number of exploratory analyses that utilized the scemamosites. There
was little reason why these composites should have significant relationsthipisait
adaptability or strength and for the most part, none of the relationships wereaignifhe
exception to this was the CEO scenario composite differing by level og#trevith the adaptive
performance increasing as level of strength increased. This finding sujeostseingth
manipulation functioned correctly for this scenario. In the same vein, manipula&oksc
showed that for two of the scenarios the documents were most relevant in the weakdetel
least relevant in the strong level. This means that when there was mogeligyrdnd less clear

scripts for behavior, participants drew on the information they had available.

Theoretical implications and future directions

One of the primary conceptual implications of this study is that situatiorabsh is still
not well-understand. Intuitively, it appeals to researchers as an importaahc# on behavior.
Although there is much discussion and several empirical tests of the importaroatafrel

strength on behavior (Barrick & Mount, 2005; Cooper & Withey, 2009; Hough & Oswald, 2008;
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LePine, Hollenbeck, llgen, Colquitt, & Ellis, 2002; Marshall & Brown, 2006; Meyer. et a
2009), it is still difficult to manipulate situational strength with much prenisThe taxonomy of
situational strength (Meyer et al., 2010) and the Situational Strength at Waerkveleah
measures situational strength in a specific work context (Meyer et al., @@lidtable advances
in clarifying what precise characteristics make for a weak orgsiunation that can be

uniformly interpreted.

However, there are improvements to be made on these advances. The four facet
taxonomy is not easily applied in studies because the facets are difficydatatee If someone
is under high constraint, is it possible for her to also be under low clarity? Oty @frthe
constraints being clear, does the situation now have at least a moderabé dtargty? A
researcher takes on quite of a challenge if he wishes to have a clean gndtegsiktable
manipulation of each facet. Coupled with this, the Situational Strength at Worlcanadaly be
used in a self-report context in a field study, but cannot be translated to amexpakicontext
where researchers are trying to parse specific effects. Undealyioigthis, even if advances had
been made to manipulate situational strength, the field has not decided on an effgctfe wa
deciphering whether people are perceiving the strength manipulation as éht@relstrength
perceptions relative, or should a participant in a study be able to identify a ktaedvaak
strength scenario? Would we expect a participant to respond differently deshalkthe levels
of the manipulation as opposed to just one? Clearly there is still theoretiged$s to be made
to elucidate how uniform interpretations can be established. Progress on this frbavevihe
dual outcomes of benefitting researchers who continue to look at when and under what
conditions personality and situational characteristics interact to produocgedsshas well as

practitioners who wish to incorporate elements of situational strength imtevtir&

76



environments, assessments, and development programs (Bowen & Ostroff, 2004; §chneide

Salvaggio, & Subirats, 2002).

Second, this study has implications for the conceptualization of adaptive performance.
Here, | developed a novel conceptualization of adaptive performance that lyramaessed its
behavioral components. However, adaptive performance has cognitive and@ffeatponents
as well, such as using specific strategies or adopting a particitiadetivhen approaching
change. In my SJlIs there was a mix of behavioral, cognitive, and affestiygaents but these
were not separated and examined independently. | may have predicted differagsfirat |
parsed adaptive performance into different components, and this would have requiraer diffe

method of assessment than the one used in this study.

Related to idea of assessment, | created new items to measure adafuiveapee for
this study. The reason is that only one other study that | could find utilized anrSabaptive
performance (Oswald, Schmitt, Kim, Ramsay, & Gillespie, 2004), but it was n&ibjeo
match their items to the scenarios used in this experiment because theassessed college
performance. This is reflective of a greater problem: there are notstaliished measures of
adaptive performance. Researchers use or develop their own which leads to Ermonsgishow
adaptive performance is measured, and makes it difficult to “establishi@ahpupport for the
structure of adaptive performance” (Baard et al., 2014; p. 11). While there will dxe thiat
researchers need to create new ways of measuring adaptive performance stich present
study, there should be a push to develop theoretically-driven and validated measwuaas blea

used more broadly across this line of research.
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A third implication is that the role of ability and motivation in trait adaptahiléeds to
be further deconstructed. When interpreting the results of this study, trertvauch
published research that could guide the interpretation toward a problem with atalipyaslem
with motivation of the participants. Adaptability clearly requires both (Pulakals, @000) but it
is an empirical question as to whether one is more important than the other, andfftivérer i
are conditions where one can compensate for the lack of another. Future studies shdyld ident

these conditions.

Fourth, there were important assumptions underlying the use of adaptive performance
this study that should be brought to light. | assumed that more adaptive performarceaswoitil
in higher job performance, and therefore be more desirable. This assumption may not hold in an
applied setting. Employees who wait to change, and would be defined as more redhbts/e i
study, may actuallpenefit from the delay; they may conserve resources, have a better
understanding of the environment when they do act, or engage in other behaviors that lead to
equal levels of performance as they would have if they were more proactivéndihg in this
study that those high in adaptability exhibited less adaptive performancerig situations hint
that there not be a linear relationship between proactive adaptive perferarehoverall
performance. The assumption that proactive adaptive performance needs tedhatekthis
may mean that models other than the regression models used in this study would provale a mor

appropriate test of the ideas.

Lastly, further studies should also retest the ideas examined here agmgttrer than
adaptability. There are two reasons for this: the first is that adaptaddivolutionarily-based.
In the original TASS model that was used as a framework for this studyggagéisgion was

used because of its strong biological grounding (Marshall & Brown, 2006). Thesaathbrs
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model suggested that the model would only hold for other traits with a biological bdasis. T
study continues the work of looking at traits that are evolutionarily based (l¢tiahg2014)
but it is yet to be seen if these findings extent to traits that are leatediin an evolutionary
perspective. The second reason another trait should be used in similar studieslepthatlidy
is not a well-understood or easily-measurable construct and may have muddikwktinenal
strength manipulation. It is difficult to tell if there were not more sigaiit results because the
effect does not exist, or because measure adaptive performance is a giffice$ts. For clarity,
future studies may consider using a trait that is better understood such asntionstiess
(Meyer, Dalal, & Bonaccio, 2009) while still examining moderate strenudtrait-relevant

situations.

Practical implications

The primary implication from this study is that there is some merit todimgj
contextualization in assessments when making selection decisions. Whilessikle to use
self-report measures to understand work-relevant traits like adaptatolitextualized
assessments offer a viewtte conditions under which a candidate may exhibit certain traits.
There is also supporting evidence that contextualized measures haee greaion-related and
face validity (Bing, Davison, & Smothers, 2014; Holtrop, Born, de Vries, & de Vries, 2014;
Shaffer & Postlethwaite, 2012) though there are contradictory findings gdpBorn, & de
Vries, 2014). Contextualization can be of high relevance to organizations, espebeily w
assessments are tailored to match the environmental circumstances prisenbmpany. If a
practitioner knows that changes happen infrequently as his company but when they doisccur, it

vital that employees adapt quickly, he may be able to tailor a contextuatizessment to match
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this reality and select employees that will perform well in an infrequeamge but high stakes

situation.

This is one the first studies to my knowledge that tests the idea that situatiength
can aid in the prediction of certain behaviors specifically in a selection covitaie
assessment centers, situational judgment tests, and work samples often imortyenaational
context or organizationally-relevant behaviors, there may be additionaltmeoihtextualizing
based on thetrength of the environment. This may be applied to different job types, such as an
autonomous, independent job where the employee is faced with a fairly “weakidsitmait still
needs to be productive. However, as stated above, there needs to be more work done on how

exactly to manipulate the perception of strength before specific assessareive designed.

Another, related implication is that when assessments are contextualzedegte
level of situational strength with trait-relevant cues may be the optwell to focus on
(Marshall & Brown, 2006; Tett & Guterman, 2000). Many researchers have uskdtnerggth
situations to elicit variation in behavior with the explanation that when there anées@r cues,
people are free to express themselves. They have also neglected to inclueiewait cues
even though these cues can increase the variability of behavior by agtivetitrait in those
who are on a higher standing of the trait. This study offers some support that fenelabekl
behaviors, a slightly more directive context can offer more variation becandielates or
employees have information on which to choose a course of action. This means thiaineact
need to be include trait-relevant cues, and be very careful about how they conceefaualszof
strength. The difference between the often-wgeak level and the recommendexbderate |evel
can be small, so extensive pilot testing will be needed for tools that utilizéspaals of
situational strength.
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The use of contextualization and levels of strength also means that practitrarst be
mindful of ability to identify criteria (Konig, Melchers, Kleinmann, Richter, &Ke, 2007) or
ability to assess situational demands (Jansen et al., 2013). These two reldtedtsarger to a
candidate’s ability to understand what is required to behave effectivelyemaincsituation. In a
selection context, this means the ability to identify the performance dimensingsédted. This
ability to identify criteria explains significant variance in both assess$ performance and job
performance, and has implications for understanding the validity of contextUe such as
assessment centers and structured interviews. Practitioners should giveulgineto the effect
of candidate’s ability to understand the situation when designing or choosingoseleots and
may even consider measuring candidate’s skills in reading the situationn{idlan, 1993;

Konig et al., 2007).

Lastly, this study has implications for practitioners who continue to explore waysl
to assess candidates. The method used in this experiment was a combination ssareasse
center in-basket and an SJT. This allowed me to manipulate contextual cistirestghile still
understanding what behaviors participants were likely to exhibit in a givet@itughis is one
of the strengths of situational judgment tests: they capture context-dependeleidgsothat is
job-related. However, recent research has shown that the “contextualizivenpg&lemeaning the
item stem, does not make a significant difference when it comes to scoringnjkguat., 2015;
Rockstuhl, Ang, Ng, Lievens, & Van Dyne, 2015). Participants who received SJls with and
without item stems did not score significantly differently from one anotter.cénclusion was
that instead of using contextual information, participants use general domain knowlddge a
comparative strategies among item responses when choosing answers @ram2015).

This finding is disheartening for practitioners who spend time and resouragagifairly
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elaborate situation descriptions in order to incorporate situational elemenéssessment tools.

In this study, participantssed the contextualized documents (indicated by moderate means on
manipulation checks), and had significantly different responses in differetg &dh\strength,

proving that the manipulations did work. The assessment method used here may offerta new pa

to practitioners who wish to retain an interactionist perspective in their tools.

However, there is still work to be done to examine what level of fidelity is bitetisor
manipulating situational strength. This study used situational judgment thatk, vave fairly
low fidelity and do not truly immerse the candidate. It is possible that situksimeagth would
elicit more differences in behavior a high-fidelity situation, in which people leaettout their
decisions instead of just indicate what they would theoretically do. As organizatoeasingly
move in the direction of simulations and video-based assessments, there is ample opfmortuni

explore whether high-fidelity scenarios are better suited to situastmealgth manipulations.

Limitations

There were several limitations to this study. The first was the extent ¢b warticipants
noticed differences in the levels of situational strength. The manipulation check eseth iof
the three scenarios, was not significantly different at different levelgeasigth. Although the
mean ordering was as predicted for two of the scenarios, the manipulation wasnpéesbugh
to elicit significant differences in the manipulation check. If it had been grpihgnay have
elicited more differences in adaptive performance. This can be tracedlthekdifficulty of
effectively manipulating situational strength (Gulobovich, 2013). In order to essarger
manipulations, future studies should pilot test very extensively. The three gfqilud testers

were not sufficient in this study, so future studies may want to consider pilogteed to three
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times with subject matter experts before moving on to other groups of testers wheskave

experience with the construct of situational strength.

The second limitation was that this study used a student sample, many of whorditikely
not have work experience. The scenarios and performance behaviors studied vifezeécspac
organizational context and included changes (such as a corporate merger) thavenagen
unfamiliar to someone without work experience. While the concepts were sath@lifd clarity
reviews were conducted with a student sample before the experiment was laurehadings
of this study would have higher ecological validity if a working sample was &sgure tests of

these ideas may consider collecting data from a population who holds jobs.

The third limitation is that the materials used in this study were not desigradliag to
best practices. Normally if a researcher or organization wants te ereaissessment, he or she
would conduct a job analysis and consult subject matter experts when creatintetted.ma
There were rationales for why this was not done for this study: there wals apjpb family for
this assessment on which to base a job analysis, and | created the content abigthedl iwith
my criteria and could be easily understood by a student population. In the future however
subject matter experts (possibly managers in an organization who havereogutadot of

changes) should generate the initial content if a working sample servet@pards.

While the primary goal of this study was to see if situational strengthratedehe
adaptability-performance relationship, another goal was to use a nongzetfreethod of
assessing adaptability. In order to better understand whether the nogpselfmeasures used in
this study had incremental validity, performance data would need to be edlIERA and

standardized test scores were collected from the student participaritedsupérformance
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measures do not necessarily give insight to adaptive performance. Ifdedgaedted in this study
are later tested on a working sample, the researchers should also dalfesteaperformance

data to better understand if non-self-report is a superior method for assekgitapility.

Lastly, this study did not allow me to look at within-person differences in resptunses
situational strength. I did not use a fully-crossed design in this study to avoaippat fatigue
and boredom, but looking at how participants respond to different levels of strength mdg provi
additional insight to how to successfully manipulate situational strengthylai®@add to
recent work on how individual differences affect how people perceive levelgonfgtr(Jansen,
Lievens, & Kleinmann, 2011; Mischel & Shoda, 1995), therefore furthering some addle g

posited in this discussion.

Conclusion

This study draws from different subfields of organizational, social, and patgonal
psychology to test an idea that has implications for both researchers antbpeasti The results
offer some support for the fact that situational characteristics evokeeditfoehaviors from
those high and low in adaptability. This has implications for the way the field resasur
individual differences and the inclusion of situational strength in assessmon(lthe results
and conclusions of this study will hopefully be used to further the field’s understamdinga

of situational strength in a selection context.

84



APPENDICES

85



Appendix A: Full survey

Consent Form

You are being asked to participate in a research project. Researchegsimeel te provide a
consent form to inform you about the study, to convey that participation is voluntary, amexpl
risks and benefits of participation, and to empower you to make an informed decision. You
should feel free to ask the researchers any questions you may have.

Study Title:Assessmentsin Organizations
Researchers and Titl®r. Ann Marie Ryan andSarena Bhatia
Department and Institution: Department of Psychology, Michigan State Uhyvers

PURPOSE OF RESEARCH
« The intention of this study is to better understand how organizations can selextesapl
using assessment tools that take situational context into effect.

WHAT YOU WILL DO
« For this particular study, participants will be reading a number of correspaesland
documents from an organization and answering multiple-choice questions.
« The survey should take approximately 20-30 minutes to complete, but there is no actual
time constraint.

POTENTIAL BENEFITS
- Participants will be given 1 research credit as compensation for their time.

POTENTIAL RISKS
- The researchers do not foresee any risk pertaining to this questionngone di
experience anxiety while participating in this study, you can discontinueipatiton at
any time with no penalty to you. Also, regardless if you complete all theqddhs
study or not, a list of free community resources will be provided to you.

PRIVACY AND CONFIDENTIALITY
- Participant privacy is very important to us and will be protected to the maxinmtemt ex
allowed by law. This includes complete confidentiality of participants’ @pétion.
- Personal information that could identify participants will never be avaitatdeyone
other than the two primary researchers.
- All data gathered from this questionnaire will be kept on a password-protected compute
and a secure network.

YOUR RIGHTSTO PARTICIPATE, SAY NOM OR WITHDRAW
- Participation in this research project is completely voluntary, though you mu8ttbe
participate. You have the right to say no to participate.
« You may change your mind at any time and withdraw from participating inutig. st
« You may choose not to answer specific questions or to stop participating at any tim
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There will be no consequences to you if you choose to withdraw from participating in
this study.
Choosing not to participate or withdrawing from this study will not make anyeiite
in:
o The quality of any services you may receive.
o Benefits to which you are otherwise entitled.

CONTACT INFORMATION FOR QUESTIONS AND CONCERNS

If you have any questions or concerns about this study, you may contact thehe¥searc
at:

Dr. Ann Marie Ryan
333 Psychology Building
Michigan State University

East Lansing, Ml 48824
ryanan@msu.edu
(517) 353-8855

Sarena Bhatia
302 Psychology Building
Michigan State University
East Lansing, M| 48824
sbhatia@msu.edu

If you have questions or concerns about your role and rights as a reseaonbapdyti

would like to obtain information or offer input, or would like to register a complaint
about this study, you may contact, anonymously if you wish, the Michigan State
University’'s Human Research Protection Program at 517-355-2180, Fax 517-432-4503,
or e-mailirbo@msu.edwor regular mail at 408 W. Circle Drive, 207 Olds Hall, MSU, East
Lansing, M| 48824.

By completing the survey, | voluntarily agree to participate in this study:

Yes
No

Please read the following descriptions and documents carefully. There whktlesahroughout
the study to ensure proper attention.
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Scenario 1: Company acquisition

I nstructions

Imagine you are Devon Thompson, a website designer at Vistalee, Inc. Youtgdead a
group of designers in creating websites for clients. You have been workingtae¥®ifor a few
years, and have to make some decisions based on what is currently going orcainyairy.

You will first read three documents. You will then be asked to answer five questingsyaar
knowledge from the documerdad what you would personally do if you were in this situation.
Choose answers that make the most sense for you as an individual.

Please read the documenssefully, but you may refer back to them when answering the
guestions. It may help you to take a few small notes as you read.

Attention check

What is your job?
a. Paralegal
b. Vice president
c. Website designer
d. Social worker

Where do you work?
a. Vistalee, Inc.
b. Verizon Companies

Your name is Devon Thompson and you work at Vistalee, Inc. as a website deBimer

exercise will require you to pay very close attention to the materiaéifotlowing documents.
Please read slowly and thoroughly.
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Figure 7. Company acquisition, meeting email — weak.

Devon Thompson

From: Devon Thompson

To: alice.odon@vistalee.com

CC: chris.mead@vistalee.com, maria.canon@vistalee.com
Sent: Monday, March 17, 11:50 AM

Subject: Meeting on Monday

Alice,

Are we still on for Monday? I've put the final touches on the presentation and senttib ove
Christy to make some copies.

Best,
Devon

Devow Thompsow

devon.thompson@vistlee.com

pr
’) (501) 892-3947
Vistalee, Inc.

Moving you forward
From: Alice O’'Donnell [alice.odon@VvVistalee.com]
To: devon.thompson@vistlee.com
Sent: Tuesday, March 18, 3:42 PM
Subject: RE: Meeting on Monday

Hi Devon,

Yes, please book the conference room for the Monday meeting. | may be runttiedatdi we
have this meeting about some changes that may be going on at Vistalee but it shioolld met
up for too long. The meeting is across the street so | will run over right afbest ¥ase you'll
have to start without me.

At our next meeting, we should talk about what you have been working on. | know I've been
busy and have not had much time to give you feedback on your projects but we should review
your progress. Thanks.
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Figure 8. Company acquisition, meeting email — moderate.

Devon Thompson

From: Devon Thompson

To: alice.odon@vistalee.com

CC: chris.mead@vistalee.com, maria.canon@vistalee.com
Sent: Monday, March 17, 11:50 AM

Subject: Meeting on Monday

Alice,

Are we still on for Monday? I've put the final touches on the presentation and senttib ove
Christy to make some copies.

Best,
Devon

Devow Thompsow

devon.thompson@vistlee.com

v _—X
’) (501) 892-3947
Vistalee, Inc.

Moving you forward
From: Alice O’Donnell [alice.odon@Vistalee.com]
To: devon.thompson@vistlee.com
Sent: Tuesday, March 18, 3:42 PM
Subject: RE: Meeting on Monday

Hi Devon,

Yes, please book the conference room for the Monday meeting. | may be runttiedadi |
am meeting with one of the people over at that small web design company we heetwhite
back. We are meeting to discuss whether they can handle part of our product desiyarmwor
now on. Not too sure what is going on but worst case you'll have to start without me.

There may be some implications for both of us if this company does take over sagneaeki
in terms of our time and responsibility. We can talk about this more when we meethaetts T
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Figure 9. Company acquisition, meeting email — strong.

Devon Thompson

From: Devon Thompson

To: alice.odon@vistalee.com

CC: chris.mead@vistalee.com, maria.canon@vistalee.com
Sent: Monday, March 17, 11:50 AM

Subject: Meeting on Monday

Alice,

Are we still on for Monday? I've put the final touches on the presentation and senttib ove
Christy to make some copies.

Best,
Devon

Devow Thompsow

= devon.thompson@vistlee.com

’) (501) 892-3947
Vistalee, Inc.

Moving you forward
From: Alice O’Donnell [alice.odon@Vistalee.com]
To: devon.thompson@vistlee.com
Sent: Tuesday, March 18, 3:42 PM
Subject: RE: Meeting on Monday

Hi Devon,

Yes, please book the conference room for the Monday meeting. | may be runttiedadi |

am meeting with one of the people over at InnoWeb Designs, a small web designygdmpan
talk about our acquisition of their company and make sure they are ready to take on some of
clients. Worst case you'll have to start without me.

You and | should also set up a meeting to talk about how we will train InnoWeb Desgpls p
after the acquisition. We will be in charge of getting them up to date with oargsodind
procedures, so please set aside some time in your calendar for thesestaiaintpe next few
weeks. | am hoping it won’t subtract too much from your project time. Thanks.
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Figure 10. Company acquisition, note — weak.

Hey Devon,

| know you asked my marketing team for a mock-up of the new design work, and | am working
on it. | was told there may be some changes with how the design work is done. Wé are stil
negotiating to understand if this affects the way we can distribute nhéterimmock-ups. Sorry

to hold you up, but I will keep you updated as | hear more!

- Karim
Figure 11. Company acquisition, note — moderate.
Hey Devon,

| know you asked my marketing team for a mock-up of the new design work, but | don’t.have it
Our team is now involved with a new web design company that needs to sign off on the
licensing. | probably can’t give you the mock-ups until | get clearance myayustill be able get
around these constraints if you talk to the graphic designers and see if thelpc&oing to

hold you up, but | will keep you updated as | hear more!

- Karim
Figure 12. Company acquisition, note — strong.
Hey Devon,

| know you asked my marketing team for a mock-up of the new design work, but | &iryafra
cannot have it. You may have heard we are acquiring InnoWeb Designs, so their peopde need t
see the design work before it can be distributed. | can’t give you the rmgberiaeed for your
project. | understand this holds up your current project. You will also need to miedhewt

team before | can distribute any content to you. Sorry to hold you up, but | will keep you
updated as | hear more!

- Karim
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Figure 13. Company acquisition, law email — weak.

= Vistalee, Inc.
Moving you forward

Vistalee, Inc.

Corporate Headquarters

4549 Southway Drive

Little Rock, AR 72201

Email: contact@vistalee.it.com
Fax: (501) €42-293¢

P

February 13, 2014

Brock, Johnson, and Latinski
South Law Offices

294 Lark Avenue

Little Rock, AR 72201

Dear Mr. Brock,

Thank you very much for meeting with me. My company urgently needs a legahidamhom
to consult. It is important that we meet with you again soon.

Although my company is undergoing changes, | do not expect the change wilbaffectrrent
employees. We would still like to seek your legal counsel. It would be helpful tesbene
specific information about how local laws will affect our department beferstart this process.

Our executive board has several higher-priority concerns right now, so | ane ohstren our
next meeting will be. | will get in touch when | have a better idea of wherowd next meet. |
look forward to speaking with you.

Sincerely,
Whitney Wulu)v.qﬁan
Whitney Washington

Senior Vice President of Human Resources
Vistalee, Inc.
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Figure 14. Company acquisition, law email — moderate.

= Vistalee, Inc.
Moving you forward

Vistalee, Inc.

Corporate Headquarters

4549 Southway Drive

Little Rock, AR 72201

Email: contact@vistalee.it.com
Fax: (501) €42-293¢

P

February 13, 2014

Brock, Johnson, and Latinski
South Law Offices

294 Lark Avenue

Little Rock, AR 72201

Dear Mr. Brock,

Thank you very much for meeting with me. | would like to set up another meeting senieti
the next month because our company urgently needs a legal team with whom to cossult. It i
important that we meet with you as soon as possible.

Because my company is undergoing some major changes, there may also be sgasfchan
our employees in regards to their pay and pensions, so we would like some guidance amund sta
employment laws. We will have to pay our employees much less than we do now.

| will have my administrative assistant get in touch with you in the next fewhmaiiout
coordinating another meeting. | look forward to speaking with you.

Sincerely,
Whitney Wulu)v.qﬁan
Whitney Washington

Senior Vice President of Human Resources
Vistalee, Inc.
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Figure 15. Company acquisition, law email — strong.

= Vistalee, Inc.
Moving you forward

Vistalee, Inc.

Corporate Headquarters

4549 Southway Drive

Little Rock, AR 72201

Email: contact@vistalee.it.com
Fax: (501) €42-293¢

P

February 13, 2014

Brock, Johnson, and Latinski
South Law Offices

294 Lark Avenue

Little Rock, AR 72201

Dear Mr. Brock,

Thank you very much for meeting with me last week about our acquisition of InnoWelm®esig
Our company urgently needs a legal team with whom to consult as these changasrsgart t
place. It is important that we meet with you soon.

| will have shareholders who are involved with the acquisition attend our nexhmeaasfe
would also like to talk about the implications for our employees at Vistaleesdtydikely that
the acquisition will result in the firing of some of our staff, simply becauseaweot support a
workforce as large as the current one. We need to seek legal counsel beforefararardywith
terminations.

| will have my administrative assistant get in touch with you this week aboudioating
another meeting. | look forward to speaking with you.

Sincerely,
Whitney Wulu)v.qﬁan
Whitney Washington

Senior Vice President of Human Resources
Vistalee, Inc.
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Attention check

Who is the vice president, Whitney Washington, trying to meet with?
a. A manufacturing company
b. Alegal team
c. A group of students
d. The information technology team

Of what do you (Devon) want a mock-up from Karim?
a. Business cards
b. Web search
c. Design work
d. Blueprints

[tems

Imagine you are Devon, a website designer at Vistalee, Inc., and had just read those three
documents. Using your knowledge from the documents and what you would personally do
if you werein thissituation, please answer the following questions. Choose answer s that
make the most sense for you as an individual, not necessarily what will get you promoted in
the company.

A close friend who you work with asks you if you feel things are different aroistdi®e. How
do you respond@dentifying signs of change)

a. Say you have not really noticed much difference, the company seems the saua. as us
(least adaptive)

b. State that it seems like some changes are going on, but nothing more- yolhbagk a
but no solid proof.

c. Mention that you have had a few conversations and interactions that make itikeems |
there will be changes around the company.

d. Tell your friend about the specific pieces of information that make you think ihar
change happening, and ask your friend if he or she has heard anything similar.

e. State pretty confidently what change is happening and who is involved- the signs have
been clear and you want to keep your friend infornadst adaptive)

Your supervisor says there may be changes to the way things are done artaled Wishe
coming months. What do you d¢&justing to signs of change)

a. Continue with your projects so you can meet your deadlines- no one is sure thieee wil
changes, so it does not help you to do anything until you know iheast. adaptive)

b. Listen attentively for announcements from your supervisor or upper management so tha
you are one of the first to know if there will be changes.
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c. Use the information from your recent conversations to guess what changescmay o
and mentally start preparing for modifications to your work routine.

d. Ask your coworkers what information they have about the changes, and discuss possible
changes with them to build your social support network.

e. After gathering all the information you can, start making small chaingesur work
routine in preparation for the larger changes that are coifmogt adaptive)

Some of your coworkers are talking changes that are going on aroun@#&/iJtaére is some
dissatisfaction because some changes require people to work on new teams wittnua&now
members, or learn new skills that have not been needed before. How do yo(exbdatihg
attitude toward change)

a. You agree with your coworkers. You want to share your own story of how change has
made your life harder to help them feel that they are not alone in their fnrst(bast
adaptive)

b. You have not experienced much trouble in your role, but your coworkers’ conversation
makes you uneasy that you may be asked to work with strangers or learntaiéigul
skills soon too.

c. You understand that this “water cooler talk” is a good way for people to get their
frustrations out, so you do not think much more about what they are saying.

d. You see where your coworkers are coming from, but you do not think the changes will
make your job that much worse.

e. You understand why people are frustrated, but you are also a little excged what
new skills you are asked to learn- they may actually make your jolr.a%ist
adaptive)

There is a new group of people that may be joining your team in a few months. Wbat dtu?y
(initiating change)

a. Be alert for a message from your supervisor about new team members, but continue wor
as usual(least adaptive)

b. Make sure all your team’s projects are up to date so if there are new addigoesyill
not be any confusion.

c. Spend some time putting together a few informational documents to distributeafr¢hey
needed.

d. Talk to your supervisor about new projects that would be possible if more teammates
were available for support.

e. Get your team involved in creating an orientation so that new members gathkea
basics quickly if they join the tearfmost adaptive)

There is a small local company that has an innovative approach to web desigmttilgsecge
but learning the new design is challenging and time-consuming. You areawahaf with the
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way your company currently designs web pages. What do yo(ex@8ring new approaches,
tools, and technologies)

a.

o

Stay focused on your work- your company’s approach to design works well for your
customers, and you are an expert at creating quality products Wiidast.adaptive)

Stay tuned in to see whether the local company plans to create a more odéy-frie
version to do the new web design in the future.

Ask around to see if any of your colleagues have experience with this newdpproa
Sign up for the introductory course the local company offers on their new approach to
gain some exposure and see if it is something worth pursuing.

After getting clearance from your supervisor, sign up for the full eztibn for the new
approach to web design even though it requires giving up part of your weékestd.
adaptive)

To what extent did the information in the three documents help you make decisions when
answering the five questions?

oo op

To a great extent
Somewhat

Very little

Not at all
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Scenario 2: New CEO

Instructions

Imagine you are Jamie Lopez, a marketing analyst for Tetra Health w8hadarge consumer
healthcare company. As a marketing analyst, you work at the headquiicess afd are in
charge of conducting analyses on large datasets to help the company deoi® \Wharch new
products, and what an appropriate price for these products is.

You will first read three documents. You will then be asked to answer five questingsyasr
knowledge from the documerdad what you would personally do if you were in this situation.
Choose answers that make the most sense for you as an individual.

Please read the documenssefully, but you may refer back to them when answering the
guestions. It may help you to take a few small notes as you read.

Attention check

What is your job?
e. Paralegal
f. Marketing analyst
g. Website designer
h. Pet trainer

Where do you work?
c. Taragon Incorporated
d. Tetra Health

Your name is Jamie Lopez and you work at Tetra Health as a marketiggtahhils exercise

will require you to pay very close attention to the material in the followingrdeats. Please
read slowly and thoroughly.
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Figure 16. New CEO, announcement — weak.

/\TETRA

Official Announcement

Disruptions in headquarter office

Over the next few weeks, there will be more activity than usual in the
headquarter office. We will be having a number of executives visiting.
Please excuse any disruptions such as more people around the office

than usual. We appreciate your cooperation.
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Figure17. New CEO, announcement — moderate.

/\TETRA

Official Announcement

Disruptions in headquarter office

Over the next few weeks, there will be more activity than usual in the
headquarter office. We are hiring for open positions in our upper
management, specifically the executive board. There will likely be a
lot of changes to the way the company is run with new executive
board members. Please excuse any disruptions such as higher levels

of crowds and over-booking of rooms. We appreciate your

cooperation.
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Figure 18. New CEO, announcement — strong.

/\TETRA

Official Announcement

Disruptions in headquarter office

Over the next few weeks, there will be more activity than usual in the

headquarter office. The company is hiring for a new CEO as our

current one is retiring soon. A new CEO means a lot of changes
around the company, especially in the way budgets are reviewed and
approved. Please excuse any disruptions. The office will be very busy,
and it is unlikely anyone will be able to book rooms for meetings, but

we appreciate your cooperation.
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Figure19. New CEO, messenger — weak.

Adam (3:31 PM)
Hey, did you get a chance to submit that budget paperwork?

You

No, I just went and talked to Klaudia about it and she said
everything should be fine. We don’t have to submit anything
formal

Adam (3:34 PM)
That is one of the nice things about Tetra Health- it is such a
relaxed environment

You

[ know, the last place I worked at there were rules for
everything when 1t came to budgets. It got exhausting having
to go through the steps every time I needed to purchase
something

Adam (3:35 PM)

Yeah, definitely way less to worry about here! It 1s one of the
things that keeps our work environment so flexible. Thanks for
looking into that! I'll see you at lunch

Type your text here...
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Figure 20. New CEO, messenger — moderate.

Adam (3:31 PM)
Hey, did you get a chance to submit that budget paperwork?

You

No, I just went and talked to Klaudia about it and she said
everything should be fine. We don’t have to submit anything
formal

Adam (3:34 PM)

That 1s one of the nice things here- 1t 1s such a relaxed
environment. Though I am not sure if that 1s changing with the
new management they are bringing in

You

I know, the last place I worked at there were rules for
everything when it came to budgets. I hope that does not
happen here, but I have heard they want the budget to be
tighter

Adam (3:35 PM)

Yeah, I heard that too. I hope they don’t, the way 1t 1s right
now, we are able to be really flexible. Anyways, thanks for
looking into that! I’ll see you at lunch

Type your text here...
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Figure 21. New CEO, messenger — strong.

A

chat

£

Adam (3:31 PM)
Hey. did you get a chance to submit that budget paperwork?

You

No, I just went and talked to Klaudia and we don’t have to
submit anything formal. Apparently that process will be
changing very soon with this new CEO, though. It 1s going to
be a lot harder to get budget approval

Adam (3:34 PM)

Oh no, that is not good news. I heard that too, that the new
CEO was going to be really strict because of the budget
constraints.

You

[ know, the last place I worked at there were rules for
everything when it came to budgets. Sounds like that 1s about
to happen here with this new change in management

Adam (3:35 PM)

Yeah, I heard that too. Well I guess we will have to get used to
things being a lot stricter. Anyways, thanks for looking into
that! I’1l see you at lunch

~

.

Type your text here...
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Figure 22. New CEO, email — weak.

----Original message----

From: Mario Guerra [TH]
Sent: 1 Nov 2:40 PM

To: jlopez21l@its.tetra.org
Subject: Progress on project?

Hello Jamie,

I was wondering what your plans were to push forward on that project we have been
working on. I know this was not a top priority so if you have stopped working on it
because you have been busy, I totally understand. I just had not heard from you in a
while and wanted to check in.

Best,
Mario

Mario Guerra

Administration systems manager
cell: (598) 829- 92648

email: mguerra34@its.tetra.org

Re: Progresson project?

Sent: 08 Nov 8:05 AM
To: Mario Guerra (mguerra34@its.tetra.org)
From: Jamie Lopez [TH]

Hi Mario,

Sorry for being so out of touch. | have been trying to move the project forward, but | have run
into a lot of problems. You know how things are around here can be- there are so many rules for
every little thing that is hard to make progress. There is so much structure that it gets in the way
sometimes. | will let you know when | hear back.

Thanks for your patience,
Jamie

106



Figure 23. New CEO, email — moderate.

----Original message----

From: Mario Guerra [TH]
Sent: 1 Nov 2:40 PM

To: jlopez21l@its.tetra.org
Subject: Progress on project?

Hello Jamie,

I was wondering what your plans were to push forward on that project we have been
working on. We had already put a fair amount of time and effort into the project, so I
think it would make a lot of people look bad if we dropped the project entirely. I just had
not heard from you in a while and wanted to check in.

Best,
Mario

Mario Guerra

Administration systems manager
cell: (598) 829- 92648

email: mguerra34@its.tetra.org

Re: Progresson project?

Sent: 08 Nov 8:05 AM
To: Mario Guerra (mguerra34@its.tetra.org)
From: Jamie Lopez [TH]

Hi Mario,

Sorry for being so out of touch. | have been trying to move the project forward, but | have been
running into difficulties because of some changes going on in the organization on the executive
board. | have emails out to a few different people, and meetings set up for next week to discuss

this. I will let you know when | hear back.

Thanks for your patience,
Jamie
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Figure 24. New CEO, email — strong.

----Original message----

From: Mario Guerra [TH]
Sent: 1 Nov 2:40 PM

To: jlopez21l@its.tetra.org
Subject: Progress on project?

Hello Jamie,

I was wondering what your plans were to push forward on that project we have been
working on. This is a really important project for a lot of people. With promotion
decisions coming up, I want us to have made progress so the people on our team do not
look like poor performers. These people are depending on us. I just had not heard from
you in a while and wanted to check in.

Best,
Mario

Mario Guerra

Administration systems manager
cell: (598) 829- 92648

email: mguerra34@its.tetra.org

Re: Progresson project?

Sent: 08 Nov 8:05 AM
To: Mario Guerra (mguerra34@its.tetra.org)
From: Jamie Lopez [TH]

Hi Mario,

Sorry for being so out of touch. | have been trying to move the project forward, but | have been
running into difficulties because of the new CEO that will be taking over Tetra. The new CEQ is
implementing a lot of strict rules in regards to budget, so it has been hard for me to get
clearance. It has pretty drastically changed the working environment. | will let you know when |
hear back.

Thanks for your patience,
Jamie
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Attention check

What is happening in headquarters?

There is construction on part of the building

There will be more people around for a few weeks
There was a robbery

The building will be closed for several months

aoop

Did you (Jamie) submit the paperwork?

No, you were told you did not need to

No, you could not find the administrator

Yes, you successfully submitted

Yes, with the required changes Klaudia asked for

aoop

[tems

Imagine you are Jamie, a marketing analyst for TetraHealth had just read those three
documents. Using your knowledge from the documents and what you would personally do
if you werein thissituation, please answer the following questions. Choose answer s that
make the most sense for you as an individual, not necessarily what will get you promoted in
the company.

A close friend who you work with asks you if you feel things are different aroatrd Health.
How do you respond(dentifying signs of change)

a. Say you have not really noticed much difference, the company seems the sauz. as us
(least adaptive)

b. State that it seems like some changes are going on, but nothing more- yolhbagk a
but no solid proof.

c. Mention that you have had a few conversations and interactions that make itikeems |
there will be changes around the company.

d. Tell your friend about the specific pieces of information that make you think ihar
change happening, and ask your friend if he or she has heard anything similar.

e. State pretty confidently what change is happening and who is involved- the signs have
been clear and you want to keep your friend infornfadst adaptive)

You are asked to create a preliminary budget for a new project. What do y(adjdis®ng to
signs of change)
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a. Follow the same exact model you usually do, with the same cost estimatesotial
has served you well, and you want to give the budget to your manager g{lezidy.
adaptive)

b. Have the budget that is similar in size to what you have turned in previously, but write a
note to your manager to look over it and confirm.

c. Check with your team members to see how they have been creating budgtg, i@
follow whatever advice they give you.

d. Form a budget that is close to what you normally create with a few built-igusaés in
case the total budget needs to be reduced before it can be cleared.

e. Create a budget that is smaller than you normally would so that you are prepaneyg for
problems you run into for having too large of a bud@ebst adaptive)

You try to book a room in headquarters for an important meeting only to find that none of them
are available. The administrative assistant tells you it is due to thetigber of executives in
town right now. How do you reac{@xhibiting attitude toward change)

a. You are a little annoyed that there are no available rooms. This is an imporé&dimgme
and there are not a lot of other buildings to book rodleast adaptive)

b. Itis a big inconvenience but you thank the assistant and hope someone on your team may
know of an alternative place to book.

c. You are surprised there are no rooms as it is a big building, but you start thinking of other
places where you may be able to hold the meeting.

d. You feel inconvenienced but you know it is important for the company’s future that the
visitors feel welcomed to the company, so you do not dwell much.

e. Although it makes holding the meeting difficult, you understand that there are intporta
changes going on at Tetra that require you to be flexitast adaptive)

Your most recent budget proposal for the project you and Mario are working on is denied. You
are told that there is a new product that Tetra is considering releasingibtitains decided,

your project cannot be approved because no new data is being collected. When ihre @iecisi
that product is made, your proposal to collect new data will automaticallgdesidered. What

do you doqinitiating new change)

a. Tell your team the bad news, and dedicate full effort to other projects you hageogoi
so that you more time to work on this one if it is reconsiddleakt adaptive)

b. See if you can talk to someone in product development to find out a rough timeline for
when the new product decision will be made.

c. Look through the datasets you have to see if there is new information or insigldany
get out them, even though you have used those datasets several times already.

d. Have a meeting with your team to see if anyone has ideas about how to getanew da
while you wait, and consider executing a few good ideas that come up.
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e. Although it has never been done before, you get in touch with companies to see if they
have datasets you may be able to use while you wait to be reconsfdest@daptive)

A few weeks in the future, a member of your team has to file similar paperwohatoyou and
Adam thought you needed to file. She mentions that the paperwork process has changed and it
has been moved online. What do you ¢{®@loring new approaches, tools, and technologies)

a. The online systems at Tetra are pretty slow and hard to use, so you decidgahataf
need to file that paperwork in the future you will ask someone help you so that the
process is still efficien{least adaptive)

b. Figure you may not need to file that paperwork again soon, so you wait to become
familiar with system until you need to use it, in case it changes in the meanti

c. Write yourself a reminder to ask your team member about the filing graties she
goes through it the first time.

d. Talk to the administrative assistant and see if she can send you screenstetbne
system so you have some exposure to it.

e. Ask your team member if you can watch her file on the online system so thateyou
familiar with it when you need it nextmost adaptive)

To what extent did the information in the three documents help you make decisions when
answering the five questions?

To a great extent
Somewhat

Very little

Not at all

oo op
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Scenario 3: New technology

Instructions

Imagine you are Wei Chang, a sales specialist working at Emplaae EmployeeTrack is the
creator and provider of a popular employee database software that many esnugarto
manage their employee’s information and payroll. As a specialist, yoyboellients
understand how EmployeeTrack’s software can streamline record-keeping.

You will first read three documents. You will then be asked to answer five questingsyasr
knowledge from the documerdad what you would personally do if you were in this situation.
Choose answers that make the most sense for you as an individual.

Please read the documenssefully, but you may refer back to them when answering the
guestions. It may help you to take a few small notes as you read.

Attention check

What is your name?

i. Wei Chang
J. Walt Can
k. Lei Kim

[. Dan Chan

Where do you work?
e. Emerging Leaders for You, LLC
f. EmployeeTrack

Your name is Wei Chang and you work at EmployeeTrack as a sales specidisixdrhise

will require you to pay very close attention to the material in the followingrdeats. Please
read slowly and thoroughly.
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Figure 25. New technology, email — weak.

----- Original Message----

From: Wei Chang

To: iborown@employeetrack.org
Sent: Tuesday, 21 Sept 7:34 AM
Subject: Client information

Hello Isabella,

We are about to get to the negotiation stage with the client | have been wortkirepdihey
want to know a little more about the technical specs. | know there were some doahgss
things recently. | haven't gotten the chance yet to go through the new informait will when
| have time. Thanks in advance.

Sincerely,
Wei

EmployeeTrack, Sales specialist
wchang@employeetrack.org

33 Bridgewater Av., Office 5
Denver, CO €021

Re: Client information

From: Isabella Brown [ibrown@employeetrack.org]
To: wchang@employeetrack.org

Sent: Monday, 27 Sept 10:02 AM

Subject: RE: Client information

Wei,

Sorry for the delayed response. | know you had asked for some specific informatiafidat a
you are handling. Right now the platform that we are using is undergoing somes;rsmg
won’t be able to get that information to you for a while. We have to get one bigcteargd up
before | know anything else.

Thanks for your patience.
Isabella
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Figure 26. New technology, email — moderate.

----- Original Message----

From: Wei Chang

To: iborown@employeetrack.org
Sent: Tuesday, 21 Sept 7:34 AM
Subject: Client information

Hello Isabella,

We are about to get to the negotiation stage with the client | have been woitkifigrithe past
few weeks, and they want to know a little more about the technical specs. | knowenmi
platform some of this is still being worked out. | got an email about needing to rewissvas

the new information with a technology specialist so | should be more up to date soon.iffhanks
advance.

Sincerely,
Wei

EmployeeTrack, Sales specialist
wchang@employeetrack.org

33 Bridgewater Av., Office 5
Denver, CO €021

Re: Client information

From: Isabella Brown [ibrown@employeetrack.org]
To: wchang@employeetrack.org

Sent: Monday, 27 Sept 10:02 AM

Subject: RE: Client information

Wei,

Sorry for the delayed response, things have been busy over here. | know you had asked for some
specific information for that pretty important client you are handling. You halspty heard

how big the changes are for the new platform. Everything is being tnaatsfietle by little, so

some of the specifications you asked for will be changing. | will send you thdomiments

once we have them.
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Thanks for your patience.
Isabella
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Figure 27. New technology, email — strong.

----- Original Message----

From: Wei Chang

To: iborown@employeetrack.org
Sent: Tuesday, 21 Sept 7:34 AM
Subject: Client information

Hello Isabella,

We are about to get to the negotiation stage with the client | have been wortkirigrithe past

few weeks, and they want to know a little more about the technical specs of the memmnplat

know these are basic questions but | want to double check because so much of this information
has changed with the new platform. | haven’t gone through the formal training-treduged

me for yet. Thanks in advance.

Sincerely,
Wei

EmployeeTrack, Sales specialist
wchang@employeetrack.org

33 Bridgewater Av., Office 5
Denver, CO €021

Re: Client information

From: Isabella Brown [ibrown@employeetrack.org]
To: wchang@employeetrack.org

Sent: Monday, 27 Sept 10:02 AM

Subject: RE: Client information

Wei,

Sorry for the delayed response, things have been crazy over here with trenpliethsfer. |
know you had asked for some specific information for your client (and | also knovelyenir
can be difficult to handle, so | know this request is urgent). As you know, we just tragsfibrr
of our software to a new technology platform. This means we have had to reconfigiuoé a |
aspects of the employee database software. Right now we are looking inttethiécewhich
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this new platform for the software can support mobile capabilities. | evil you the new
documents, and you should go through the formal training as soon as you can.

Thanks for your patience.
Isabella
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Figure 28. New technology, announcement — weak.

EmployeeTrack has recently moved to a new computing platform.
This means that our employee database software is undergoing
significant changes. Because many of these changes affect how
you interact with the software, and help clients understand it, all
employees are REQUIRED to go through a mandatory training.
This training must be completed in the next two weeks. Please

visit the EmployeeTrack official portal to sign up for a training date.

Your cooperation is greatly appreciated.

SK 84-3985

N Ny
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Figure 29. New technology, announcement — moderate.

EmployeeTrack has recently switched over to a new computing platform
for our employee database software. This switch comes with a lot of
changes in the specifications and usage of our software. If you are
interested in learning more about these changes, the Training &
Development team is offering courses to better familiarize yourself with
the changes. These training are optional but will offer valuable insight that
will help both you and your clients. Please visit the EmployeeTrack official
portal to sign up for a training date.

SK 84-3985
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Figure 30. New technology, announcement — strong.

Employee Track®

: L

IMPORTANT NOTICE TO ALL EMPLOYE

EmployeeTrack has recently moved to a new computing platform.
This means that our employee database software is undergoing
significant changes. Because many of these changes affect how
you interact with the software, and help clients understand it, all
employees are REQUIRED to go through a mandatory training.
This training must be completed in the next two weeks. Please

visit the EmployeeTrack official portal to sign up for a training date.
Your cooperation is greatly appreciated.

SK 84-3985

120



Figure 31. New technology, voicemail — weak.

Hi Wel, it's your boss Sheila. You have probably heard something about the chatingégswi
new platform. | just wanted to give you a heads up that there will be some trasmogted
with the move over, but you can go through it when you have the time. It's not a bigitleal if
takes you a while, | know you have a lot of project work to take care of. The tramigagly
more for those people who want to be on the cutting-edge of what's going on. Anyugty
thought | would let you know. Talk to you tomorrow.

Figure 32. New technology, voicemail — moderate.

Hi Wei, it's your boss Sheila. By now you have heard about the switch of our softvthee t
new platform. There is a training that is associated with the move- yonegtl to go through it
sooner rather than later. All of the other employees will have done it so if yoo'th#ve going
to show in terms of your performance and ability to be on the same level asnevelse.
Anyways, just wanted to give you that reminder. Talk to you tomorrow.

Figure 33. New technology, voicemail — strong.

Hi Wei, it's your boss Sheila. | know you have been hearing a lot about how our employee
software has switched to be on a new platform. You have gotten a couple of emaith@bout
mandatory training to learn about the new platform. | was told you haven'’t been thrgaghiti
is really important that you do this ASAP. Anyone who doesn’t complete the tramihg next
few days will be considered on probation, and your future with this company will be under
guestion. Take care of this soon please. Talk to you tomorrow.
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Attention check
What has EmployeeTrack just received that is affecting the software?

A training program

A new computing platform
A legal issue

A group that negotiates

oo op

Why did you (Wei) need to know about technical specifications? You were:

Building a new software
Redesigning a platform
Negotiating with a client
Creating a financial document

aoop

[tems

Imagineyou are Wel, a sales specialist working at EmployeeTrack, and had just read or
listened to those three documents. Using your knowledge from the documents and what you
would personally do if you werein this situation, please answer the following questions.
Choose answer sthat make the most sense for you as an individual, not necessarily what
will get you promoted in the company.

A close friend who you work with asks you if you feel things are different around
EmployeeTrack. How do you respon@dentifying signs of change)

a. Say you have not really noticed much difference, the company seems the sauz. as us
(least adaptive)

b. State that it seems like some changes are going on, but nothing more- yolhbagk a
but no solid proof.

c. Mention that you have had a few conversations and interactions that make itikeems |
there will be changes around the company.

d. Tell your friend about the specific pieces of information that make you think ihar
change happening, and ask your friend if he or she has heard anything similar.

e. State pretty confidently what change is happening and who is involved- the signs have
been clear and you want to keep your friend infornadst adaptive)

In order to be up to date with the changes with the platform that hosts the emgitajmesd
software, employees can go through a training. Your schedule is prety this time of the
year. What do you da(adjusting to signs of change)
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Stay focused on your clients so that you can do your job well- your boss is gooaat letti
you know when it is mandatory to complete these kinds of trainflegst adaptive)

Keep working on your current projects, but keep an eye out for an open spot on your
calendar where you may be able to go through the training.

After a few members of your team have been through the training and say italdake

too long, sign up for training.

Say you will attend the training pretty soon after it is announced so you can stay up t
date.

Be one of the first employees to sign up for training because you like to be at the
forefront of whatever is new in the compafyost adaptive)

Some of your fellow sales specialists have been complaining about havingta lebof new
information because of the new platform. Some have been getting pressure frdvodbes
about the new trainings required. How do you reéstibiting attitude toward change)

a.

It is usually frustrating or annoying when big changes like this occur inworkplace,

S0 you take out your frustration along with your coworkgeast adaptive)

You can relate about needing new information to share with clients and gettefyarall

your boss, so you share your own stories with your coworkers.

You have had some similar problems, but you also have other concerns to worry about so
you do not pay much attention to your coworkers’ conversations.

You do not say much to your coworkers- the changes are inconvenient but in the end they
will make the company more efficient, so you accept them.

You do not get involved in the conversation because in the end these changes will make
the company better and may even make your job eésiest adaptive)

Because of the changes with the platform, some of the paperwork you give ®rmodieds to be
edited. What do you dditiating change)

a.

Talk to the administrators about when they will be able to create new paperwark so y
have an estimated timelingeast adaptive)

Make the changes by hand to any paperwork you have to give to clients before new
paperwork is created because everyone is really busy.

Put together a list of the specific changes that need to be made, and shargatiwi
team to see if they agree.

Create a new form that is similar, but has the required changes, and send it éayour t
in case they want to use it.

Download a version of the paperwork that can be edited, make the changes, and send the
new paperwork to the administrators to review and post to the form f(rabest.

adaptive)
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The changes to the platform have created some new capabilities that you camabiéets. One
new feature is the ability to have the software automatically crgatetseabout the employees
in the software’s system. This feature is difficult to learn. What do yoiespldring new
approaches, tools, and technologies)

a. Continue offering the services you know to your clients- you do not want to offer them
something that you or very few people know how to use appropriéesgst adaptive)

b. Ask your team members if they have learned to use this feature and if thegdtaeir
opinion on how useful it is.

c. See if any of your clients are interested in the new tool before spending tooimeich t
learning about it.

d. Search for a quick guide for the new feature so that you have some working knowledge
about the tool, and can talk to clients about it.

e. Find a manual from the software developers that teaches you how to use the new tool,
and become proficient in it. New tools are interesting to groost adaptive)

To what extent did the information in the three documents help you make decisions when
answering the five questions?

To a great extent
Somewhat

Very little

Not at all

oo o

------ The Proactive Personality Scale and I-ADAPT measure were inserted here in the study, and
the order of the two scal es was randomi zed-------

1. What is your HPR number or MSU ID (the first half of your MSU email)@o gan
receive credit?

2. What is your ACT composite score? (Should be between 1 and 36. Highest if took test
more than once. Write N/A if not applicable)

3. What is your SAT critical reading score? (Should be between 200 and 800. Higbekt if
test more than once. Write N/A if not applicable)

4. What is your SAT math score? (Should be between 200 and 800. Highest if took test more
than once. Write N/A if not applicable)

5. What year are you considered in school, credit-wise?
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Freshman
Sophomore
Junior
Senior
Other

6. What is your current cumulative college GPA?
less than 2.00
2.00to 2.29
2.30to 2.59
2.60to0 2.89
2.901t0 3.19
3.20to 3.49
3.50to 3.79
3.80 to 3.99
4.00
| am in my first semester

7. What is your age?

8. What is your gender?
Male
Female

9. Is your ethnicity Hispanic/Latino?
Yes
No

10.1f your ethnicity is not Hispanic/Latino please select your race belay galect more
than one):
American Indian or Alaska Native
Asian
Black or African American
Native Hawaiian or Other Pacific Islander
White
Other

11.1f you have any comments about this study that you would like shared with thehesea
please write them below.

Please remain seated so that you can be debriefed at the end of the sessedoRletuse
your phone during this time.
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Debrief Form
Adaptability in Organizations Study

Thank you very much for participating in our study. Below you will find more inftomabout
the purpose of this study as well as a list of counseling and informational resources

The purpose of this study is to determine whether characteristics of asittat affect how

much adaptability a person shows. The researcher wants to see if weak, modstatego
situations have an effect on how adaptable people are at work. A weak situatiomisvbrahi

it is not clear how one should behave. A strong situation is one in which it is very cleardow on
should behave. A moderate situation falls in between. The hypothesis is that motiexata si

will be the best for separating out people who are more adaptive from those whoase not
adaptive.

This information will be used by researchers and hiring agents to creampleyment
assessments that can select adaptable employees.

If answering any of these questions led you to feel distressed and you would pkakds
someone about your thoughts, please take advantage of the resources listed below.

M SU Human Resear ch Protection Program
Judy McMillan

(517) 432-4502

irb@msu.edu

MSU Counseling Center

(517) 355-8270

556 East Circle Drive, Room 207
East Lansing, M| 48824
counseling@cc.msu.edu

We would like to thank you again for your participation. Participants who are tetgias
learning more about the results of this study or about graduate school poepaet send the
researchers a request via emastdtatia@msu.edu. They may also send any comments,
guestions or concerns regarding the study to the principal investigator:

Dr. Ann Marie Ryan

333 Psychology Building
Michigan State University
East Lansing, MI 48823
ryanan@msu.edu

(517) 353-8855
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Appendix B: Instructionsto SMEsfor sorting adaptive performance behaviors

In this exercise you will be sorting adaptive behaviors as either high\aelaptow adaptive. A
description of each of these categories is provided below:

Proactive adaptability: characteristic of someone who has both the ability and the
approach orientation to identify early signs of change, and the ability to addyzrige
before external pressures force adaptation. Proactive adapters oftectedfege in their

environments without external incentives to do so. They may try new things or adopt new

approaches without being asked to formally do so. They adapt to change with an
approach orientation and a positive mindset.

Reactive adaptability: characteristic of a passive recipient of change who is not adept at

identifying inclement change, and who only alters his or her behavior when it is
necessary. These people are likely less skilled than those high in proacpitabaitia
when it comes to producing innovative solutions and integrating diverse pieces of
information. They may be less up-to-date about organizational initiatives andgsrogre
less able to see trends that predict inclement change, and less able to thinkooissolut
when change is needed. Reactive adapters may also be more hesitant andilessposi
their approach to change.

No adaptability: characteristic of someone who is completely unable or unwilling to
adapt to change even when it is mandated by an external authority. They arenaitie
to change their current way of operating, or have a strong fear of changeadest their
motivation to change.

Please sort the following cards into one of the two categories. If theoaid ghat does not
seem to fit in any category, please place it to the side.

At the end you will be asked if any of the cards were hard to sort, or if the wordincpoth a
could be clearer to better fit the definition of the category in which you te#ldinged. Please
keep any issues in mind during the task so that you can talk about them brieflaiafsefhank
you!
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The following bulleted behaviors were placed on cards for the SVIEs to sort into the two
categories.

* ldentifying early signs of change
0 Integrating information to see change coming
o Staying abreast of company developments
* Being willing to adjust to signs of change without external pressure

» Exhibiting a positive attitude towards change

» Initiating change in the environment (without any external pressure)

» Exploring new approaches, tools, and technologies through own curiosity or initiative

* ldentifying change only when it is obvious or is pointed out by someone else

» Adjusting to change to maintain performance on the job or for some other extrinsic
motivation (being less willing to adapt to change)

» Exhibiting a hesitant or reluctant attitude towards change

* Being a passive observer of the environment

* Retaining current approaches, tools, and technologies until required to change

Follow-up question from researcher to SME: Were there any cards that you had a lot of trouble
sorting into one of the two categories? Are there changes you would make to that chedteo it
fit the definition of the category you thought it should go into?
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Appendix C: Survey for pilot test for situational strength

What is your name? (If you don't mind, so that if you leave a comment, | can follovitupowi
if anything is unclear. But feel free to leave this blank!)

Thank you very much for participating in this task!

Purpose

In this exercise, you will be sorting responses of people in organizationsebpfeituational
strength. Situational strength refers to the extent to which cues in the envir@gnahthe
desirability of certain behaviors. Stronger situations are those that presgntuoes about
appropriate behaviors; they press people to behave in certain ways. Weakensitara those
that accept a range of behaviors. Moderate situations fall in between the two.

Descriptions of situational strength
A weak situation is one that:
« Allows flexibility in interpretation of events
« Does not provide specific incentives for any course of behavior
« May provide conflicting or incompatible cues about what is happening in the
environment or what is expected
- Allows one to make his or her own decision and act freely

A football game would be an example of a weak situation. Almost any behavior jiéaditepa
person may calmly sitting in the stands and watch the game, or a person mayspaihiehiface
in school colors and belligerently yell at the other side’s fans the whole gtieer person
would feel out of place or like his or her behavior was not acceptable.

A moderate situation will fall in between a weak and a strong situation. There may be some
guidance for what behaviors are expected, but there is still flexibilithat 18 considered
normal.

A gym would be an example of a moderate situation. There is a general guioiebebavior —
it should center on exercise — but there is a fair amount of variability allowedeatdhat.
People on a basketball court may be noisy and energetic, whereas somegnedifjhts may
be more quiet and focused.

A strong situation is one that:
- Provides easily understandable cues so that a person knows what he or she should do
- Provides incentives for following the expected response pattern (or consequences fo
following the expected behavior)
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- Provides consistent information over time about what is happening in the environment or
what is expected
- Prevents one from making his or her own decision, or limits freedom

A funeral would be an example of a strong situation. There are clear gaglas to what
behaviors are acceptable, and deviations from these guidelines (such as |datiggin a
loud voice, or making inappropriate jokes) are not likely to occur.

Directionsfor thisexercise

There are nine sets of responses that need to be categorized into weak, modtrate} or
situations. For each question, please move the boxes to align with 1 for weak, 2 for moderate
3 for strong next to the response. At the bottom of each set of responses, pleasare@s

or edits if you have any. These may be about the manipulation not being strong enough, about
specific words, about reading level, etc.

Again, thank you so much for your help with this!
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Appendix D: Proactive Personality Scale (Bateman & Crant, 1993)

Answersindicated on a 5-point Likert scale (strongly agree to strongly disagree)

| am constantly on the lookout for new ways to improve my life

| feel driven to make a difference in my community, and maybe the world
| tend to let others take the initiative to start new projects (R)

Wherever | have been, | have been a powerful force for constructive change
| enjoy facing and overcoming obstacles to my ideas

Nothing is more exciting than seeing my ideas turn into reality

If | see something | don't like, | fix it

No matter what the odds, if | believe in something | will make it happen

| love being a champion for my ideas, even against others' opposition
10 | excel at identifying opportunities

11.1 am always looking for better ways to do things

12.1f | believe in an idea, no obstacle will prevent me from making it happen
13.1 love to challenge thgtatus quo

14.When | have a problem, | tackle it head-on

15.1 am great at turning problems into opportunities

16.1 can spot a good opportunity long before others can

17.1f | see someone in trouble, | help out in any way | can

©CoNoOOr~®DE
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Appendix E: I-ADAPT-M (Ployhart & Bliese, 2006)

Answersindicated on a 5-point Likert scale (strongly agree to strongly disagree)

| am able to maintain focus during emergencies. (Crisis)

| enjoy learning about cultures other than my own. (Cultural)

| usually over-react to stressful news. (Work stress)

| believe it is important to be flexible in dealing with others. (Interpersonal)

| take responsibility for acquiring new skills. (Learning)

I work well with diverse others. (Cultural)

| tend to be able to read others and understand how they are feeling at axoyaparti

moment. (Interpersonal)

| am adept at using my body to complete relevant tasks. (Physical)

In an emergency situation, | can put aside emotional feelings to handleantgasks.

(Crisis)

10.1 see connections between seemingly unrelated information. (Creativity)

11.1 enjoy learning new approaches for conducting work. (Learning)

12.1think clearly in times of urgency. (Crisis)

13.1 utilize my muscular strength well. (Physical)

14.1t is important to me that | respect others' culture. (Cultural)

15.1 feel unequipped to deal with too much stress. (Work stress)

16.1 am good at developing unique analyses for complex problems. (Creativity)

17.1 am able to be objective during emergencies. (Crisis)

18. My insight helps me to work effectively with others. (Interpersonal)

19.1 enjoy the variety and learning experiences that come from workingoettple of
different backgrounds. (Cultural)

20.1 can only work in an orderly environment. (Physical)

21.1 am easily rattled when my schedule is too full. (Work stress)

22.1 usually step up and take action during a crisis. (Crisis)

23.1 need for things to be "black and white". (Uncertainty)

24.1 am an innovative person. (Creativity)

25.1 feel comfortable interacting with others who have different values andnesist
(Cultural)

26.1f my environment is not comfortable (e.g., cleanliness), | cannot perform(Rieysical)

27.1 make excellent decisions in times of crisis. (Crisis)

28.1 become frustrated when things are unpredictable. (Uncertainty)

29.1 am able to make effective decisions without all relevant information. (tamay)

30.1 am an open-minded person in dealing with others. (Interpersonal)

31.1 take action to improve work performance deficiencies. (Learning)

32.1 am usually stressed when | have a large workload. (Work stress)

NoOga,k~wbdR
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33.1 am perceptive of others and use that knowledge in interactions. (Interpersonal)

34.1 often learn new information and skills to stay at the forefront of my profession.
(Learning)

35.1 often cry or get angry when | am under a great deal of stress. (Woi stres

36.When resources are insufficient, | thrive on developing innovative solutionstiy@yga

37.1 am able to look at problems from a multitude of angles. (Creativity)

38.1 quickly learn new methods to solve problems. (Learning)

39.1 tend to perform best in stable situations and environments. (Uncertainty)

40.When something unexpected happens, | readily change gears in response. (Uy)certaint

41.1 would quit my job if it required me to be physically stronger. (Physical)

42.1try to be flexible when dealing with others. (Interpersonal)

43.1 can adapt to changing situations. (Uncertainty)

44.1 train to keep my work skills and knowledge current. (Learning)

45.1 physically push myself to complete important tasks. (Uncertainty)

46.1 am continually learning new skills for my job. (Learning)

47.1 perform well in uncertain situations. (Uncertainty)

48.1 can work effectively even when | am tired. (Physical)

49. 1 take responsibility for staying current in my profession. (Learning)

50.1 adapt my behavior to get along with others. (Interpersonal)

51.1 cannot work well if it is too hot or cold. (Physical)

52.1 easily respond to changing conditions. (Uncertainty)

53.1 try to learn new skills for my job before they are needed. (Learning)

54.1 can adjust my plans to changing conditions. (Uncertainty)

55.1 keep working even when | am physically exhausted. (Physical)
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Appendix F: Script read by researcher during sessions

(Researcher reads at the beginning of study after everyoneis seated)

Hi everyone, thank you for coming to this session. As a reminder, you will be herdf fam ha
hour and will receive 1 credit for participating. In this session, you will reaeral documents
that you may read if you were working at a company. You will then answer guiestions

based on each set of documents. At the end of the study, you will answer several gaiestibns
yourself including academic and demographic information.

One important piece of information: in order to receive credit, you must be hehne fotlt30
minutes. This means if you choose to fill out the survey, you should take your time with it
because you have to be in this room anyways. | will pass out the debriefing fornk RiD e
the session, and after you read it you can go.

At this point, please turn your phones on silent and put them away. I'll wait a fewntsoioe
you to do that.

Ok! Raise your hand if you have any issues or questions and | will come to you. Thamgjaiyou a
for being here and go ahead and start the study.

(Five minutes befor e the session ends, researcher reads the following)

| am going to come around and pass out the debrief form. If you are still workingstakach
time as you need. After you finish and read the form, you are free to leave. lapbtovwake
the form with you, that is fine. If you do not need it, leave it here please.

(Researcher passes out debrief form)

134



REFERENCES

135



REFERENCES

Adaptability [Def. 1]. (n.d.). I'lMerriam Webster Online. Retrieved November 20, 2013 from
http://www.merriam-webster.com/dictionary/adaptability.

Allworth, E., & Hesketh, B. (1999). Construatiented biodata: Capturing changsated and
contextually relevant future performanteter national Journal of Selection and
Assessment, 7(2), 97-111.

Baard, S. K., Rench, T. A., & Kozlowski, S. W. (2014). Performance adaptation: A thdoretica
integration and reviewlournal of Management, 40(1), 48-99.

Barrick, M. R. & Mount, M.K. (2005). Yes, personality matters: Moving on to more important
matters Human Performance, 18(4), 359-372.

Bateman, T. S., & Crant, J. M. (1993). The proactive component of organizational behavior: A
measure and correlatelaurnal of Organizational Behavior, 14(2), 103-118.

Beaty Jr, J. C., Cleveland, J. N., & Murphy, K. R. (2001). The relation between persamality a
contextual performance in" strong" versus" weak" situatidingian Performance, 14(2),
125-148.

Bing, M. N., Davison, H. K., & Smothers, J. (2014). Iteevel Frameof-reference Effects in
Personality Testing: An investigation of incremental validity in an orgaaiztsetting.
International Journal of Selection and Assessment, 22(2), 165-178.

Borman, W. C., & Motowidlo, S. J. (1997). Task performance and contextual performance: The
meaning for personnel selection reseaktdmman Performance, 10(2), 99-109.

Bowen, D. E., & Ostroff, C. (2004). Understanding HRM—firm performance linkagesolehe r
of the “strength” of the HRM systemcademy of Management Review, 29(2), 203-221.

Bowers, K. S. (1973). Situationism in psychology: An analysis and a critiguehol ogical
Review, 80(5), 307-336.

Bowler, M. C., & Woehr, D. J. (2009). Assessment center construct-related véigipping
beyond the MTMM matrixJournal of Vocational Behavior, 75(2), 173-182.

136



Burch, G. S. J., Pavelis, C., & Port, R. L. (2008). Selecting for creativity and immavahe
relationship between the innovation potential indicator and the team selection ipventor
International Journal of Selection and Assessment, 16(2), 177-181.

Burke, C. S., Stagl, K. C., Salas, E., Pierce, L., & Kendall, D. (2006). Understanding team
adaptation: A conceptual analysis and modtmirnal of Applied Psychology, 91(6),
1189-1207.

Campbell, D. J. (2000). The proactive employee: Managing workplace initiatagemy of
Management Executive, 14(3), 52—66.

Carlson, K. D., & Wu, J. (2012). The lllusion of Statistical Control Control VariabletiPean
Management ReseardDrganizational Research Methods, 15(3), 413-435.

Cassady, J. C. (2001). Self-reported GPA and SAT: A methodologicaPnatt cal
Assessment, Research & Evaluation, 7(12), 1-6.

Chen, G., Thomas, B., & Wallace, J. C. (2005). A multilevel examination of the relationships
among training outcomes, mediating regulatory processes, and adaptive performance
Journal of Applied Psychology, 90(5), 827-841.

Child, I. L. (1968). Personality in culture. In E. F. Borgatta & W.W Lambeats (FHandbook of
personality theory and research (p. 83). Chicago, IL: Rand McNally.

Cooper, W. H., & Withey, M. J. (2009). The strong situation hypotheisonality and Social
Psychology Review, 13(1), 62-72.

Coyle, T. R. (2006). Test—retest changes on scholastic aptitude tests ardewtogla
Intelligence, 34(1), 15-27.

Crant, J. M. (1995). The Proactive Personality Scale and objective job performamggraal
estate agentsournal of Applied Psychology, 80(4), 532-537.

Crant, J. M. (1996). The Proactive Personality Scale as a predictor of entrejpteneuntions.
Management, 29(3), 62-74.

Crant, J. M. (2000). Proactive behavior in organizatidog.nal of Management, 26(3), 435-
462.

Crant, J. M., & Bateman, T. S. (2000). Charismatic leadership viewed from above: Theampac
proactive personalitydournal of Organizational Behavior, 21(1), 63-75.

137



Curran, P. J., West, S. G., & Finch, J. F. (1996). The robustness of test statistics to nagnormali
and specification error in confirmatory factor analyB/chological Methods, 1(1), 16.

Davis-Blake, A., & Pfeffer, J. (1989). Just a mirage: The search for dispositftetiten
organizational researcAcademy of Management Review, 14(3), 385-400.

Dennis, J. P., & Vander Wal, J. S. (2010). The cognitive flexibility inventory:uimsnt
development and estimates of reliability and valid@ggnitive Therapy and Research,
34(3), 241-253.

Donaldson, S. I., & Grant-Vallone, E. J. (2002). Understanding self-report bias in atgarak
behavior researchournal of Business and Psychology, 17(2), 245-260.

Eby, L. T., Butts, M., & Lockwood, A. (2003). Predictors of success in the era of the
boundaryless careelournal of Organizational Behavior, 24(6), 689-708.

Endler, N. S. (1993). Personality: An interactional perspective. In J. Hettema Reary
(Eds.),Foundations of personality (pp. 251-268). Dordrecht, the Netherlands: Kluwer.

Endler, N. S., & Parker, J. D. (1992). Interactionism revisited: Reflections on the cogtinui
crisis in the personality areBuropean Journal of Personality, 6(3), 177-198.

Feist, G. J. (1998). A meta-analysis of personality in scientific and adisttivity.Personality
and Social Psychology Review, 2(4), 290-309.

Fisher, S. (1997)'he consistency of goal orientation: Effects of goal discrepancies and interest.
Unpublished doctoral dissertation, Michigan State University, East Lansing.

Fleeson, W. (2004). Moving personality beyond the person-situation debate the creieénge
the opportunity of within-person variabilitZurrent Directions in Psychological
Science, 13(2), 83-87.

Forehand, G. A., & von Haller Gilmer, B. (1964). Environmental variation in studies of
organizational behavioPsychological Bulletin, 62(6), 361-382.

Frederiksen, N. (1972). Toward a taxonomy of situatiéngrican Psychologist, 27(2), 114-
123.

Frey, M. C., & Detterman, D. K. (2004). Scholastic assessment or g? The relgtioesteen
the scholastic assessment test and general cognitive a@slithol ogical Science, 15(6),
373-378.

138



Fugate, M., & Kinicki, A. J. (2008). A dispositional approach to employability: Developofe
a measure and test of implications for employee reactions to organizakliangec
Journal of Occupational and Organizational Psychology, 81(3), 503-527.

Fugate, M., Kinicki, A. J., & Ashforth, B. E. (2004). Employability: A psycho-social toos
its dimensions, and applicatiod@®urnal of VVocational behavior, 65(1), 14-38.

Fuller Jr, B., & Marler, L. E. (2009). Change driven by nature: A meta-anabytiew of the
proactive personality literaturdournal of Vocational Behavior, 75(3), 329-345.

Furr, R. M., & Funder, D. C. (2004). Situational similarity and behavioral consistency:
Subjective, objective, variable-centered, and person-centered apprdaches. of
Research in Personality, 38(5), 421-447.

Georgsdottir, A. S., & Getz, I. (2004). How flexibility facilitates innovation aagswo manage
it in organizationsCreativity and Innovation Management, 13(3), 166-175.

Golubovich, J. (2013). The impact of situational strength on the validity of situationalgatigm
items.ProQuest Dissertations and Theses, 275. Retrieved from
http://ezproxy.msu.edu/login?url=http://search.proquest.com/docview/1468679308?accou
ntid=12598.

Griffin, B., & Hesketh, B. (2003). Adaptable behaviours for successful work and career
adjustmentAustralian Journal of Psychology, 55(2), 65-73.

Griffin, B., & Hesketh, B. (2004). Why openness to experience is not a good predictor of job
performancelnternational Journal of Selection and Assessment, 12(3), 243-251.

Griffin, M. A., Neal, A., & Parker, S. K. (2007). A new model of work role performance:
Positive behavior in uncertain and interdependent contésasemy of Management
Journal, 50(2), 327-347.

Griffin, M. A., Parker, S. K., & Mason, C. M. (2010). Leader vision and the development of
adaptive and proactive performance: A longitudinal stdoy.nal of Applied
Psychology, 95(1), 174-182.

Harvey, J. H., Town, J. P., & Yarkin, K. L. (1981). How fundamental is" the fundamental
attribution error"?Journal of Personality and Social Psychology, 40(2), 346-349.

139



Highhouse, S. (2009). Designing experiments that gener@liganizational Research Methods,
12(3), 554-566.

Hoffman, B. J., Melchers, K. G., Blair, C. A., Kleinmann, M., & Ladd, R. T. (2011). Exercises
and dimensions are the currency of assessment cdreesannel Psychology, 64(2),
351-395.

Holtrop, D., Born, M. P., & de Vries, R. E. (2014). Predicting Performance with Contegrtlializ
Inventories, No Framef-reference Effectdnternational Journal of Selection and
Assessment, 22(2), 219-223.

Holtrop, D., Born, M. P., de Vries, A., & de Vries, R. E. (2014). A matter of context: A
comparison of two types of contextualized personality meadeeesnality and
Individual Differences, 68, 234-240.

Hough, L. M., & Oswald, F. L. (2008). Personality testing and industrial—orgamaéti
psychology: Reflections, progress, and prospéadtsistrial and Organizational
Psychology, 1(3), 272-290.

Hough, L. M., & Schneider, R. J. (1996). Personality traits, taxonomies, and applications in
organizations. In K. R. Murphy (EdIpdividual differences and behavior in
organizations (pp. 31-38). San Francisco, CA: Jossey-Bass.

Huang, J. L., Ryan, A. M., Zabel, K. L., & Palmer, A. (2014). Personality and adaptive
performance at work: A meta-analytic investigatidournal of Applied Psychology,
99(1), 162.

Jansen, A., Lievens, F., & Kleinmann, M. (2011). Do individual differences in perceiving
situational demands moderate the relationship between personality and estessier
dimension ratingsHuman Performance, 24(3), 231-250.

Jansen, A., Melchers, K. G., Lievens, F., Kleinmann, M., Brandli, M., Fraefel, L., & KGni§
(2013). Situation assessment as an ignored factor in the behavioral consistengyrparadi
underlying the validity of personnel selection procedulas.nal of Applied Psychology,
98(2), 326-341.

Johnson, J. A. (1997). Units of analysis for the description and explanation of personality. In R
Hogan, J. A. Johnson, & S.R. Briggs (Edklandbook of personality psychology (pp.
73-93). San Diego, CA: Academic Press.

Judge, T. A., Thoresen, C. J., Pucik, V., & Welbourne, T. M. (1999). Managerial coping with
organizational change: A dispositional perspectioarnal of Applied Psychology, 84(1),
107-122.

140



Kammeyer-Mueller, J. D., & Wanberg, C. R. (2003). Unwrapping the organizational entr
process: Disentangling multiple antecedents and their pathways to adjustouenal of
Applied Psychology, 88(5), 779-794.

Kleinmann, M. (1993). Are rating dimensions in assessment centers transparerttdipapés?
Consequences for criterion and construct validiburnal of Applied Psychology, 78(6),
988.

Koenig, K. A., Frey, M. C., & Detterman, D. K. (2008). ACT and general cognitiveabili
Intelligence, 36(2), 153-160.

Kozlowski, S. W. J., & Bell, B. S. (2008). Team learning, development, and adaptation. In V. I.
Sessa & M. London (Eds@roup learning (pp. 15-44). Mahwah, NJ: Lawrence
Erlbaum.

Kozlowski, S. W. J., Gully, S. M., Brown, K. G., Salas, E., Smith, E. M., & Nason, E. R. (2001).
Effects of training goals and goal orientation traits on multidimensicaiairig
outcomes and performance adaptabilidygani zational Behavior and Human Decision
Processes, 85(1), 1-31.

Krause, M. S. (1970). Use of social situations for research purpgosescan Psychologist,
25(8), 748-753.

Krumm, S., Lievens, F., Huffmeier, J., Lipnevich, A. A., Bendels, H., & Hertel, G. (26iyy
“situational” is judgment in situational judgment testkirnal of Applied Psychology,
100(2), 399-416.

Lang, J. W., & Bliese, P. D. (2009). General mental ability and two types of adaptation
unforeseen change: Applying discontinuous growth models to the task-change paradigm.
Journal of Applied Psychology, 94(2), 411-428.

LePine, J. A. (2003). Team adaptation and postchange performance: Effects of teesitomm
in terms of members' cognitive ability and personaliyrnal of Applied Psychology,
88(1), 27-39.

LePine, J. A. (2005). Adaptation of teams in response to unforeseen change: Effeats of

difficulty and team composition in terms of cognitive ability and goal caieont.
Journal of Applied Psychology, 90(6), 1153-1167.

141



LePine, J. A., Colquitt, J. A., & Erez, A. (2000). Adaptability to changing task conkifkests
of general cognitive ability, conscientiousness, and openness to expepasoanel
Psychology, 53(3), 563-593.

LePine, J. A., Hollenbeck, J. R, ligen, D. R., Colquitt, J. A., & Ellis, A. (2002). Gender
composition, situational strength, and team decision-making accuraciyeocr
decomposition approacBrganizational Behavior and Human Decision Processes,
88(1), 445-475.

Li, N., Liang, J., & Crant, J. M. (2010). The role of proactive personality in job sdimsfand
organizational citizenship behavior: A relational perspecfiee:nal of Applied
Psychology, 95(2), 395-404.

Lievens, F., & Conway, J. M. (2001). Dimension and exercise variance in assessitemt ce
scores: a large-scale evaluation of multitrait-multimethod studbesnal of Applied
Psychology, 86(6), 1202.

Lucas, R. E., & Donnellan, M. B. (2009). If the person-situation debate is really over, vghy doe
it still generate so much negative affeddurnal of Research in Personality, 43(2), 146-
149.

Magnusson, D. (1971). An analysis of situational dimensieereeptual and Motor ills,
32(3), 851-867.

Magnusson, D., & Endler, N. §1977). Personality at the crossroads: Current issuesin
interactional psychology. Hillsdale, NJ: Erlbaum.

McDaniels, M. A., Hartman, N. S., Whetzel, D. L., & Grubb, W. (2007). Situational judgment
tests, response instructions, and validity: A reetalysisPersonnel Psychology, 60(1),
63-91.

Meneely, J., & Portillo, M. (2005). The adaptable mind in design: Relating personajtytive
style, and creative performancg&.eativity Research Journal, 17(2-3), 155-166.

Meyer, R. D., & Dalal, R. S. (2009). Situational strength as a means of conceptuetintext.
Industrial and Organizational Psychology, 2(1), 99-102.

Meyer, R. D., Dalal, R. S., & Bonaccio, S. (2009). A memalytic investigation into the

moderating effects of situational strength on the conscientiousness—p&derma
relationshipJournal of Organizational Behavior, 30(8), 1077-1102.

142



Meyer, R. D., Dalal, R. S., & Hermida, R. (2010). A review and synthesis of situaticerajtbt
in the organizational sciencelurnal of Management, 36(1), 121-140.

Meyer, R. D., Dalal, R. S., José, I. J., Hermida, R., Chen, T. R., Vega, R. P., ... & Khare, V. P.
(2011). Measuring job-related situational strength and assessing itstingegdfects
with personality on voluntary work behavidournal of Management, 40(4), 1010-1041.

Mentkowski, M. (Ed.). (2000).earning that lasts: Integrating learning, development, and
performance in college and beyond. San Francisco: Jossey-Bass.

Milgram, S. (1963). Behavioral study of obedientee Journal of Abnormal and Social
Psychology, 67(4), 371-378.

Milgram, S. (1965). Some conditions of obedience and disobedience to autdonign
Relations, 18(1), 57-76.

Mischel, W. (1968)Personality and assessment. New York: Wiley.

Mischel, W. (1977). On the future of personality measuremendrican Psychologist, 32(4),
246-254.

Mischel, W. (1999). Implications of person—situation interaction: Getting overefioksfi
borderline personality disordefuropean Journal of Personality, 13(5), 455-461.

Mischel, W. (2004). Toward an integrative science of the pefsomal Review of Psychology,
55, 1-22.

Mischel W. & Peake P.K1983) Facets of consistency: Replies to Epstein, Funder, & Bem.
Psychological Review, 90(4), 394—-402.

Mischel, W., & Shoda, Y. (1995). A cognitive-affective system theory of personality:
Reconceptualizing situations, dispositions, dynamics, and invariance in personality
structure Psychological Review, 102, 246—268.

Monson, T. C., Hesley, J. W., & Chernick, L. (1982). Specifying when personality traigsxda
cannot predict behavior: An alternative to abandoning the attempt to predictahgle
criteria. Journal of Personality and Social Psychology, 43(2), 385-399.

Moos, R. H. (1973). Conceptualizations of human environmAmia.ican Psychologist, 28(8),
652-665.

143



Motowidlo, S. J., Dunnette, M. D., & Carter, G. W. (1990). An alternative selection procedure
The low-fidelity simulationJournal of Applied Psychology, 75(6), 640.

Mumford, M. D., Baughman, W. A., Threlfall, K. V., Uhiman, C. E., & Costanza, D. P. (1993).
Personality, adaptability, and performance: Performance on well-defiobkpr solving
tasks.Human Performance, 6(3), 241-285.

Ng, T. W. H., Eby, L. T., Sorensen, K. L., & Feldman, D. C. (2005). Predictors of objective and
subjective career success: A meta-analyassonnel Psychology, 58(2), 367—408.

Pervin, L. A. (1976). A free-response description approach to the analysismi-gétstion
interaction.Journal of Personality and Social Psychology, 34(3), 465-474.

O'Brien, R. G., & Kaiser, M. K. (1985). MANOVA method for analyzing repeated messur
designs: An extensive primd?sychological Bulletin, 97(2), 316.

Oswald, F. L., Schmitt, N., Kim, B. H., Ramsay, L. J., & Gillespie, M. A. (2004). Devel@ping
biodata measure and situational judgment inventory as predictors of college student
performanceJournal of Applied Psychology, 89(2), 187.

Parker, S. K. (1998). Enhancing role breadth self-efficacy: The roles of jabheemnt and other
organizational interventiongournal of Applied Psychology, 83(6), 835—-852.

Pervin, L. A. (1978). Definitions, measurements, and classifications of stintwgitisns, and
environmentsHuman Ecology, 6(1), 71-105.

Pesta, B. J., & Poznanski, P. J. (2008). Black—white differences on IQ and grades: Thiegnedia
role of elementary cognitive taskstelligence, 36(4), 323-329.

Ployhart, R. E., & Bliese, P. D. (2006). Individual ADAPTability (IADAPT) dihg
Conceptualizing the antecedents, consequences, and measurement of individual
differences in adaptability. In S. Burke, L. Pierce, & E. Salas (Bdsdgrstanding
adaptability: A prerequisite for effective performance within complex environments (pp.
3-39). Oxford, United Kingdom: Elsevier.

Ployhart, R. E., & Ehrhart, M. G. (2003). Be careful what you ask for: Effectspuinss
instructions on the construct validity and reliability of situational judgmeis.te

International Journal of Selection and Assessment, 11(1), 1-16.

Podsakoff, P. M., & Organ, D. W. (1986). Self-reports in organizational research: Problems and
prospectsJournal of Management, 12(4), 531-544.

144



Price, R. H., & Bouffard, D. L. (1974). Behavioral appropriateness and situatmsdtaint as
dimensions of social behavidlournal of Personality and Social Psychology, 30(4), 579-
586.

Pryor, J. B., LaVite, C. M., & Stoller, L. M. (1993). A social psychological analyksexual
harassment: The person/situation interactloarnal of Vocational Behavior, 42(1), 68-
83.

Pulakos, E. D., Arad, S., Donovan, M. A., & Plamondon, K. E. (2000). Adaptability in the
workplace: Development of a taxonomy of adaptive performalocenal of Applied
Psychology, 85(4), 612-624.

Pulakos, E. D., Schmitt, N., Dorsey, D. W., Arad, S., Borman, W. C., & Hedge, J. W. (2002).
Predicting adaptive performance: Further tests of a model of adaptathurhan
Performance, 15(4), 299-323.

Reder, L. M., & Schunn, C. D. (1999). Bringing together the psychometric and gtnaidds:
Predicting adaptivity in a dynamic taskognitive regulation of performance: Interaction
of theory and application. Attention and Performance XVII, 315-342.

Roberts, B. W. (2009). Back to the futuRersonality and Assessment and personality
developmentJournal of Research in Personality, 43(2), 137-145.

Rockstuhl, T., Ang, S., Ng, K.Y., Lievens, F., & Van Dyne, L. (2015) Putting judging situations
into situational judgment tests: Evidence from intercultural multimedia. 3dtisal of
Applied Psychology, 100(2), 464-480.

Rosen, M. A., Bedwell, W. L., Wildman, J. L., Fritzsche, B. A., Salas, E., & Burke, C. S. (2011).
Managing adaptive performance in teams: Guiding principles and behaviokairsnfor
measurementiuman Resour ce Management Review, 21(2), 107-122.

Ross, L., & Nisbett, R. E. (199I)he person and the situation: Perspectives of social
psychology. New York, NY: McGraw-Hill Book Company.

Rubin, N. J., Bebeau, M., Leigh, I. W., Lichtenberg, J. W., Nelson, P. D., Portnoy, S., ... &
Kaslow, N. J. (2007). The competency movement within psychology: A historical
perspectiveProfessional Psychology: Research and Practice, 38(5), 452-462.

Savickas, M. L. (2005). The theory and practice of career construction. In R. W&L&nD.
Brown (Eds.)Career development and counseling: Putting theory and research to work
(pp. 42—70). Hoboken, NJ: John Wiley & Sons.

145



Savickas, M. L., & Porfeli, E. J. (2012). Career Adapt-Abilities Scale: Constnjcgliability,
and measurement equivalence across 13 couniosal of Vocational Behavior,
80(3), 661-673.

Schmitt, M., Gollwitzer, M., Baumert, A., Gschwendner, T., Hofmann, W., & Rothmund, T.
(2008). Traits as situational sensitivities: Psychometric and substaaotiveents on the
TASS model proposed by Marshall and Brown (2006) [Review of Marshall & Brown,
2006]. Retrieved from http://psydok.sulb.uni-saarland.de/volltexte/2009/2352/.

Schneider, R. J., & Hough, L. M. (1995). Personality and industrial/organizational psycholog
In C. L. Cooper & I. T. Robertson (Edd.hternational review of industrial and
organizational psychology (pp. 75-129). Chichester, UK: Wiley.

Schneider, B., Salvaggio, A. N., & Subirats, M. (2002). Climate strength: a newatirot
climate researchlournal of Applied Psychology, 87(2), 220.

Seibert, S. E., Crant, J. M., & Kraimer, M. L. (1999). Proactive personality and saceess.
Journal of Applied Psychology, 84(3), 416-427.

Seibert, S. E., Kraimer, M. L., & Crant, J. M. (2001). What do proactive people do? A
longitudinal model linking proactive personality and career sucBessonnel
Psychology, 54(4), 845-874.

Sells, S. B. (Ed.). (1963gimulus determinants of behavior. New York: Ronald Press.

Shaffer, J. A., & Postlethwaite, B. E. (2012). A matter of context: A faeddytic investigation
of the relative validity of contextualized and noncontextualized personaldgures.
Personnel Psychology, 65(3), 445-494.

Sherman, R. A., Nave, C. S., & Funder, D. C. (2010). Situational similarity and personality

predict behavioral consistenclournal of Personality and Social Psychology, 99(2),
330-343.

Shoss, M. K., Witt, L. A., & Vera, D. (2012). When does adaptive performance lead to higher
task performance3dournal of Organizational Behavior, 33(7), 910-924.

Situation [Def. 1]. (n.d.). IIMerriam Webster Online. Retrieved January 24, 2014 from
http://www.merriam-webster.com/dictionary/situation.

146



Smith, E. M., Ford, J. K., & Kozlowski, S.W. J. (1997). Building adaptive expertise:
Implications for training design. In M. A. Quinones & A. Dudda (Ed&ajning for 21%
century technology: Applications of psychological research (pp. 89-118). Washington,
DC: APA Books.

Snyder, M., & Ickes, W. (1985). Personality and social behavior. In G. Lindzey & E.gxrons
(Eds.),Handbook of social psychology, 3rd ed (pp. 883-948). New York: Random House.

Song, L. J., Huang, G. H., Peng, K. Z., Law, K. S., Wong, C. S., & Chen, Z. (2010). The
differential effects of general mental ability and emotional irgefice on academic
performance and social interactioh#elligence, 38(1), 137-143.

Spector, P. E. (1994). Using se#fport questionnaires in OB research: A comment on the use of
a controversial methodournal of Organizational Behavior, 15(5), 385-392.

Spector, P. E., & Brannick, M. T. (2011). Methodological urban legends: The misuse of
statistical control variable®rganizational Research Methods, 14(2), 287-305.

Spector, P. E., Schneider, J. R., Vance, C. A., & Hezlett, S. A. (2000). The relation of cognitive
ability and personality traits to assessment center performdmeeal of Applied Social
Psychology, 30(7), 1474-1491.

Stainton Rogers, W. (20113ocial psychology. Berkshire, England: McGraw Hill Open
University Press.

Statistical Package for the Social Sciences (SPSS). (2005). Linead-effiects modeling in
SPSS: An introduction to the MIXED procedure. Retrieved from
http://www.spss.ch/upload/1126184451 Linear%20Mixed%20Effects%20Modeling%20i
n%20SPSS.pdf

Steel, P. (2007). The nature of procrastination: a meta-analytic and théoesiea of
guintessential self-regulatory failuf@sychological Bulletin, 133(1), 65.

Ten Berge, M. A., & De Raad, B. (1999). Taxonomies of situations from a trait psyciablog
perspective: A revieweuropean Journal of Personality, 13(5), 337-360.

Tett, R. P., & Burnett, D. D. (2003). A personality trait-based interactionist mods of |
performanceJournal of Applied Psychology, 88(3), 500.

147



Tett, R. P., & Guterman, H. A. (2000). Situation trait relevance, trait expressiomoase c
situational consistency: Testing a principle of trait activatioornal of Research in
Personality, 34(4), 397-423.

Trevino, L. K. (1986). Ethical decision making in organizations: A person-situatioagtiterist
model.Academy of Management Review, 11(3), 601-617.

Trimpop, R., & Kirkcaldy, B. (1997). Personality predictors of driving accid&gsonality
and Individual Differences, 23(1), 147-152.

Tucker, J. S., Pleban, R. J., & Gunther, K. M. (2010). The mediating effects of adaptive skill on
values-performance relationshiptuman Performance, 23(1), 81-99.

Van Heck, G. L. (1984). The construction of a general taxonomy of situations. lonidris,
G. L. Van Heck, & N. Smid (Eds.Personality psychology in Europe: Theoretical and
empirical developments (pp. 149-164). Lisse, The Netherlands: Swets and Zeitlinger.

Van Heck, G. L. (1989). Situation concepts: Definitions and classification. In Rtehtag(Ed.),
Personality and environment: Assessment of human adaptation (pp. 53-69). Chichester,
UK: Wiley.

Weiss, H. M., & Adler, S. (1984). Personality and organizational behdasgarch in
Organizational Behavior, 6: 1-50.

Wright, T. A., & Bonett, D. G. (2002). The moderating effects of employee tenure onatiere
between organizational commitment and job performance: A meta-anatysisal of
Applied Psychology, 87(6), 1183.

148



