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1
introduction


The two types of test we use today are concerned with personality definition and with measuring aptitude. The professional body in the United Kingdom with responsibility for managing best practice in the use of tests, the British Psychological Society (BPS), describes psychometric tests as ‘an instrument designed to produce a quantitive assessment of some psychological attribute or attributes’.


The credibility of the global psychometric test will yield accurate and reliable data about a candidate’s ability and swiftly eliminate unsuitable candidates.


 


Modern psychometric testing, which originated in the UK as part of recruitment assessment centres for the Royal Navy, has become increasingly popular over the last 20 years, partly due to the high costs associated with recruitment. It is particularly popular in organisations where jobs are highly sought after. The better assessments include a mix of personality and aptitude questionnaires that are integrated to find the ‘best fit for purpose’ from the candidates being assessed. Data interpretation comes under the ‘ability’ category of questionnaires. These instruments are designed to find out what skills employees possess in certain areas, such as data interpretation, and to enable the employer to collect as much evidence as possible on which to base decisions about the candidate. They do not measure general intelligence but do form part of an intelligence quotient (IQ) and although psychologists suggest that IQ is hereditary, it is possible to improve performance through learned behaviours, trends analysis and recognition patterns, and therefore practice can have a favourable impact on performance.


The BPS has two qualification levels, A and B, for test providers. Level A qualifies individuals to provide ability tests including data interpretation and Level B enables the provision of personality questionnaires. All the recognised tests have undergone rigorous studies in reliability and validity resulting in vast statistical sampling. Reliability means that if you retake the same test within a few weeks, the score should not be very different unless the context has changed, for example you have become ill, there has been emotional trauma or you have been practising or had coaching between the two attempts. Validity means that the test really tests what it is designed to test, meaning that it has a focus and the evidence produced by the candidate (you) backs up the focus of areas to be measured.


These tools for measuring our abilities are key to providing objectivity to recruitment and selection processes. Interviewers and selection panels have often been criticised for making subjective decisions, using the ‘old boys’ network’ or some similar derogatory accusation because others have been unable to make sense of the decisions made. Interviews on their own, although having great potential to discover the candidate’s capabilities, often do not work because:




	Interviewers are not trained in interview skills.


	There is not enough time to prepare well.


	Decisions are made from limited information about the candidate as it is expensive to spend time on a one-to-one basis discovering competences and capabilities.


	Personal references are often unreliable.


	Interviewing for potential is open to subjectivity and depends on the true understanding of the role and its needs by the interviewer.


	Human beings find it unnatural to have standard interview processes and techniques. We prefer to respond on a case-by-case basis with other individuals.





Psychometrics enable some objectivity to be added to what is a very human process by taking some of the intuition and emotion out of the process through the application of unbiased measures.


Despite some controversial articles in the press expressing concerns about bias against sex and ethnic minorities most candidates feel that psychometric assessments are a way of measuring their skills objectively and fairly. Tests are designed to make fair judgements about individuals. It is illegal to discriminate on grounds of sex, race, disability and age. These variants have been taken into account when designing tests and you will be measured against people with a similar background to yourself or against the general population. These measures are called ‘norm groups’ which are large statistical samples carried out as part of the test development process to ensure reliability and validity. If you do have any disability that will affect your test performance, for example dyslexia or a physical disability, it is vital you let the test administrator know well in advance so that arrangements can be made for you. If English is not your first language it is possible that you may be able to take the test in your own language – certainly the major test providers, including SHL, are able to offer a multitude of language options.


If you have picked up this book the chances are that you are anticipating some psychometric assessment in the near future. You may be nervous or concerned and this is perfectly normal. You may have specific qualifications and/or skills and the tests will give extra information which enables the employer to identify potential and/or define who will benefit most from a development programme.
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