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Psychometric Tests 
An In Practice™ Article by Helen Kelly 

 

 

Should You Depend on Psychometric Tests? 

Special and warm thanks to Professor 

Malcolm Higgs, the distinguished Director of 

Henley Management College’s School of 

Leadership, Change and HR Management, a 

Chartered Psychologist and member of the 

British Psychological Society and Principle 

Partner in Towers Perrin London Human 

Resource Management Practice. Professor 

Higgs kindly introduced me to the subject 

and patiently explained some of the theory 

and practice. Any errors are my own.  

 

Not everything that can be counted counts and not everything that 

counts can be counted.  -- Albert Einstein  

 

Psychometric tests – psycho = mental / metric = measure – aim to portray mental 

abilities such as mechanical  or mathematical aptitude and a variety of personality 

features such as openness to change, warmth, conscientiousness, and interest in 

detail. Sometimes employers use the tests to plan professional development and 

decide who to promote, but mostly when deciding who to hire.  

Today they‟re staffing fashion at every level. Recruiters use tests to measure a 

sales applicant‟s warmth, a PA‟s interest in organisation, a Project Manager‟s 

preference for independence, and a proposed CEO‟s tendency to be harsh under 

pressure. In fact, psychometric tests are so prevalent - so key to winning a job - 

there‟s an industry devoted solely to helping you produce any personality profile. 

Allegedly you can be not-you - or, well, any-you - on demand.  

If you can fake it, why take it.    

 

 This book gives you the 

information, confidence and 

practice to pass graduate-level 

psychometric tests every time - an 

essential book if you're about to 

graduate and want a brilliant job.  
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These new prep techniques are one reason psychometric testing raises eyebrows: 

if you can fake it, why take it. The glut of tests available to one and all fuels the 

sceptic‟s fire. The growing reliance on off-the-shelf tests – even those created by 

specially-trained psychologists - is worrying to many. Very importantly, there‟s not 

yet a substantial body of research to prove that the tests predict success on the 

job. And, there‟s a lot of concern that recruiters could lapse into type casting.  

Pro-testers raise strong voices about the benefits. They remind us that abuses of a 

sound practice must not overshadow true value. and a professional test can 

compensate for interviewing that can be insufficient or undependable in untrained 

hands. Further, there‟s proof in the pudding: personality tests are in dozens of 

languages and used at organisations, schools, universities and government 

agencies around the world.  

So what do you think? The wrong person for the job takes a terrible toll on both 

sides but are tests the answer? Could tests help you get the best person for the 

job, or might they make you miss the ideal candidate? Should your own 

employment and promotion turn on a test?  

 

The answers affect virtually 

everyone in employment. Still, 

most of the debate is polarised 

and emotional.  

In order to evaluate 

psychometric testing as a 

selection tool, you may want 

more information. In that case, 

we hope our FAQs will be your 

starter for ten.  

 

Q:      What are the key points of debate?  

Could any test accurately detect the subtleties of personality?   

http://www.psychometric-success.com/
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Is there a danger that we‟re sidelining interview, insight and judgment with tests 

and measures? That is, do tests take interviewers off the hook?  

Experience influences perception and behaviour, people can transform instantly by 

insight, and people and businesses are always moving on. How could anyone 

predict future behaviour based on present results?  

Could any generic test be valid and reliable across all cultures?  

Are we overreacting because some tests are unreliable?  

Do people who use psychometric tests tend to stereotype candidates?  

Will employees use results as an excuse to avoid change?  

Just because people who design, administer and interpret professional selection 

tests undergo rigorous training and study the role deeply, does that mean tests 

have a useful role in selection?  

Just because there is no research to show that test results predict behaviour, does 

that mean tests can‟t predict behaviour?  

 

Q:      What kind of tests come under the psychometric umbrella?  

A:                Some tests measure…                      Some types of tests  

 

Monster.com offers a comprehensive psychometric test, Jasper, designed to help 

you try for the right job. You can even go online and take a test to spy for MI5. 

There are literally hundreds from which to choose.  
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Here‟s what a trait list looks like. There are many.  

 
 

Q:      Why do employers use psychometric tests as part of selection?  

A:      Employers use the tests hoping to determine whether a person is able to do 

the job and is suited to the job.  

“There are three sets of data that matter equally in hiring,” Professor Higgs 

explained. “Much like a differential diagnosis in medicine, you need T-Data, which 

comes from factor analysis/scientific measurements, L-Data which is life data that 

comes from observer‟s report/interviews, and Q-Data – a self-questionnaire/what 

the candidates says, usually in interview.” In combination, the three sources of 

information - plus your gut feel - help you make a good professional hiring 

decision.  

Some say employers use tests because it‟s easier than interviewing and lets 

people off the hook when hiring decision aren‟t right.  
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Q:      Why did people develop psychometric tests?  

Psychometric tests were an effort to make recruitment more effective. For a long 

time recruiters looked only at ability and technical skill. Personal and interpersonal 

fit for the job wasn‟t part of the hiring picture. That‟s changed. So today we know 

that a programming whiz isn‟t necessarily a whiz at managing programmers - 

though she might have that talent. And a profitable sales person isn‟t necessarily 

the right sales manager – though he might be. Some say that psychometric testing 

can be part of helping an employer find those things out.  

 

We’re All Different - and Very Much Alike 

Can We See All That in a Test? 

Q:      People say we can create psychometric tests because though we’re all 

different we’re also all alike in the deeper parts of ourselves. But how do we 

know there are common human characteristics?  

...there are only three primary colours and yet they allow us to 

produce every single colour, tone and hue in the world". 

www.testsonthenet.com/Big-five-mini/mi5-questions-r.asp           

    

        
Amour Tendre             Gardens at Chateau              Amour Passion     

   (tender love)       de Villandry near Tours, France   (passionate love)                               

A:      In every culture there are words, artefacts, patterns and symbols 

representing common experience such as of beauty, sexuality, mystery, love and 

fun. And there are common emotions such as fear, hope, and joy.  

We are alike in aspects of thinking and feeling that operate below the surface of 

our everyday lives. Jung wrote, “…our imagination, perception and thinking are 

influenced by inborn and universally present formal elements… 

http://www.testsonthenet.com/Big-five-mini/mi5-questions-r.asp
http://www.mahasiddha.org/mandala
http://www.javajane.co.uk/buildings/index.html
http://saf.bio.caltech.edu/seqanalysis/lecture_06.html
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1 Jung  “…identified four basic psychological functions – thinking, feeling, sensing, 

and judging - with a person‟s preferred function being dominant and conscious, 

while the non-preferred function is auxiliary and unconscious.”  

2 He called these psychological functions archetypes and our instincts a collective 

unconscious. He proposed that we could discover preferences in the fundamental 

functions. Pro-testers say he was clearly right; sceptics say Jung‟s ideas are 

poetic invention.  

We can also observe behavioural similarities. In every culture people wish for 

work, love, progress, self-esteem and community - and feel incomplete when one 

is missing. Parents round the world yearn for their children‟s happiness and if a 

child dies, every parent understands another‟s loss. A baby in any culture is 

frightened if no one smiles and may die if no one holds her or him. Virtually every 

child sees at age seven that a tall glass and a wide glass could hold the same 

amount of water.  

Jharna Sengupta Biswas explains with the 

terms Namashkar, an Indian word of 

greeting that respects the essence of each 

person. Jivatma is the individual self, and 

Paramatma the collective or greater self.  

Jharna says, the idea of Jivatma may be of life itself - the unchangeable core - 

without reference to external dissimilarities of colour, race or gender. There are 

words for these ideas, feelings and experiences in most cultures.  

There‟s empirical evidence that some human characteristics are universal.  Even 

before birth, as people grow everyone pursues virtually identical genetically-

determined set of emotional, social, physiological, intellectual and spiritual 

developmental patterns and tasks.  

Depending on experience with the tasks, 

we develop patterns of behavioural 

preferences that allow us to feel 

psychologically at ease as we grow and 

change or stall. Psychometric tests aim to 

measure the results of developmental 

experience as it expresses itself in 

preferences for ways of thinking, feeling, 

judging, interacting, naturally delighting in 

tasks and other aspects of life including 

work.  
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Q:      Typologies are popular round the world, but are they real?  

A:      The Meyers-Briggs Type Indicator (MBTI) is an adaptation of Jungian 

psychology developed in 1943 by the mother-daughter team, Isabel Meyers and 

Katherine Briggs. Since its introduction sixty years ago, the MBTI has become the 

most widely used instrument in the world to measure the human personality.  It is 

based upon self-identified preferences expressed on four scales. Skeptics claim 

the MBTI is akin to horoscope – no empirical evidence.  

 

 

 Rachael Kirkham of Training Learning and Coaching 

recommends typology tests to her clients - for specific 

purposes such as improving communication. “A lot of people 

use psychometric tests because they think they should, but 

they haven‟t done the research to prove the link between 

results of psychometrics and requirements of the job.  

 

When we‟re looking at a candidate, we consider managing performance, 

ability and motivation. I use the tests to see whether on a broad scale we can 

manage performance in the role, and for people to have a common language 

for discussing differences. Let me give you an example.  

One evening on the way out, a colleague asked me, „How was your day?‟ I 

said, „It was great; lots to do but lots done. How was yours?‟ „Just fine,‟ he 

said. „I got in early, made the coffee and then Tim stopped me to discuss the 

management meeting. He really has some strong opinions.‟ And he told me 

more.  

The next day he asked me why I‟m so curt. Some people would have taken 

offense but I understood. I asked him to have lunch with me and to bring 

along the results of the Meyers Briggs Type Index we had both taken some 

months back. By the end of lunch he realised that I‟m not curt, we are just 

very different in what turns up naturally. It isn‟t that his doesn‟t matter; it‟s just 
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that I don‟t think of the same kind of thing. It made all the difference, 

especially as we work together. “I guess I have to ask you questions if I want 

more than the big picture,‟ he said. We both smiled. We were on the way to a 

productive working relationship.  

So no; I wouldn‟t decide on his job by the results of the MBTI, but it gives you 

a flavour of where he‟d be likely to succeed and be happy. It‟s one tool 

among many, yet it‟s a very powerful way for people to understand difference 

and be at ease talking about them.”  

 

Professor Higgs spoke to me about typologies.  

 

Keeping in mind that typology is only one type of psychometric test, yes, they 

are real. We all share characteristics, traits, behaviours and aspects of 

mental functioning that fall along dimensions. Carl Gustav Jung made 

typology popular though he was not the first to identify archetypal dimensions 

of human psychological functioning. He gave us the JTI – Jungian Type 

Index: Intuition and Sensing, Feeling and Thinking. Meyers and Briggs added 

Introversion and Extroversion and Judging and Perceiving.  

There have been many typologies developed over the centuries. In 1903, 

Wendt developed categories reflecting strength of emotion and speed at 

which emotions change. We still measure these today. Eysenck developed a 

popular dimension, Tough Minded / Tender Minded. Part of everyone‟s 

mental functioning is a continuum of subjective experience and also 

experience of the external world - people and things. We each engage in a 

unique balance – hence, a type.  

Jung called that continuum Extraversion / Introversion. It is accurate that 

everyone engages in a degree of processing information and forming 

conclusions, and also that everyone examines logical relationships. Meyers 

and Briggs called these characteristics of mental functioning Perceiving and 

Judging. Depending on hundreds of factors, we each fall somewhere along 

each continuum. And once we measure it, we can infer patterns of response 

in specific situations.  
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Are these and other typologies accurate for everyone? Yes, they are. And I 

find typology useful. It gives people a language for understanding difference. 

If we‟re working together, it allows me to know my worldview and for you to 

know yours, and for us to see our differences without prejudice. The 

downside of typology is that it allows people to stereotype - and even to 

excuse bad behaviour: „Oh, I did that but you don‟t understand because I‟m 

not in your world.‟ Nevertheless, the drawbacks don‟t outweigh the 

advantages.  

How do psychologists create tests? 

Here are some background and examples. 

Q:      People are alike in some subtle ways relating to thinking and feeling, 

drives, needs and desires. But how do we know we can  test for them? And, 

how do psychologists test for these traits and characteristics? Can we have 

an example of a trait and a test question?  

 

http://www.duperrin.com/2005/11/02/ouvrage-sur-le-mbti/
http://www.headstrong.com/
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A.      Since the sixties scientists have been working to identify the building blocks 

of human personality. Each personality is a different mix of the same blocks, which 

helps to make us each unique – and it‟s the unique mix the psychometric tests aim 

to portray.   

Wendy Lord, Chief Psychologist at Hogrefe Ltd, says 

that though we humans share a set of personality traits, 

these traits are not directly visible. How do we know 

they‟re there? It is by noticing the behaviours and 

attitudes they give rise to.   

“For example,” Lord says, “when we measure 

Gregariousness we measure the strength of preference 

to be around other people (rather than alone). The 

preference is deep-rooted but you can see the 

expression of it very easily in how the individual chooses 

to spend time. 

More recently psychologists have developed tests that ask a person to 

demonstrate his or her traits by selecting from among different ways of dealing 

with situations. Here‟s the type of question –this is the type of format used in 

Hogrefe‟s Leadership Judgement test.   

An example scenario 

You manage a small business in which you have three employees. The Office 

needs covering over the forthcoming school holidays and last year there were 

problems. All three seemed only interested in their own self-interest and their 

choice of leave time created considerable disagreement. You anticipate similar 

difficulties this year which could place you under pressure.   

Decision choices 

 

      a.  Not risk debate this year, but tell them when they can have leave. 

      b.  Tell them the Office should always be covered and get them to come up  

            with a holiday schedule. 

      c.  Call a meeting with all present and come to an arrangement acceptable to  

           everyone. 

      d.  Find out each person‟s preferred holiday time and then you decide on the  

            holiday times.  

The person must rate the appropriateness of each response. There is a best fit 

response and a worst fit response (based on leadership theory principles). The 

other two are somewhere in between.  
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Whatever the format, the development of a psychometric test is long and complex. 

The items must be carefully trialled on large samples of people. The developer must 

ensure that the content and difficulty level of the test is appropriate for the target 

population and that the content varies enough to broadly sample the characteristic 

the tester aims to measure.  

This process of development is standardisation. For 

the test to be worthy of the label „psychometric‟ the 

developer must also provide evidence that the test 

measures what it claims to measure (i.e. that it is 

valid) and that it measures this both precisely and 

fairly.  

“Developing a test isn‟t a mystery,” says Jo Keeler, of 

Belbin Associates in Cambridge, England. “You have 

to collect a great deal of data – and many types of 

data - over a long time.  

 

 

Dr. Meredith Belbin developed the Team Role 

instrument at Henley College while he was 

teaching in an Executive Education programme. 

(A team role is a tendency to behave, contribute 

and interrelate in a particular way.)           

Dr. Belbin noticed that some teams were more 

effective – that is, more likely to make decisions 

that led to making money – than others. He 

collected data for nine years with many teams.  

First everyone took a 

psychometric test called 

the 16PF. It purports to 

reveal measure on 

continua of sixteen characteristics such as warmth, 

assertiveness, social confidence, emotional resilience, 

and degree of trust.  

Dr. Belbin also administered the PPQ – Personal 

Preference Questionnaire, which reveals outlook and 

value system. He administered intelligence tests just to 

be sure he covered all aspects of measurement – and 

then moved away from tests to observe and document 

behaviour.  
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For nine years he used the Bales Observation Analysis, noting contributions among 

team members every thirty seconds. He analysed all the data extensively and 

tentatively concluded that there are nine roles in teamwork: The role isn‟t a 

judgment or a norm; it is a hint about where you‟d take up roles naturally and where 

you might struggle.  

 

reprinted with permission 
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Professor Higgs explains the process of creating a psychometric test.  

Perhaps the most important piece of information is that serious work on a 

psychometric test aiming to predict job-related success requires deep 

background study well before the time you design the first question.  

You see, the test is only as good as your knowledge and understanding of 

what you‟ll measure. For example, before we create an instrument relating to 

some aspect of leadership, for example, the psychologist working as the test 

designer learns all about the leadership role as the organisation defines it. 

We study the context in which the potential leader will work. We want to 

know the client‟s point of view about leadership. We want the client‟s 

definitions and picture of the leader at work.  

Then we look at all the relevant research on embedded psychological, 

cognitive and personality characteristics in relation to that role portrait. One 

organisation may wish to test for skill of a leader in balancing style to context; 

another may embrace the behaviours of a leader and say, „the profile of a 

good leader is this.‟ There can be hundreds of measures. We study and 

research the organisation‟s leadership profile extensively. Then and only 

then do we create a test.  

So we aren‟t creating a test to measure good to bad leadership; we want to 

show the degree of match between style and context. What‟s important here 

is that there is no one right, absolute predictor of leadership; there are 

measures of points of view embedded in the culture, and research that lets 

us know about sources of energy for work and change. We want to compare 

specific responses to specific situations with the candidate‟s habitual 

responses.  

In other words, if you want to use a psychometric test to help identify the 

right employee at the right level, it is essential to know that one test doesn‟t 

fit all. Usually one test fits one purpose only. For example, if I want to predict 

sales behaviour, first I need evidence that patterns and dimensions are 

predictive of sales performance and I create a test that has high predictive 

validity. If I want test results to feed into development planning, I need a 

different test. I will not be as concerned with predictive validity as I will with 

reliability in being able to measure what is and may not be changeable in the 

test taker.  

Q:      How do psychologists determine whether a psychometric test is a           

good test?  



14 
 

 

A:      The test must be reliable, valid, objective, and standardised; and, it must 

discriminate.  

Reliability 

If you use it once, you get a result. If you use it again, you get the same 

result. That‟s called test-retest.  

Validity 

Does the test measure what it claims to measure? It is very difficult to prove 

validity. There are three kinds of validity. Face Validity is about whether the 

results make sense; do people who see the results say, “Ah that makes 

sense to me.” Concurrent Validity means the test measures and displays the 

results that you‟re looking for. If successful and unsuccessful sales people 

take the same test, the test will correctly identify the successful and 

unsuccessful groups. Predictive Validity is ability to predict behaviour. If you 

hire a group of sales people who perform well on the job – and then 

administer the test – the results should show that the people are good sales 

people. In that case the test has predictive validity.  

Objective 

Merriam-Webster Dictionary says of a test, “…limited to choices of fixed 

alternatives and reducing subjective factors to a minimum.”  

Standardised 

The test is administered, scored and interpreted according to standard 

protocols. That means the questions and conditions are the same. For 

example, if you give one group more time than another, the test isn‟t 

standardised. Also you have made sure that the population is sufficiently 

similar to the population for whom you developed the test.  

http://www.centerforpubliceducation.org/
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Discriminate 

The test results produce a normal bell curve.  

A bell curve compares individual performance to that of a norm group, which 

means a representative sample. It does not measure against standards for what 

one should know or be able to do. It reflects comparison of individuals to other 

individuals assumed to be in the same norm group.  

Q:      How can a test be valid and reliable across different cultures?  

A:      It is very important to understand the ideas representative sample, norm 

group and bell curve. You are not comparing one cultural group to a different 

cultural group. A professional test compares individuals in the same group. 

Professional test makers are rigorously trained, insightful people who are diligent 

in identifying a wide variety of characteristics before identifying the norm group.  

Q:      What kind of training does a professional undertake before designing, 

administering and interpreting psychometric tests?  

A:      In Britain, to purchase, administer, or interpret any ability test, we need to do 

Level A Certificate of Competence in Occupational Testing offered through the 

British Psychological Society. In order to assess a personality test we must do a 

Level B Certificate for each test. It is very important to understand that there is a 

different Certificate for each and every instrument.  

What are the dangers of psychometric testing? 

Whatever your view on psychometric testing, there‟s one danger everyone with 

whom I spoke mentioned; that is, using tests exclusively. If you want the right 

person for the job, know the job requirements, the people with whom the candidate 

will work, and organisation‟s culture. Make sure the person specification does 

match the reality of the culture. Then interview and develop a thoughtful personal 

view. And perhaps administer a psychometric test, which is another set of data.  

Pro-test views on the dangers… 

Professor Higgs says the dangers lie in misrepresentation, empty promises, invalid 

tests and stereotyping.  

“When psychometric testing became accepted good practice, many tests 

appeared out there that were invalid. That is, they hadn‟t enjoyed peer 

review and no one had replicated results. And, they hadn‟t enjoyed the 

benefit of scientific scrutiny. So people believed that employers could predict 

behaviour based on tests that weren‟t correctly developed or proved reliable 

and valid.  

“That‟s why for quite a while there were three serious problems that led to 

strands of controversy over psychometric tests. People could advertise and 
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sell assessment instruments that no one had tested rigorously, and people 

could publish tests that were, indeed, culture biased. The general public 

didn‟t know the difference, and there was quite a lot of salesmanship that 

turned a rigorous scientific discipline into unsubstantiated, misleading pop 

psychology. And, people assumed you could use untested instruments to 

predict job-related behaviours and success – which more often than bore no 

relation to the outcome.  

”Beyond that, accessibility allows people to stereotype and even excuse bad 

behaviour. You know: Oh I did that but you don‟t understand because I‟m not 

in your world.”  

Sloppy Tests, Untrained Users  

 

Not all tests are the same and not all tests are the same or useful in all situations. 

So it‟s a real danger when people just buy tests without doing the up-front 

homework.  

To choose a test responsibly, you first need information about all aspects of the 

job. You have to highlight the key elements and know the behaviour patterns 

you‟re looking for. You can‟t just choose personality labels. You need to know 

what you, individually, mean when you say you want someone who is, say, warm, 

open to experience and independent. You may like the ideas in principle but in 

your culture, you may need someone who seeks agreement, is moderately 

professionally friendly and yet is highly in control. The workplace is political, 

complicated and complex, and decisions about what you want and need are 

critical decisions. The whole – choosing and using tests and results – is easily 

misused.  

 

http://forums.blueface.ie/showthread.php?p=2552
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Test-sceptic views of dangers… 

Depersonalising Decisions  

There is some evidence that where selection 

depends heavily on tests, interviewing takes a 

back seat. Companies relying on tests don‟t 

invest in training people in interviewing skills and 

most importantly, don‟t seek and hire people who 

are talented interviewers.  

To counter the trend toward abandoning personal judgment about candidates, 

human resources professionals developed Performance Based Interviewing (PBI) 

– a method of designing questions that elicit a person‟s approach, style and ability. 

PBI is questions about what a candidate has done – replacing questions about 

what a candidate would do in certain circumstances – plus the candidate‟s stories 

in response to the questions. Here‟s an example PBI question: Tell me about a 

time you brought people of strongly differing opinions to a point where they were 

able to cooperate on a project.  

Many people say that tests make such conversations unnecessary – to everyone‟s 

peril.  

Stereotyping and Delusion  

Sceptics say there is an irresistible urge to read into results and paint pictures that 

you then live by. Of course we do that all the time and psychologists recommend 

that we ask others for tough-love feedback. However if we use the tests to see 

ourselves, label ourselves, stereotype ourselves or others, we could start to 

believe it our pictures are all there is and move into cages. It is essential that 

people who take the test understand the tests report preferences and profiles, not 

fixed personality limits.  

Using a standardised test  

There is no dispute about whether it is 

possible to develop standardised tests that 

are valid and reliable. However many sceptics 

say that to be sure a test is valid and reliable 

for your organisation, culture, employee 

profile, operating practices, strategic direction 

and growth plans, you must engage 

professionals to create a test for you.  
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The process is long – perhaps years – and runs the risk of being invalid due to the 

changes years can bring. And, since the process does take years, many if not 

most companies who use tests buy them from test companies. So while the test 

company trains administrators and interpreters, the items are standard and many 

people say they are dangerous when used alone.  

Whether you choose typology or personality 

inventory,    pro-testers say that success with 

psychometric testing relies primarily on using a 

good and the right test. So in closing, I asked 

Professor Higgs a couple of questions we 

thought you, our readers, might have asked.  

Q:      What is a good test?  

 It measures what it states it is measuring. 

 

 It measures reliably. That is, it measures the same way across diverse 

populations.  

Q:      If you want to use a test, what are the criteria for choosing it?  

Professor Higgs offers this advice.  

Discuss these questions until you know a lot about the tests available for the role 

you‟re filling. Then be sure  you feel entirely clear about the answers.  

 What do you want it to do? 

 

 What is the point of view embedded in the test? 

 

 What is its provenance? That is, is it reliable and valid and has it been peer 

reviewed? 

 

 What are the cost and usability? That is, what is the significance of the 

decision that will hang on it?  

 

 Will you be looking at the top three candidates? 

 

 Has the British Psychological Society approved the test?  

Q:      How does a psychologist establish that a test has predictive validity?  

 It is a long process that requires a lot of testing and research. You must 

give the test to large numbers of people and compare over time to 

performance.  
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Q:      What about race, culture and gender?  

 As we prepare a test and test for validity, we do our best to do research 

across diverse populations. It‟s difficult now because we may not collect 

ethnicity data. We sometimes use databases identifying men and women.  

 

Q:      What are the important legal issues?  

 When you use psychometric tests for selection, never use them in isolation.  

 

 Use other factors such as interviewing, candidate self reports, and 

references. 

 

 Be fair. Be transparent. Provide results. 

 

 Be rigorous in selecting a test that is reliable and valid. 

 

* * * 

Well, if you want to get the flavour of a one of the commercial psychometric tests 

Professor Higgs mentioned, you could go to www.assessment.com and take a 

MAPP preference test.  

Are you trying to find out which careers fits you best? Take the MAPP Assessment 

and get the answer. The MAPP Assessment will help you:  

 Live a fuller life 

 Find career fulfilment 

 Discover your personal insight 

You will complete seventy one items each listing three choices. You select which 

is most and least like you and you leave one blank. Once you‟ve finished, there‟s a 

sparkly narrative about you, but if you want to know what it all means, there‟s a 

detailed report you can see in the form of the first words in each sentence.  

Helen is conscious of existence, meaning, purpose, potential and destiny of 

humankind, people, and self.  

Helen is motiva--- -- - ---------- ------------- ------- -- --- ----- -- ----- ------- --- ---- -- --- ----

- -- ------- ----------- ------------- -- ----- -- - ------- --- -- --------- ----- ----------- ---------- --- -

------- ---- -- -- -------- --- ----------- ----- ------ --- --- -------- -- -- --------- -- --- ----- -- ---  

Can‟t wait to know what‟s in the blanks? They take most major credit cards 

£££££….  

I can hear Professor Higgs saying, “See what I mean?”  

And I‟m wondering…what do you think?  

http://www.assessment.com/
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Notes  

1. Jung, Carl Gustav, The Archetypes and the Collective Unconscious, 

Princeton University Press, 1968.  

2. http://www.psyjob.it/Jung%20Type%20Indicator%20(JTI)%20MANUALE%2

0TECNICO.pdf   
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