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These SAT or ACT scores are supposed to predict first year grade-point average (GPA), 
and there is even some evidence that the scores correlate well with overall GPA at the 
end of the fourth year of college (Schmitt et al., 2009). In other words, these tests are 
claimed to have predictive validity in that students take the tests in high school, yet the 
tests predict the GPA at the end of the first year of college. How do researchers know 
these tests have predictive validity? Because they have conducted studies in which there 
is variability in the test scores (here, SAT or ACT). That is, the researchers have the data 
for people who have scores that range from the low to the high end of performance, 
and then they correlate these scores with the first year GPAs of those students. Students 
with a wide range of such test scores are admitted to college (they have other qualities 
that influence admission), and this variability provides the opportunity to conduct such 
predictive validity studies.

In the case of concurrent validity, the test is taken and the outcome (e.g., perfor-
mance) is measured at the same point in time.

  Try This Now

Before reading further, can you think of some drawbacks to concur-
rent validity, in contrast to predictive validity?

Concurrent validity studies are often used in employment situations where you want 
to see if a new screening test for applicants predicts job performance. You would thus 
give the test you were trying out to current employees (incumbents) to see whether 
the test matched (i.e., correlated with) their current success as employees. A problem 
with this approach is that there is probably a restriction of range with these current 
employees. The difference between the scores of the high and low performers may not 
be that large—the score range is restricted (otherwise you probably would have already 
fired them!). In addition, you would have to assume that the time these incumbents had 
already spent on the job would not affect performance on your employment screening 
test. Thus, you would want a test that was not affected by on-the-job experience. Such a 
test would be better if it measured some reasonably stable indicator, like intelligence. You 
can see there are quite a few challenges in using measures that are validated concurrently; 
they are typically viewed as less convincing than are measures that are validated through 
the predictive approach.

An intriguing example of predictive validity made the national news in 1996 when it 
was mentioned on The Tonight Show and other media outlets. In this instance, an appli-
cant for a position in the New London, Connecticut, Police Department was turned 

Restriction of 
range: when 
the distribution 
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not widely 
dispersed across 
the range of 
interest; affects 
the size of your 
correlation.


