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1: Types of Employment Tests
Description Written for human resource professionals, trainers, and managers, Using Individual Assessments in the
Workplace is an easy-to-read and easy-to-apply manual for using assessment tools.

An assessment for the purposes of effective teaming includes: Likewise it may also reveal potential friction
between the individual and the group. You might want to introduce a new member to the team in order to
enhance certain behavioral traits of the team as a whole. For example, adding a new team member who scores
high on rationality index will increase the rationality of the team as a whole. You can also track the changes
within the group as the group is put through specific targeted training programs. The Career Development
report, among other things, includes several behavioral scores in various areas. The scores are indicative of
behavioral preferences and natural gifts the candidate is likely to demonstrate. These scores need then to be
analyzed in the context of the requirements of the new job. In addition, it is recommended to determine and
analyze the likely effects of introducing the candidate into an existing team. In order to accomplish this
analysis, all individuals that the candidate will actively interact with or at least the ones with whom it is
particularly important to insure smooth interaction , will have to complete personality assessment with JTPW.
Using the previously described methodology of assessing work relationship in pairs , you can evaluate how
effectively the candidate will likely integrate with specific members of the team or with the team as a whole,
and the potential challenges that they may encounter while working together. The results of this analysis can
then be used to make specific recommendations to the candidate and the group aimed at effectively integrating
the candidate into the team. Once you open an account with HRPersonality. Through your portal account you
will be able to invite your employees and centrally access their results. Results become available online
immediately after an employee completes the assessment. One such type of analysis presents an evaluation of
the personality traits of the employee in the context of the basic theory of pscychological types of Carl Jung
and an additional dimension judging vs. This profile includes sections on: Get started now - click here to
purchase a trial pack. Looking for tips for you on how to succeed in the workplace? Complete our premium
career development assessment.
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2: Staff Development and Team Building
Written for human resource professionals, trainers, and managers, Using Individual Assessments in the Workplace is an
easy-to-read and easy-to-apply manual for using assessment tools.

Individual Psychological Assessment Hiring, promoting, and developing the right people for specific jobs
represent some of the most important decisions that companies make. Many organizations use individual
psychological assessment to help them make such decisions. Individual psychological assessment or
individual assessment is a phrase used by many people. Often, that phrase means different things to different
people. The following questions and answers are presented to clarify this phrase. What is individual
psychological assessment? Individual psychological assessment is a tool used to help organizations make
decisions about hiring, promotion, and development. A typical individual psychological assessment consists of
professionally developed and validated measures of personality, leadership style, and cognitive abilities
among other things. The process often includes an interview. Ideally, the tests and measures used in an
individual assessment have been validated for the current positions in accordance with legal and professional
guidelines see APA Standards and SIOP Principles. While the small number of individuals evaluated for
certain positions may make obtaining certain kinds of validation evidence more difficult, other types of
evidence should be accumulated to support the use of individual assessments. How much time does a typical
individual psychological assessment take? Depending on factors such as the length of an interview and the
number of tests and simulations that are included in the assessment, the length of the process can vary. The
level of the position e. The process varies from less than an hour to two days. Who are the primary users of
individual psychological assessment? Organizations of all sizes may include individual assessment as
supplemental information for making hiring, promotion, and development decisions. Who is qualified to
conduct individual psychological assessments? There are different roles that are part of the individual
assessment process, and different people can perform these roles. For example, paper-and-pencil tests vary in
their requirements for administration, scoring, and interpretation i. Typically, for an individual psychological
assessment, the assumption is that a qualified psychologist combines and interprets the data from the various
assessment tools to make an overall evaluation of an individual. How is individual psychological assessment
information generally used? Individual psychological assessment information is usually intended to
supplement data on a candidate obtained from other sources e. The results of the individual psychological
assessment are often considered as information to be explored further with the candidate and with his or her
references. When is individual psychological assessment typically used? Due to cost and time, the individual
assessment process is usually implemented as a final hurdle when the candidate pool has been narrowed down
to the top candidates. Many organizations assess at least two individuals for comparison purposes. Assessing
at least two candidates can provide a back up in case the preferred candidate declines the job offer. Comparing
two or three candidates with one another also provides the company with the additional advantage of
determining relative fit with the culture and the potential for coaching and development. How much does a
typical individual psychological assessment cost? Fees for individual assessment are typically based on
several factors, including the number of tests used, the length of the assessment, the professional training and
experience of the psychologist, the reputation of the consulting firm, and its geographic location. Companies
are more likely to spend more on higher level positions where the stakes are high. What are the advantages
and disadvantages of individual psychological assessment relative to other employee screening and evaluation
methods? The primary benefit of individual psychological assessment is that it provides additional data on a
candidate that is not easily obtained through using only one or two assessment tools. Another benefit of
individual psychological assessment is that it can provide a candidate with detailed, developmental feedback
for the new position. However, developmental feedback is often optional in individual assessment and is not
always provided. The data can also help the candidates new manager gain a better understanding of how best
to coach and mentor his or her new direct report. However, depending on the organizations policy and the
appropriate use of the assessment information, the data may or may not be shared with the supervisor. The
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primary disadvantages are the time and expense associated with the assessment. Also, the process may alienate
or turn off some candidates who do not understand the process or who do not see it as relevant to the decision.
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3: How can Individual and Group Reading Assessments be Used in the Classroom?
Written for human resource professionals, trainers, and managers, Using Individual Assessments in the Workplace is an
easy-to-read and easy-to-apply manual for using assessment tools. Step by step this much-needed resource leads the
reader through the often complex processes of job analysis, test selection, test administration and.

Based on Robertson and Kandola Kandola review is not complete, since they only include studies in which a
work sample was used both as the predictor and the criterion. As a criterion, the work samples reviewed were
usually similar to but longer than the predictor work sample. Robertson and Kandola report a median validity
of. A median validity of. While these validities are impressive, Robertson and Kandola caution that the idea of
increasing the similarity between predictor and criterion as per point-to-point theory, for instance may have
been pushed beyond a reasonable limit. These correlations can be interpreted as measures of reliability rather
than validity. By comparing one job-related test with another job-related test, the relationship between the two
tests may be discovered, but inferences of how this relationship relates to job performance will still have to be
made. It is precisely this inference that work sample testing is supposed to reduce. Robertson and Kandola
caution that researchers should not attempt to increase validity by simply developing criteria that are likely to
relate closely to the predictor. Rather, care should be taken that the criteria themselves are job performance
measures. Meta-analytic Reviews of Validity Studies Involving Work Samples Two recent articles reviewed
validities of predictors of job performance. The National Academies Press. Hunter and Hunter , using
meta-analytic techniques, found that for entry level jobs for which training will occur after hiring, combined
cognitive ability and psychomotor ability test scores had a mean correlation of. For selection on the basis of
current job performance, the work sample was slightly better than the ability composite, with average validity
coefficients of. In all these cases, the work sample served as a predictor. Hunter and Hunter also report a
meta-analysis involving studies in which work sample performance was used as a criterion and a job
knowledge test was the predictor. A mean validity of. The authors note, however, that job knowledge tests can
be used for prediction only if the examinees are already trained for the job. In any case, again it appears that
work samples have validities comparable to, and in many cases, superior to other predictors. While their use as
criteria has been more limited, these two meta-analytic reviews do report rather impressive average validity
coefficients for work samples as criteria. This section is intended as a brief review of these types of studies.
Campion developed a work sample test for maintenance mechanics in a food processing company. The work
sample consisted of four tasks, each broken down into the number of steps required to complete it. In addition
to these work sample tasks, each mechanic was given several paper-and-pencil tests: Criterion measures were
supervisor evaluations of three factors: It was found that performance on the work sample was significantly
and positively correlated with supervisor evaluations of work performance on Page 34 Share Cite Suggested
Citation: Gordon and Kleinman also compared a work sample test to a paper-and-pencil test, with the criterion
being training scores. Three classes of recruits in a police training academy were given a work sample test
including firearms and defense tactics motor tests , and a written work sample addressing the relationship of
the police department to other civic agencies, department rules and regulations, and an introduction to law
enforcement. Form J, was also administered. For all three classes of recruits, the work sample scores predicted
overall training scores, while the intelligence test was significantly correlated with the criterion for only one
class. As mentioned previously, Gordon and Kleinman suggest that the face validity of work sample tests may
influence the motivation of testees, and this is also related to the interest in the job. A study that failed to find
any correlation between the work sample and a performance criterion was reported by Inskeep Three work
sample tasks used to select and place sewing machine operators were examined using a concurrent validation
design. The tests were developed to reflect actual shirt-making operations. The clipboard test uses a table with
a sliding center board on which are mounted a number of metal clips. When the center board is moved into
proper position, a clip may be opened by a foot pedal linked to the table top. The subject is provided with two
piles of cloth rectangles. The subject must pick up a rectangle from each pile, align them, and place them in a
clip. Then he or she slides the center board to align the next clip and repeats the procedure until all clips are
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filled. Performance score is the total time to fill all clips. The needle board is the second work sample task.
Ten spindles of thread and a metal crossbar are mounted on a table. In the crossbar are 10 needle holes
corresponding to the 10 spindles. The subject is required to pass the thread through both a vertical and a
horizontal needle hole. The score for the test is total time required to complete all 10 threadings. The final test
is called the hurdles. This involves using a standard production sewing machine geared down to a lower
operating speed. The subject must sew along a specified pattern and complete a certain number of stitches.
Test score is the number of seconds required to complete the sewing exercise. Inskeep used a performance
criterion of piece-rate earnings. The Inskeep findings are somewhat surprising in that the work sample tasks
are almost identical to some of the actual job behaviors required of incumbent sewing machine Page 35 Share
Cite Suggested Citation: This may reflect a problem with the performance criterion of piece-rate earnings,
although Inskeep did not offer possible reasons for the negative findings. A work sample test in the form of a
minicourse for telephone switching repairmen was examined by Reilly and Manese The minicourse was a
short about 40 to 60 hours training program designed to be a content valid sample of a 6-month electronic
switching system ESS course. Predictors were total time to complete the minicourse and test performance
based on seven self-paced lessons on electronic switching system fundamentals, plus the score on an ESS
minicourse summary test. The criteria were total time to complete the full electronic switching system course,
which consisted of two separate self-paced courses, one containing four modules, and the other containing five
modules. It was found that minicourse test scores were significantly and negatively correlated with time to
complete the full course, and that time to complete the short electronic switching system course was
significantly correlated with time to complete the full course. Assessing Trainability Using Work Samples It
appears, then, that a work sample can be a valid means of assessing trainability of job candidates. Robertson
and Downs distinguish between work sample tests and trainability tests: The procedure usually involves three
steps: Using a standardized form of instruction and demonstration, the instructor teaches the applicant the task,
during which time the applicant is free to ask questions. The applicant performs the task unaided. They review
16 studies, in which 24 validities are reported. The criterion in most is training success. Of the 24 correlations,
20 are significant, with coefficients in excess of. Robertson and Downs conclude that trainability tests display
high content and face validity and allow the applicant to get a clear understanding of the job in question a
realistic job preview, in a sense , but that they are very job-specific and need to be redesigned and revalidated
as jobs change, as well as being expensive to administer. Page 36 Share Cite Suggested Citation: They found
that for three of the crafts, scores on a trainability test correlated significantly with training performance.
Robertson and Mindel caution that the lack of predictive validity for some tests illustrates that although there
is a generalized procedure for designing and administering the tests, each must be validated individually. It
would seem to be a short methodological step from using a work sample as a predictor of training ability to
using a work sample as a measure of training success and also as a job performance criterion. The next section
begins by examining a study that used a work sample both during training and to evaluate on-the-job
performance. This will be followed by a review of studies in which work samples are primarily the criterion
measures. Work samples used as criteria are useful because they provide a standardized testing situation in
which to evaluate employees, and would seem to lend themselves well to jobs that are highly structured or
jobs for which a core of representative behaviors could be identified and developed into a work sample. One
particular study nicely bridges the gap between work samples as predictors and the use of work samples as
criteria. Siegel and Bergman developed what they called the miniature job training and evaluation approach.
This is similar to trainability testing in that the examinee is trained, through demonstration and practice, to
perform a particular task. The examinee is then scored on how well he or she performs what was taught with
regard to following proper procedures, safety, and care and use of tools. The approach is based on
demonstration of the ability to learn parts of the job as predictive of total job success. Subjects in the Siegel
and Bergman study were low aptitude U. The paper-and-pencil test had three parts: Training sessions of 15 to
30 minutes were built around these behaviors. Once training was completed, each subject was tested on the
amount learned during the training phase. The test was a procedural review of what was taught during the
training session. Page 37 Share Cite Suggested Citation: Criterion measures were taken 9 and 18 months
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following completion of the training program. These criteria were administered individually to each of the
subjects at the 9- and month follow-ups. At the first criterion follow-up, 54 of the original sample of 99
subjects were available for testing, and 34 of the original 99 subjects were available for the second criterion
follow-up. Siegel and Bergman do not say whether any of the subjects were the same from the 9-and month
follow-ups. In order to compare the Navy paper-and-pencil predictors with their work sample predictors,
Siegel and Bergman created a composite criterion score. The three work sample predictors with the highest
zero correlation with the composite criterion gasket cutting, trouble shooting, and assembly were then used to
determine the multiple correlation with each of the criterion tests. Siegel and Bergman reasoned that since
only three predictors were used in the standard Navy selection technique, they would employ only three
predictors. For the 9-month criterion test, significant multiple correlations were found between the work
sample and the standing messenger watch, knowledge of equipment and tools, and alertness and common
sense criteria. The Navy predictors were correlated with knowledge of equipment and tools and with alertness
and common sense. Disregarding significance levels, five of the seven performance criteria were predicted
better by the training work samples than by the Navy tests, and Siegel and Bergman find this directional
difference significant using a sign test. At 18 months, directly opposite results were found. There were
significant multiple correlations between the Navy tests and all but one of the criteria alertness and common
sense , while none of the criteria were predicted by the work sample training scores. Siegel and Bergman
conclude that the miniature job training and evaluation concept possesses merit for predicting performance of
low aptitude applicants. They suggest that the lower predictive power of the work sample scores over time
may be due to basing predictions on specific training scores rather than general abilities.
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4: Assessment | Model | Workplace Health Promotion | CDC
This book is a highly-accessible, non-technical primer that leads potential users and consumers of assessments through
a process of how to understand and use individual assessments.

Are expected and accepted by many job applicants. Provide an opportunity for a two-way exchange of
information. Provide a measure of skills such as oral communication skills not measured via paper and pencil
or computerized tools. Have been demonstrated to produce valid inferences for a number of organizational
outcomes, if properly developed and administered see article on Effective Interviews. Can reduce business
costs by identifying individuals for hiring, promotion or training who possess the needed skills and abilities.
Are typically less likely to differ in results by gender and race than other types of tests. May be affected by
different kinds of rating errors and biases by interviewers. Are often more time-consuming to administer than
paper and pencil or computerized tools. May be practically less useful when a large number of individuals
must be evaluated because of administration time. Can be costly to train interviewers. May be difficult to keep
interviewers calibrated and the interview process standardized. May lead to individuals responding in a way to
create a positive decision outcome rather than how they really are i. Job Knowledge Tests Job knowledge tests
typically use multiple choice questions or essay type items to evaluate technical or professional expertise and
knowledge required for specific jobs or professions. Disadvantages Have been demonstrated to produce valid
inferences for a number of organizational outcomes, such as job performance. May be viewed positively by
test takers who see the close relationship between the test and the job. Will not be influenced by test taker
attempts to impression manage or fake responses. Can provide useful feedback to test takers regarding needed
training and development. May require frequent updates to ensure test is current with the job. May be
inappropriate for jobs where knowledge may be obtained via a short training period. Can be costly and
time-consuming to develop, unless purchased off-the-shelf. Personality Tests Some commonly measured
personality traits in work settings are extraversion, conscientiousness, openness to new experiences, optimism,
agreeableness, service orientation, stress tolerance, emotional stability, and initiative or proactivity.
Personality tests typically measure traits related to behavior at work, interpersonal interactions, and
satisfaction with different aspects of work. Personality tests are often used to assess whether individuals have
the potential to be successful in jobs where performance requires a great deal of interpersonal interaction or
work in team settings. Advantages Have been demonstrated to produce valid inferences for a number of
organizational outcomes. Can be administered via paper and pencil or computerized methods easily to large
numbers. Can be cost effective to administer. Does not require skilled administrators. May contain questions
that do not appear job related or seem intrusive if not well developed. May be problematic for use in employee
selection if the test is one used to diagnose medical conditions i. Physical Ability Tests Physical ability tests
typically use tasks or exercises that require physical ability to perform. These tests typically measure physical
attributes and capabilities, such as strength, balance, and speed. Advantages Have been demonstrated to
produce valid inferences regarding performance of physically demanding tasks. Can identify applicants who
are physically unable to perform essential job functions. Are typically more likely to differ in results by gender
than other types of tests. Can be expensive to purchase equipment and administer. May be time consuming to
administer. May be inappropriate or difficult to administer in typical employment offices. Work Samples and
Simulations These tests typically focus on measuring specific job skills or job knowledge, but can also assess
more general skills such as organizational skill, analytic skills, and interpersonal skills. Work samples and
simulations typically require performance of tasks that are the same or similar to those performed on the job to
assess their level of skill or competence. For example, work samples might involve installing a telephone line,
creating a document in Word, or tuning an engine. For more information on this topic, see the article entitled,
Work Samples and Simulations.

Page 7

USING INDIVIDUAL ASSESSMENTS IN THE WORKPLACE pdf
5: What is Psychological Assessment?
using individual assessments in the workplace Download using individual assessments in the workplace or read online
here in PDF or EPUB. Please click button to get using individual assessments in the workplace book now.

What is Psychological Assessment? By Jane Framingham, Ph. Psychological assessment is also referred to as
psychological testing, or performing a psychological battery on a person. Psychological testing is nearly
always performed by a licensed psychologist, or a psychology trainee such as an intern. Psychologists are the
only profession that is expertly trained to perform and interpret psychological tests. Psychological assessment
should never be performed in a vacuum. A psychological test provides a scale of measurement for consistent
individual differences regarding some psychological concept and serves to line up people according to that
concept. Tests can be thought of as yardsticks, but they are less efficient and reliable than actual yardsticks. A
test yields one or more objectively obtained quantitative scores so that, as much as possible, each person is
assessed in the same way. The intent is to provide a fair and equitable comparison among test takers.
Norm-references psychological tests are standardized on a clearly defined group, termed the norm group, and
scaled so that each individual score reflects a rank within the norm group. Norm-referenced tests have been
developed to assess many areas, including intelligence; reading, arithmetic, and spelling abilities; visual-motor
skills; gross and fine motor skills; and adaptive behavior. Psychologists have a choice of many
well-standardized and psychometrically sound tests with which to evaluate an individual. Norm-referenced
tests have several benefits over non-norm-referenced tests. They relatively little time to administer, permitting
a sampling of behavior within a few hours. Each appraisal can provide a wealth of information that would be
unavailable to even the most skilled observer who did not use testing. Interviews Valuable information is
gained through interviewing. Interviews are more open and less structured than formal testing and give those
being interviewed an opportunity to convey information in their own words. A formal clinical interview is
often conducted with the individual before the start of any psychological assessment or testing. In the case of a
child, how do they behave in school settings, at home, and in the neighborhood? Does the teacher treat them
differently than other children? How do their friends react to them? The answers to these and similar questions
can give a better picture of a child and the settings in which they function. It can also help the professional
conducting the assessment better formulate treatment recommendations. Informal Assessment Standardized
norm-referenced tests may at times need to be supplemented with more informal assessment procedures, as
such as projective tests or even career-testing or teacher-made tests. The realm of informal assessment is vast,
but informal testing must be used more cautiously since the scientific validity of the assessment is less known.
For instance, in children, information must be obtained from parents and teachers in order for psychological
assessment to be considered complete and relevant to the child. Major discrepancies among the findings must
be resolved before any diagnostic decisions or recommendations for treatment are made. Psychological
assessment is never focused on a single test score or number. Every person has a range of competencies that
can be evaluated through a number of methods. A psychologist is there to evaluate the competencies as well as
the limitations of the person, and report on them in an objective but helpful manner. What is Psychological
Assessment?. Retrieved on November 14, , from https:
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6: Individual Psychological Assessment
Using Individual Assessments in the Workplace A Practical Guide for HR Professionals, Trainers, and Managers
Leonard D. Goodstein, Ph.D. Erich P. Prien, Ph.D.

Please click button to get using individual assessments in the workplace book now. This site is like a library,
you could find million book here by using search box in the widget. Written for human resource professionals,
trainers, and managers, Using Individual Assessments in the Workplace is an easy-to-read and easy-to-apply
manual for using assessment tools. Step by step this much-needed resource leads the reader through the often
complex processes of job analysis, test selection, test administration and interpretation, and decision making.
Goodstein and Erich P. Prienâ€”are leading experts in the field of workplace assessment. In this book they
present a comprehensive resource that offers an introduction to individual assessment, shows how to collect
and analyze assessment data including a five-step model for conducting this process , reveals how to perform
psychological measurement, develop and integrate individual assessment data, and report individual
assessment results. Individual Assessment is a professional practice important to Human Resource Managers,
Executives and anyone making decisions about employees. Finally, we now have a clear, practical guide with
methodologically-grounded descriptions of how to successfully do it. The authors have put together a unique
new book with the following key features: This book will take Individual Assessment to an entirely new level
of understanding and practice, and into a new era of professional research and activity. Part of the six-volume
reference set Wellbeing: A Complete Reference Guide, this volume is a comprehensive look at wellbeing in
the workplace at organizational, managerial, and individual levels. Discusses the implications of theory and
practice in the field of workplace wellbeing Incorporates not only coverage of workplace stress in relation to
wellbeing, but also aspects of positive psychology Explores the role of governments in promoting work place
well being Part of the six-volume set Wellbeing: A Complete Reference Guide, which brings together leading
research on wellbeing from across the social sciences Topics include work-life balance; coping strategies and
characters of individuals; characteristics of workplaces and organizational strategies that are conducive to
wellbeing; and many more Author by: Each volume in this set provides a current review of all information
available for the three core areas of improving performance in the workplace: Praise for Handbook of
Workplace Assessment "Wowâ€”what a powerhouse group of authors and topics! This will be my go-to s
ource for in-depth information on a broad range of assessment issues. Reynolds Chair in Global Leadership,
The Business School University of Colorado Denver "The Handbook of Workplace Assessment is must
reading for practitioners, researchers, students, and implementers of assessment programs as we move forward
in a global world of work where changes are continuously anticipated in the workforce, design of jobs,
economies, legal arena, and technologies. The authors and editors capture, in practical terms, how companies
can effectively leverage assessment techniques to successfully manage talent and achieve business goals.
Burnett, senior vice president, Global Staffing and Learning Talent Assessment for Selection and
Development, Bank of America "Scott and Reynolds have succeeded in developing a comprehensive yet
practical guide to assessment that is sure to be a trusted resource for years to come.
7: Using Individual Assessments In The Workplace | Download eBook PDF/EPUB
Using Individual Assessments in the Workplace is an easy-to-read and easy-to-apply manual for using assessment
tools. Step by step this much-needed resource leads the reader through the often complex processes of job analysis,
test selection, test administration and interpretation, and decision making.
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