AUILLILY — Uusudlly pdased drounda verodl anda
numerical reasoning and emotional intelli-
gence — against a pre-established group, and
personality — also known as ipsative - tests,
which assess values and motivations, says
Roger Philby, founder of recruitment firm
The Chemistry Group.

Shorter assessments can be used at the
beginning of the process to filter out unsuit-
able candidates, points out James Bywater,
head psychologist at SHL.

Sell yourself
“You'd expect a salesperson to come across
well in an interview because they can sell
themselves,” says Andrew Groves, head of
national resourcing at Yell, which uses such
tests extensively for those in sales positions.
“You need a tool to tell you if the basics of
that personality are there so you can probe
the weak areas and explore the strong areas
as well.

“When you've done a personality profile,
ability test, a solid behavioural interview

1ain groups.

“Aptitude tests can discriminate againsi
certain ethnic minority groups, such as
Hispanic and African American candi-
dates, who [tend to] perform less well on
these types of tests,” says Jordan O’Connor,
principal consultant at talent consultancy
Chiumento. “This has huge implications for
diversity and inclusion.”

Older or less IT-savvy candidates could
also be deterred, and the inconsistent inter-

‘Aptitude tests can discriminate
against certain ethnic minority
groups, who [tend to] perform
less well on these types of tests’

Jordan 0'Connor, principal consultant, Chiumento

the clarms of a divect relationship between
testing and large scale financial benefits,
scepticism may still be warranted.”

Cheating the system

Then there's the fear that candidates will
cheat, either by asking someone else to sit
the test for them or by giving the answers
1]1\')- think cmiployers want to hear.

One way of overcoming this is to make it
clear that candidates will be retested under
controlled conditions later in the process,
says Tim Drake, head of talent manage-
mentat recruitment fivm Hudson UK. And
including e scales” - questions designed
to see if candidales tend to respond in a
socially desivable way - can flag up any
profiles that should be treated with cau-
tion. Using a forced-choice format is
another option

‘There’s also a risk that candidates could
feel disengaged by having to take lengthy
tests before they have had a chance 1o dis-
cuss the position with anyone or if the ques-
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