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Overview
 We already know how to debias intuition in IO
 Resistance to evidence-based decision aids
 Closing thoughts
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Importance of looking the part 4

NY Giants Head Coach (2016-2017)

Importance of looking the part

NY Jets Head Coach (2019-?)
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$1000 annually per inch 6

Judge, T. A., & Cable, D. M. (2004). The effect of physical height on 
workplace success and income: preliminary test of a theoretical model. 
Journal of Applied Psychology.

Intuition
 Gut feelings based on experience

 BDR has catalogued an array of intuition derailers (e.g., 
availability, representativeness)

 As well as some benefits (“recognition heuristic”)

 Some evidence for benefit in aesthetic judgments

 Very poor for making performance predictions

7

Lasky et al., (1959). Post-hospital adjustment as predicted by psychiatric patients 
and by their staff. Journal of Consulting Psychology.
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On-the-job experience does not improve 
predictions made by: 

• clinicians/social workers
• parole boards/judges
• auditors
• surgeons/ radiologists
• admission committees/interviewers

Camerer & Johnson (1997). The process-performance paradox in expert judgment: How 
can experts know so much and predict so badly. 
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Are we aware of the cues 
that guide our decisions?
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Hypothetical hiring scenario

Highhouse, S. (1996). Context-dependent selection: The effects of decoy and phantom 
job candidates. Organizational Behavior and Human Decision Processes.

Work Sample 
Rating

Promotability 
Rating

K. Martin 5 80
R. Davis 7 66
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Work Sample 
Rating

Promotability 
Rating

K. Martin 5 80
R. Davis 7 66
T.  Doyle 4 80

Highhouse, S. (1996). Context-dependent selection: The effects of decoy and phantom 
job candidates. Organizational Behavior and Human Decision Processes.

13

Work Sample 
Rating

Promotability 
Rating

K. Martin 5 80
R. Davis 7 66
T.  Doyle 7 54

Highhouse, S. (1996). Context-dependent selection: The effects of decoy and phantom 
job candidates. Organizational Behavior and Human Decision Processes.
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Decoy effects without numbers

Slaughter, J. E., Sinar, E. 
F., & Highhouse, S. 
(1999). Decoy effects 
and attribute-level 
inferences. Journal of 
Applied Psychology.
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Debiasing the decoy effect
 Solution is to determine beforehand the relative 

importance of the attributes (e.g., quality > 
quantity).
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Debiasing the interview
17

Highhouse, S., Brooks, M. E., Nesnidol, S., & Sim, S. (2017). Is a. 51 validity coefficient 
good? Value sensitivity for interview validity. International Journal of Selection and 
Assessment, 25(4), 383-389.
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d= -.31 d = .61

n = 201 
HR Professionals
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For reference, correlations between various hiring methods and job 
performance typically range from .02 (for handwriting analysis) to .54 
(for work samples).
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People preferred the structured interview (M = 3.64) over the 
unstructured interview (M = 3.27) regardless of presentation mode; 
d = .39
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“Structure is good…interviewing is as 
much an art as it is a science”

Anonymous HR manager
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Debiasing the assessment center

OAR
Average of 
Dimension 

Scores

Optimally 
Weighted

.00 .09 .12

Increment in prediction over ability and personality tests
Dilchert & Ones (2009) two large managerial samples (N = 4985)
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Dimension Holistic Mechanical d

Perceived 
Effectiveness

Applicants are given a 
series of standardized 
paper-and-pencil tests
assessing personality traits, 
intellectual abilities, and job 
knowledge. Scores on 
these tests are examined 
and thoroughly discussed
to arrive at a final 
determination about each 
candidate's likelihood of 
success as an apprentice.

Applicants are given a 
series of standardized 
paper-and-pencil tests
assessing personality 
traits, intellectual abilities, 
and job knowledge. 
Scores on these tests are 
plugged into a 
mathematical formula to 
arrive at a final 
determination about 
each candidate's 
likelihood of success as 
an apprentice.

-.60

Diab, D. L., Pui, S. Y., Yankelevich, M., & Highhouse, S. (2011). Lay perceptions of 
selection decision aids in US and non‐US samples. International Journal of Selection 
and Assessment, 19(2), 209-216.
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Dimension Holistic Mechanical d
Unprofessional
(e.g., Lazy, 
Inconsiderate)

X .59

Impersonal
(e.g., inflexible, 
cold)

X .69

Insufficient
(e.g., inadequate, 
incomplete)

X .42

Diab, D. L., Pui, S. Y., Yankelevich, M., & Highhouse, S. (2011). Lay perceptions of selection 
decision aids in US and non‐US samples. International Journal of Selection and 
Assessment, 19(2), 209-216.
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Resistance to Evidence-
Based Decision Aids

26

Sources of resistance

 Assessors want to appear competent

27
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“We believe that [IPA] requires sound 
assessor judgment. It is not a paint-by-the-
numbers exercise and cannot be based 
solely on adding up a series of 
standardized test scores to find the best 
possible candidate”

Jeanneret, R., & Silzer, R. (2011). Individual psychological assessment: a 
core competency for industrial–organizational psychology. Industrial 
and Organizational Psychology.
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Painting by the numbers
 4 of the 5 validity coefficients for holistic judgments were 

below the validity of a GMA test alone (Meyer, 1956)
 The validities of holistic ratings based on complete data 

were not higher than validities based solely on 
standardized tests (Huse, 1962)

 Simple (i.e., additive) combinations of objective predictors 
overwhelmingly outperform predictions of judges who 
have access to scores on the predictors (Kuncel et al., 
2013)
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Resistance to evidence-based 
practice

 Assessors want to appear competent
 Assessors want autonomy
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d = 1.86

Nolan, K. P., & Highhouse, S. (2014). Need for autonomy and resistance to 
standardized employee selection practices. Human Performance.
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Computer Clinical

When you finish interviewing an 
applicant, you will enter your interview 
scores into a computer program. This 
program will use a mathematical formula 
to calculate an overall rating for that 
person. The person who receives the 
highest overall rating will be identified as 
the applicant who is the most qualified 
for the job.

When you finish interviewing an 
applicant, you will enter your interview 
scores into a computer spreadsheet. You 
will review these scores and use your own 
personal intuition to determine who is the 
most qualified applicant for the job.

Nolan, K. P., & Highhouse, S. (2014). Need for autonomy and resistance to 
standardized employee selection practices. Human Performance.
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Resistance to evidence-based 
practice
 Assessors want to appear competent
 Assessors want autonomy
 Assessors don’t believe the evidence
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You can learn more from an informal 
discussion with job candidates than you can 
from scores on standardized tests.

Lodato, M. A., Highhouse, S., & Brooks, M. E. (2011). Predicting professional 
preferences for intuition-based hiring. Journal of Managerial Psychology, 26(5), 352-
365.
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You can “read between the lines” to detect 
whether someone is suitable to hire.

Lodato, M. A., Highhouse, S., & Brooks, M. E. (2011). Predicting professional 
preferences for intuition-based hiring. Journal of Managerial Psychology, 26(5), 352-
365.
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Sources of disbelief

Rynes, Colbert, & O’Boyle (2018). When the 
“best available evidence” doesn’t win: How 
doubts about science and scientists 
threaten the future of evidence-based 
management. Journal of Management

 Growing distrust…
 Of academics

 Of scientific research

 Of professionals in general

 Negative emotional reactions to 
findings that threaten….

 Cherished beliefs

 Self-image

 Self-interest

 Social identity
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Resistance to evidence-based 
practice
 Assessors want to appear competent
 Assessors want autonomy
 Assessors don’t believe the evidence
 Assessors have trouble evaluating the evidence
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Muchinsky (2004) described his 
experience communicating a .50 
validity coefficient for a mechanical 
comprehension test:

“…my pleasure regarding the findings 
was highly apparent to the client 
organization. It was at this point a senior 
company official said to me, ‘I fail to see 
the basis for your enthusiasm’” (p. 194).
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Common language effect size
40

“The correlation between 
attending a GRE training 

program and increasing your 
GRE score is r = 0.3.”

“If you attend the GRE training 
program, there is a 60% chance 
of increasing your GRE score 

more than someone who did not 
attend the program.”

 The minimum validity required of a test differs 
based on type of effect size. 

 People demand more validity from r than from 
CLES.

 Brooks, M.E., Zhang, Y., & Highhouse, S. (2017, April) Context 
Effects on Validity Thresholds for Test Adoption. Annual Meeting 
for the Society for Industrial and Organizational Psychology, 
Orlando, FL.
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Icon Array
42

 The icon array was perceived to be more useful than the bar graph 
and CLES by people lower in graph literacy.

 Zhang, D., Highhouse, S., Brooks, M.E., & Zhang, Y. (2018). 
Communicating the validity of structured job interviews with 
graphical visual aids. International Journal of Selection and 
Assessment.

43

Closing Thoughts

44

 If we believe perfect 
prediction is 
theoretically possible, 
then we begin with 
100% r-square as our 
reference point.

 If we believe the 
baseline is a coin flip, 
then we begin with 0% r-
square as our reference 
point.

	
	
	
	

100%     0% 
25% 
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Theoretical R2

 Is it possible to have an estimate of the % of 
theoretical R2?

 That is, can we assess the % of variance that is 
possible to explain, given that perfect prediction 
is impossible?

 Survey experts about the variance that is 
theoretically explainable?

46

47


