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ABSTRACT: Driver examiners are one of the first
traffic safety agents as they ensure that candidates
with bad skills do not participate in the traffic as li-
censed drivers. The aim of this study is to evaluate the
role of individual differences for the occupational per-
formance of driving examiners in Lithuania. 103 male
examiners and 10 their supervisors participated in
the study. Examiners filled in the self-report question-
naires: NEO-PI-R personality questionnaire, the scale
of attitudes towards traffic safety, and situational
judgement test assessing communication competence.
Job performance rates were obtained from supervisors
using the routine procedure implemented in the organ-
ization. Examiners rated by supervisors as more pro-
ficient are those who have higher conscientiousness,
agreeableness, openness to experience, extraversion
and lower neuroticism as well as high communication
competence and more positive attitude towards traffic
safety. Communication competence was the only sig-
nificant predictor of better job performance of driver
examiners when controlling for interaction between
tested variables. Although the data allowed to distin-
guish psychological characteristics of examiners who
were rated as performing better at their work, the pre-
dictive role of individual differences was modest. Other
research strategies and variables should be applied in
order to reach more comprehensive results in this field.

KEYWORDS: driving examiners, job performance,
personality traits, attitudes towards traffic safety,
communication competence.

1. INTRODUCTION

The occupation of driving examiners might be the
one that has interdisciplinary importance and broad-
er implications for public health. Traffic safety con-

tributions, involving holistic efforts in multiple sec-
tors, e.g., police, engineering, health, education,
and licensing are one of the priorities of the newly
adopted 2030 Agenda for Sustainable Development
of the United Nations (United Nations, 2015; WHO,
2018). Driver examiners might be one of the first traf-
fic safety agents as they ensure that candidates with
bad skills do not participate in the traffic as licensed
drivers. Examiners might contribute to the safety on
the road and public health by performing their job
tasks in the efficient way. Therefore, the assurance of
high-quality examining procedures might be one of
the countermeasures of risk taking on the road and
crash rates in any country (International commission
for driver testing CIECA, Twisk & Stacey, 2007). Sur-
prisingly the research on job performance of driver
examiner, selection issues and its antecedents in traf-
fic safety as well as in occupational psychology litera-
ture is almost non-existent neither in Lithuania nor
in all over the world.

The job of a driving examiner might be perceived
as difficult, stressful, demanding high responsibility
and ethical behaviour (Driver and Vehicle Standards
Agency, DVSA, 2017, Parkes et al., 1986). The ex-
aminer must perform an objective evaluation of ex-
aminee’s driving skills in a short period of time (this is
task performance according to Borman & Motowildo,
1997). Usually they have to deal with clients who are
in a state of big stress. Therefore, the examiner has to
show the ability to support the examinee and to create
an atmosphere in order to ensure the demonstration
of examinee’s skills even in the stressful situation.
The examiner has to stay calm in situations where
driver-candidates act hostile, if they treat examiner’s
decision or examining procedure as unfair. Finally,
the examiner must demonstrate ethical and safe be-
haviour in order to maintain the reputation of fair and
transparent institution that he/ she represents. These
later behaviours might be classified as contextual per-
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formance of the profession that might be related to
different factors (Borman & Motowildo, 1997; Jaak-
son, Vadi, & Baumane-Vitolina, 2018). Still, there is
no clear answer how such job proficiency might be
achieved and who are those people who qualify best
for this job. Deeper knowledge would be helpful for
the development of evidence based recruitment and
selection procedures of driving examiners.

Many countries in Europe have specific require-
ments to the candidates to apply for position of
a driving examiner and they are quite similar across
different institutions. Typically they include minimal
age and education, driving licence category, good
skills of driving, absence of recent traffic offences.
Some countries report psychological fit as an addi-
tional requirement (International commission for
driver testing CIECA, 2017). Still, all requirements
for driving examiners are mostly selected on com-
mon sense justification and it is difficult to predict
if candidate meeting these requirements will be pro-
ficient driver examiner in the future. There is no ev-
idence-based knowledge what personal character-
istics and skills driving examiners have to possess.
Based on the literature in organizational psychology
on personnel selection and recruitment procedures
for other customer-oriented occupations, it might
be expected that psychological attributes add to the
job proficiency among driver examiners. Weldon,
Fletcher, & Maclver (2017), Teodorescu, Furnham,
& MacRae (2017) state that individual psychologi-
cal characteristics have predictive validity for the
success at work. Extensive research in personnel
psychology have found that personality traits, self-
efficacy, stress tolerance, emotional intelligence,
values, communication skills or cognitive abilities
are related to job performance among employees
of different occupations (Ones, Dilchert, Viswes-
varan, & Judge, 2007; Neal, Yeo, Koy, & Xiao,
2012; Bedwell, Fiore, & Salas, 2011; Sjoberg, Sjo-
berg, Naswall, & Sverke, 2012; Rode et al., 2006;
Carraher, 2011). Thus, it is reasonable to assume
that personality traits, interpersonal skills and job-
related attitudes would be important for proper
driving examination as well. Based on the litera-
ture, the proper job performance of driving exam-
iner here is defined as employee behaviour quality
at work rated by his/her supervisor (Joseph, Jin,
Newman, & O’Boyle, 2015). Supervisor ratings of
performance might be sometimes treated as biased,
still such strategy is usual in research as results re-
veal that subjective performance ratings are relat-

ed to objective work results (Chamorro-Premuzic
& Furnham, 2010).

The Big Five Model of personality traits is widely
used in international personnel selection and recruit-
ment research and practice as well as in other fields
of job performance management (Barrick, Mount,
& Judge, 2001; Schmitt, 2014). Repeated data sup-
port the conclusion that personality predicts job per-
formance (Rothstein & Goffin, 2006; Judge & Za-
pata, 2014). Research results consistently show that
higher levels of conscientiousness predict better job
performance across all occupations (Lang, Zettler,
Ewan, & Hulsheger, 2012; Neal et al., 2012; Sjoberg
et al., 2012; Teodorescu et al., 2017). The role of oth-
er traits of Big Five in occupational success is more
controversial. Higher emotional stability and agreea-
bleness are related to better job performance among
policemen, military and other law enforcement em-
ployees (Ones, Dilchert, Viswesvaran, & Judge, 2007;
Bilgi¢ & Siimer, 2009). Positive correlation between
extraversion and occupational success is reported in
Gilar, de Haro, & Castejon (2015) and Weldon et al.
(2017). Openness to experience is a good predictor
of job success in the areas where high uncertainty
and innovative environment is prominent (Bilgi¢
and Stimer, 2009; Neal et al., 2012). Despite signifi-
cant correlations in previous studies, agreeableness
and neuroticism failed to predict job performance in
some samples (Gilar, de Haro, & Castejon, 2015; Sjo-
berg et al., 2012; Neal et al., 2012). However, Ones,
Dilchert, Viswesvaran, & Judge (2007) found that all
five personality traits contribute to the explanation of
job efficiency among service providing employees. As
the job of driving examiners is of social nature which
involves constant interaction with clients, in the cur-
rent study it is hypothesised that higher conscien-
tiousness, emotional stability, agreeableness, open-
ness to experience, and extraversion are related to
better performance at their work.

Despite the prominent role of personality traits
in occupational settings, some authors argue that
their explanatory value and incremental validity in
job success prediction can be modest (Neal et al.,
2012; Chamorro-Premuzic & Furnham, 2010). They
encourage to look for other more specific and contex-
tualized characteristics important for work achieve-
ments and success. Lievens & Sackett (2012) found
that the communication skills of job candidates at the
selection stage was related to their work proficiency
seven and nine years later. Bedwell et al. (2011) con-
firmed that interpersonal skills are very important
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for the efficient work of managers, service sector
employees, sellers, teachers, etc. The current study
addresses communication competence of driver ex-
aminers as potentially informative attribute of their
work behaviour. Interactions with driver candidates
during examining procedure require some specific
interpersonal skills described in their job specifica-
tion, like verbal communication skills, empathy,
emotional self-regulation, coping with stress, flex-
ibility in social interactions, and support. Therefore,
it is hypothesized that superior communication com-
petence is associated to better occupational perfor-
mance of driving examiners.

Even more contextualized variable in driving
context might be the risk taking attitudes of exam-
iners. Usually work-related attitudes, like job com-
mitment, job satisfaction or work engagement, are
investigated in the employee selection and work per-
formance context (Salanova, Llorens, & Schaufeli,
2011; Hashimoto, Andreassi, Nakata, & Artes,
2016; Zhong, Wayne, & Liden, 2016; Schrock,
Hughes, Fu, Richards, & Jones, 2016; Lazauskaite-
Zabielske, Urbanaviciute, & Rekasiute Balsiene,
2018). Still, taking into account the judgemental
nature of examining procedure, social cognition and
decision-making biases of driver examiners might be
important in the quality of driving candidate’s evalu-
ation during exam. Previous literature proposed that
false consensus (or self-reference) bias might be
the most relevant in this case. Under the influence
of this bias, people rely on their own attitudes when
judge behaviour of others (Beshai, Prentice, Swan,
& Dobson, 2015; Perugini, Zogmaister, Richetin,
Prestwich, & Hurling, 2013). It could be expected
that driving examiners who accept risk taking on the
road will be more unconsciously indulgent to the ex-
aminees with similar risk proneness. Based on this it
is hypothesized that examiners with riskier driving
attitudes will be rated as less proficient employees by
their supervisors.

It has to be noted that cognitive abilities are typi-
cally addressed in the selection and recruitment lit-
erature as the most predictive indicator of work
success (Chamorro-Premuzic & Furnham, 2010;
Schmitt, 2014; Sjoberg et al., 2012; Higgins, Peter-
son, Pihl, & Lee, 2007). Nevertheless, this study did
not include the measurement of cognitive abilities
of driving examiners for several reasons. The formal
requirements in job descriptions for this occupation
ensure the necessary level of cognitive functioning. It
is presumed that college degree warrants the proper

quality of job performance. Additional testing of gen-
eral mental abilities would not be cost-efficient. Also
Lievens & Sackett (2012) argued that communica-
tion skills were more important for job success than
cognitive abilities. Finally, the procedure of becoming
the driving examiner in Lithuania involves the three-
months learning period to screen for candidates with
sufficient cognitive skills necessary for employment.
In order to minimize the potential impact of cogni-
tive factors when analysing job performance of driv-
ing examiners, the education level was controlled as
the distal covariate of cognitive abilities.

In summary, the main aim of this paper is to em-
pirically evaluate the role of individual differences
(personality traits, communication competence,
and risk attitudes on the road) for the occupational
performance of driving examiners in Lithuania. The
question how personality traits, communication
competence and risk attitudes contribute to the qual-
ity of examining is investigated. It is hypothesized
that controlling for education higher conscientious-
ness, emotional stability, agreeableness, openness
to experience, and extraversion is related to better
job performance (H1), as well as better communica-
tion competence and less positive attitudes towards
traffic risk contribute to more proficient job perfor-
mance (H2).

2. METHOD

2.1. Sample

The driving examiners were approached in all regions
of Lithuania where driving licensing is proceeded at
the state enterprise “Regitra” (the only organization
in the country that is responsible for drivers’ licens-
ing). 103 examiners participated in the current study
(this constitute 93 percent of all working examiners
at the moment). All participants were males, mean
age 49.5 years (SD=9.3), mean work experience as
examiner 10.2 years (SD=2.5). Half of the sample
(54.4 percent) was representing three largest cit-
ies of Lithuania, 45.6 percent of examiners worked
in smaller towns. 10 supervisors rated from three to
twenty examiners depending on the size of work unit
in the organization.

2.2. Assessment instruments

Self-report questionnaires were used for the assess-
ment of individual differences. All instruments were
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administered in Lithuanian. Personality traits were
measured with the help of 240-item NEO-PI-R per-
sonality questionnaire (Costa & McCrae, 1992;
Lithuanian version was standardized by Bagdonas
& Kairys, 2012). This questionnaire has been adapt-
ed for the use in Lithuania, standardized norms for
evaluating respondents’ scores in different settings
are established and published. The internal consist-
ency of scales was high in this study — Cronbach al-
pha for neuroticism was .88, Cronbach alpha for
extraversion was .82, Cronbach alpha for conscien-
tiousness was .89, Cronbach alpha for agreeableness
was .82, Cronbach alpha for openness to experience
was .85. The higher score on each scale indicated
a higher level of each trait.

Attitudes towards traffic safety were assessed by
16-item scale (Iversen & Rundmo, 2004). The scale
was translated into Lithuanian using forward - back
procedure by the authors and used in earlier studies
(Authors, 2016). All items were scored on five-point
Likert scale, ranging from 1 (strongly disagree) to 5
(strongly agree). The general mean value of the scale
was used in the analyses, where higher score indicat-
ed more preference for risk-taking on the road (Cron-
bach alpha was .66). Item examples of this scale: “I¢
is acceptable to drive when traffic lights shift from yel-
low to red”, “Traffic rules are often too complicated to
be carried out in practice”.

Communication competence was measured with
the help of Situational judgement test (SJT) for driv-
er examiners developed for the purposes of the cur-
rent study. We used 10 hypothetical job-relevant situ-
ations assessing diverse communication skills, like
flexibility in social interactions, conflict resolution,
coping with stress, showing support for other person
(empathic concern). Each situation provided five re-
sponse options for the respondent, who has been in-
structed to choose one course of action matching the
mostly probable respondent’s behaviour in such situ-
ation. The answers were coded as “true/ false” de-
pending on the scoring key of SJT. The overall sum of
true answers of each participant (maximum 10) was
used in later analysis (Cronbach alpha of SJT was
.70), where higher scores indicated higher communi-
cation competence of the driver examiner. Example-
item of the test and response options are provided in
Annex 1.

The procedure of situational judgement test de-
velopment in this study was analogous to the ones
used in the literature (Jobtestprep, 2014; Mahesan,
Choudhury, & Rymer, 2012; Chamorro-Premuz-

ic & Furnham, 2010; Jackson, LoPilato, Hughes,
Guenole, & Shalfrooshan, 2017). Sixteen situa-
tions were generated at the beginning by the group
of subject matter experts (SMEs) composed from
psychologists and line managers of driver examin-
ers. These situations were theoretically matched to
communication psychology theory (Bedwell et al.,
2011; Purhonen & Valkonen, 2013) and job descrip-
tion of driver examiner. Then a set of testing trials
was executed in the group of eight experienced psy-
chologists in order to develop the scoring key for the
developed SJT. Based on the input from SME (super-
visors of driving examiners) and psychologists’ ten
situations were chosen for the final version of SJT
that produced the sufficient level of expert consen-
sus (agreement from 70 to 100 percent) and inter-
nal consistency (Jackson et al., 2017; Streiner, 2003;
Nunnally & Bernstein, 2004; Whetzel & McDaniel,
2009). Also the pilot construct validity examination
of the newly developed test was conducted in the
different sample (university students) using Inter-
personal Reactivity Index (Davis, 1980) intended to
measure empathic concern and support for others.
Correlation between two tests was .36 (p<.001)
showing some construct validity of SJT. Whetzel
& McDaniel (2009) argue that SJTs measure multi-
ple constructs with the same items, therefore, their
validity and reliability coefficients might not be high.
Other well-established external construct measures
are hardly available in Lithuania, therefore further
validity studies of newly developed SJT in different
samples are still under consideration.

Job performance evaluations of driver examin-
ers were obtained from their supervisors, using the
standardized procedure and 20-item questionnaire
employed in the organization “Regitra”. 10 super-
visors had routinely rated their subordinates’ work
proficiency in five performance dimensions — com-
munication (3 items, for example “showed respect
to examinee”), preparation for the exam (4 items, for
example “explained the procedure of the examina-
tion before the exam to the candidate clearly”), be-
haviour during exam (4 items, for example “observed
the behaviour of examinee carefully”, “evaluated the
skills correctly”), feedback about performance in the
exam provided to driving licence candidate (6 items,
for example “provided positive as well as negative
feedback”), filling of the exam protocol (3 items, for
example “documents were filled according to instruc-
tions”). This procedure had been conducted in the
institution on the regular basis (at least four times
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a year); supervisors rated their examiners through
observation in a car during the actual examination
session. Each dimension was scored on Likert type
scale from “1 — poor” to “5 — very good”. The mean
score of the five recent evaluations on these work be-
haviours were provided to researchers, also the gen-
eral sum score of job performance was used in the
analyses. Additionally, the number of claims from
clients during three previous years were provided to
researchers.

2.3 Procedure

The organization managers informed the staff mem-
bers about the upcoming study and assured the con-
fidentiality of personal data. Coded job performance
ratings of each driving examiner were provided to in-
vestigators from personnel files stored at the Human
Resource Department of the organization. Examin-
ers completed paper — pencil questionnaires that
were provided personally by the member of investi-
gation team. Each questionnaire was provided in the
sealed envelope with the identification code used to
match self-ratings with supervisor ratings. Oral in-
formed consent was obtained from participants, with
particular attention paid to the confidentiality and
safety issues. The self — report data about personality
traits, communication competence and attitudes of
driving examiners were not provided to their super-

visors. Only general report about study results was
presented in oral and written form to the organiza-
tion. As an incentive for participation each driving
examiner got personal feedback about their results
on personality, risk attitudes and communication
competence scales.

2.4. Statistical analysis

Descriptive statistics and zero-order correlations
were calculated in order to explore the sample char-
acteristics as well as the relationships among study
variables. Linear regression analyses were employed
for testing the predictive validity of individual differ-
ences (personality, communication and attitudinal
attributes) as independent variables for supervisor-
rated job performance of driving examiners. Two-
step cluster analysis was used in order to explain the
profile differences between more and less successful
examiners.

3. RESULTS

Descriptive statistics of all variables analysed in this
paper were presented in Table 1. Results revealed
that supervisors in average evaluated the job perfor-
mance of examiners very well. The overall scores of
work effectiveness and its components were moved

Table 1: Descriptive statistics of job performance, personality traits, communication competence, and safety attitudes

Variable Mean SD Minimal value Maximal value
JP: Communication 4.51 A48 3.4 5.0
JP: Preparation for exam 4.41 A5 34 5.0
JP: Behaviour during exam 4.43 46 33 5.0
JP: Feedback 4.37 45 3.2 5.0
JP: Filling the protocol 4.49 44 3.2 5.0
Overall JP 22.22 1.77 18.0 25.0
Number of claims during last 3 years 2.17 2.18 0 13
Neuroticism 46.45 7.66 30.67 71.42
Extraversion 49.00 6.38 31.34 64.51
Openness to experience 46.02 8.36 27.90 67.26
Agreeableness 57.22 8.66 33.42 77.25
Conscientiousness 53.90 7.67 24.23 72.30
Attitudes toward traffic safety 33.23 8.32 18 53
Communication competence 5.58 2.49 0 10
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significantly towards their maximum value. Other
variables, like personality traits, communication
competence, and attitudes towards traffic safety had
higher score variability.

Correlational analysis was performed using
Spearmen’s correlation coefficients. Data revealed
that all components of job performance, except
filling the exam protocol, were strongly related to
each other and general score of job performance
(Table 2). Variable “filling the protocol” had weak
or moderate correlations with other indicators of
job performance. Only few significant correlations
among job performance dimensions and personal-
ity traits, communication skills, and safety attitudes
were found. The overall score of work effectiveness
correlated positively with the score of conscien-
tiousness. This personality trait also was related to
higher scores of communication and feedback de-
livery as indicators of work proficiency and lower
number of received complaints. Neither other per-
sonality traits nor communication competence and
safety attitudes were related to general score of job
performance and its dimensions. Attitudes towards
traffic safety were significantly positively correlated
to neuroticism and negatively to agreeableness, con-
scientiousness, and communication competence.
Education and work tenure was not significantly re-
lated to any analysed variable.

In order to control for possible confounding vari-
ables the regression analysis was conducted to pre-
dict overall score of job performance. The overall
score was selected as dependent variable as it was
strongly related with other indicators of job perfor-
mance. The linear regression was applied due to nor-
mal distribution of the scores of dependent variable.
Predictive variables were added into analysis in sev-
eral blocks: first — educational level, second — all per-
sonality traits and safety attitudes, and lastly — com-
munication competence. This model appeared to be
non-significant (F=1.436; df=8; p=.196). Still, single
blocks of variables added to the explanation of vari-
ance of job performance: first could explain 4 percent
of variance, first and second — 6.3, and all three to-
gether — 13.1 percent. Although the conclusion can-
not be drawn using non-significant model, some of
variables were excluded in order to get better subject-
variable ratio in regression. Conscientiousness, com-
munication competence, safety attitudes, and educa-
tion remained as dependent variables; enter method
was chosen (Table 3). Data showed that model could
significantly add to the explanation of job perfor-

mance of examiners (F=2.888; df=4; p=.027). Scores
of predictor variables explained 12.6 percent of vari-
ance of work effectiveness. Only higher scores of
communication competence explained better work
performance, when education, conscientiousness,
and safety attitudes were controlled.

In order to answer the question, how the best
driving examiners could be described according to
their psychological characteristics, two step clus-
ter analysis with log-likelihood distance measure
was performed. A two-cluster-solution was chosen.
They allowed to identify different types of examiners
based on work performance, personality traits, com-
munication competence, and traffic safety attitudes.
One cluster might be relatively named as poorer
performers with significantly lower scores of work
proficiency evaluation, lower scores of extraversion,
conscientiousness, agreeableness, openness to ex-
perience, and higher neuroticism and risky attitudes
to road behaviour. They constituted of 32.2 percent
of the sample. Another group of examiners could
be referred to better performers, who have signifi-
cantly higher scores of work effectiveness evaluation,
higher scores of extraversion, conscientiousness,
agreeableness, openness to experience, and commu-
nication competence, lower scores of neuroticism,
safer attitudes towards road behaviour. 67.8 percent
of participants belonged to the second cluster. The
centroids of both clusters differed significantly for
all variables included in the analysis (p<.05). Vari-
able significance analysis revealed that traffic safety
attitudes and conscientiousness had relatively higher
contribution to each cluster.

The clusters differed in educational level of ex-
aminers (y*=6.444; df=1; p=.019). 41.2 percent of
the first cluster members (poorer performers) and
73.5 percent of the second cluster members (better
performers) had a university degree.

4. DISCUSSION

Efficient work of driver examiners might be impor-
tant for traffic safety although research on psycho-
logical and organizational factors related to their
performance is lacking. This study was intended to
contribute to the gap in the literature and to investi-
gate the correlates of job success in this unique group
of employees. It was aimed to evaluate the importance
of examiners’ individual characteristics (personality
traits, communication competence, and risk taking
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Table 3: Linear regression analysis used to predict job performance

B Std. Error Beta t Significance
Constant 17.081 2.179 7.838 .000
Education 597 486 135 1.227 223
Conscientiousness .032 .027 137 1.170 245
Communication competence 268 .102 .296 2.625 .010
Safety attitudes .018 .026 .084 .700 486

Table 4: Cluster centroids of personality traits, communication competency, and safety attitudes for two clusters

Job Neurot- Extra- Opennessto Agreea- Conscien- Communication Attitudes
Performance icism version experience bleness tiousness competence
1cluster Mean 21.30 52.40 46.63 43.48 51.31 47.43 5.18 41.36
SD 1.70 8.40 8.34 7.50 8.50 8.14 2.28 6.31
2cluster  Mean 22.45 43.82 50.36 47.78 59.33 55.96 6.47 30.07
SD 1.70 5.96 5.19 7.97 7.53 5.53 1.65 6.42
t -2.931 4.854  -2.179 -2.399 -4.449 -5.738 -3.012 7.701
df 85 40.361  37.258 85 85 85 85 85
p .004 .000 .036 .019 .000 .000 .003 .000

attitudes on the road) for the prediction of their job
proficiency.

Based on the results it could be concluded that
all measured individual factors (Big Five personality
traits, attitudes, and communication competence) can
be modestly useful for identification which driving ex-
aminers perform better. It was found that slightly bet-
ter performers are those who have personality traits
leading to better adjustment in general, i.e. higher
conscientiousness, agreeableness, openness to expe-
rience, extraversion and lower neuroticism as though
as high communication competence and more posi-
tive attitude towards traffic safety. Such employee
personality profile is similar to ones described in other
studies (Forero, Gallardo-Pujol, Maydeu-Olivares,
& Andres-Pueyo, 2009; Huang, Ryan, Zabel, & Palm-
er, 2014; Teodorescu et al., 2017; Weldon et al., 2017).
Our study supported previous data in other occupa-
tional groups and confirmed that attributes underly-
ing broad traits, like achievement orientation, impulse
control, sociability, dutifulness, emotional coping
skills etc., become intrinsic motivators of proper work
behaviour and better task accomplishment (Joseph
etal., 2015; Huang et al., 2014).

Variable-oriented approach based on the cor-
relational analysis of data also let to draw the con-

clusion that conscientiousness could be treated as
the strongest correlate of examiners’ performance.
These results confirm previously established rela-
tions between this trait and work outcomes across
diverse occupations (Lang et al., 2012; Neal et al.,
2012; Sjoberg et al., 2012; Teodorescu et al., 2017).
As a person with high conscientiousness could be de-
scribed as one who is able to set goals, self-motivate,
be persistent along with striving for achievements,
and being ethical (Costa & McCrae, 1998), he or she
functions better in organizational settings (Joseph et
al., 2015; Judge, Rodell, Klinger, Simon, & Crawford,
2013). Despite this, the association between consci-
entiousness and overall job performance ratings was
weak in examiners’ sample. Homogenous group and
broad trait measurement strategy might be responsi-
ble for such finding. Judge et al. (2013) argued that
more significant relations among personality traits
and job performance measures might be found if
narrower constructs (facets) and specific contextual
measures of job performance would be used. Also,
the ratings of the examiners’ job performance tended
to be on the higher end in this study, justifying the
assumption that examiners with poorer abilities have
already been fired or quitted the job. Low variability
in job performance ratings might lead to less inform-
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ative correlations between individual differences and
job performance.

Our findings revealed that taking into considera-
tion other important individual attributes (level of
education, traffic safety attitudes, and conscientious-
ness), communication competence was the only sig-
nificant predictor of better job performance of driver
examiners. These results are in line with the previous
findings showing that better communication skills
predict more effective employee performance in dif-
ferent occupations (managers, health professionals,
police officers, teachers, etc.), especially in these
where social interactions sustain the important part
of work behaviour (Bedwell et al., 2011; Spitzberg,
2013; Riggio, Riggio, Salinas, & Cole, 2003; Forero
etal., 2009). The results of current study confirm that
conflict resolution skills, flexibility, showing support
and coping with stress help driver examiners to per-
form well at work.

However the modest explanatory role of individ-
ual differences (12.6 percent of the job performance
variance explained by personality measures, com-
munication competence, and attitudes) encourage to
look for further explanations. Such a finding might
be the result of methodological issues, as driver ex-
aminers of this study composed quite a homogenous
group according to their work tenure and supervisor-
rated job proficiency. Low variation in these meas-
ures suspended from revealing of the true role of in-
dividual differences. On the other hand, the results
indicate that psychological characteristics may lose
their importance for work success with longer experi-
ence. Acquiring profound job knowledge and learn-
ing to fulfil the most important job tasks become
more important contributors of success than person-
ality attributes (Gerhardt, Ashenbaum, & Newman.,
2009). Our study does not provide the clear answer
what accounts more for efficient work of driver ex-
aminers — successful selection and recruitment pro-
cedures or formal and informal learning at the work-
place. Longitudinal study using predictive research
design (where driving examiners would be tested be-
fore their employment and after some time of work-
ing) would provide more robust conclusions about
the role of individual differences for job performance
in this occupational group.

Also it should be noted that the current study did
not investigate the contribution of driver examiners’
work behaviour to traffic safety issues. The rationale
for the research was based on the assumption that
distal relationship between effective examining pro-

cedures and proper driving behaviour after this pro-
cedure exists. Some attempts have been made to test
validity of the driving test and later crash involvement
(Baughan & Sexton, 2002; Baughan, Sexton, Simp-
son, Chinn, & Quimby, 2006), still the results are
scarce and contradictory. Thus, more direct investi-
gations of the driving examiners occupational behav-
iour and later accident rates of their examinees would
be beneficial implication for future research.

Limitations

Several limitations had to be taken into account when
applying the results of the current study. One of these
is rather a small number of participants employed in
the study. Although, the participants’ number reflect-
ed the ecological validity (about 90 percent of all driv-
ing examiners in Lithuania took part in the study),
more sophisticated statistics couldn’t be applied or
models did not have enough power to show statistical
significance.

The current study shared obvious methodological
strength because it involved different sources of data
as examiners responded about themselves and were
evaluated by their supervisors. So, the results could
not be affected by common method variance. Despite
this, job performance ratings from supervisors were
collected as a part of routine evaluation of examiners’
work activities. There was no information how these
evaluations were standardised among supervisors,
what criteria they used to assess job performance of
employees. Multilevel analysis which could take into
account differences among supervisors might be
helpful; still participants’ number was insufficient for
such analysis.

Also some concerns might be related to the in-
strument of job performance appraisal. The ques-
tionnaire was developed to assess the task (objective
skill evaluation) as well as contextual performance of
the employee (social and organizational aspects in
functioning as an employee) (Borman & Motowildo,
1997). Hence, the item analysis raises the assump-
tions that contextual performance is covered more
than task performance. Therefore, the further im-
provements of the instrument are encouraged as the
practical implication for the organization as well as
future research implication.

Job performance measurement might have been
sensitive to selection bias in this study, as supervi-
sors’ ratings were tended to be on the higher end.
More problematic and less efficient driving examin-
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ers might be absent from the sample as they already
are not employed. Low variability of job performance
is quite common issue in the selection literature when
the concurrent validity strategy for job performance
prediction is used (Chamorro-Premuzic & Furnham,
2010). Therefore, the results should be applied with
some cautiousness and long-term studies with pre-
dictive validity approach are welcome in future re-
search. Further studies are encouraged to follow up
a group of newly recruited examiners during their
first year and monitor if the conclusions from the cur-
rent study could be of use for these new group. Such
results would provide more robust data about the se-
lection of these specialists.

Self-reported data collected from examiners
should be considered as limitation as well. Partici-
pants of the study were surveyed at their workplaces.
It is a common practice in organizational psychology
research to administrate the survey at the institution,
where respondents work (Teodorescu et al., 2017;
Neal et al., 2012; Weldon et al., 2017). Despite the
efforts of researchers to warrant confidentiality, ex-
aminers could feel pressure and might present them-
selves in a more favourable manner.

Finally, the situational judgment test to measure
communication competence of examiners was cre-
ated by the authors for the purpose of this study. It
hasn’t undergone thorough examination of validity
yet. Previous research did not introduce sound and
valid measurements of communication skills based
on situational judgement. Usually, researchers cre-
ate their own instruments of situational judgement
test with minimal attention of its validity (Lievens
& Sackett, 2012; Mahesan et al., 2012). The meas-
urement of communication competence in this study
showed acceptable internal consistency among
items, and it was a significant predictor of job per-
formance. Still, further validation efforts of the test
are necessary.

Implications

The results of the current study might be important
for personnel selection and recruitment as well as
for traffic safety specialists. Research data allowed
to distinguish the psychological characteristics of
group of examiners who were evaluated as perform-
ing better at their work. It could be suggested that
those characteristics that differentiated two groups
of driving examiners might be in the focus during the
selection procedure. Authors of this study propose

to address personality traits with higher attention to
conscientiousness, communicational skills, and at-
titudes towards traffic safety, while selecting driving
examiners. As personality traits are referred to indi-
vidual characteristics which are difficult to change
they definitely are the matter of recruitment. In cases
when the complete process of driving examiner can-
didate selection is unavailable assessment of commu-
nication skills would be still useful.

Communication efficiency and safety attitudes
could be influenced during learning or typical so-
cialization at work. Previous authors suggest that
in order to ensure job effectiveness communication
skills should be both addressed during recruitment
and strengthened with further occupational training
(Lievens & Sackett, 2012). Attitudes towards risk
behaviour of driving examiners should be continu-
ally discussed as a part of organizational culture and
safety climate. Activities aiming to strengthen exam-
iners intolerance for risk taking on the road could be
employed in order to ensure more outstanding work
role performance of examiners.
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ANNEX 1. EXAMPLE-ITEM OF SITUATIONAL
JUDGEMENT TEST AND RESPONSE OPTIONS

You have been working in the current organization
for six months together with three colleagues. You
and your colleagues already know each other quite
well and have settled friendly relationships. Re-
cently you noticed that one of your colleagues has
changed and looks like something has happened to
him. Also accidentally you have heard how your su-
pervisor complained to someone about poor work
performance of this colleague. What are you going
to do?

A You invite your colleague for a cup of coffee
and express your worry because of his state.

B You tell your colleague that he is performing
not well at the moment and suggest to help to
do his work.

C You will monitor your colleague for several
days and will try to work together with him as
much as possible.

D You tell to your supervisor that you have heard
his talk about your colleague and express your
worry about the state of colleague to your
supervisor.

E You share your worries to all other colleagues
and try to find the solution together.
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