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Executive Summary

This paper reviews the literature on psychometric testing by employers, and consders
whether information on psychometric testing can be used to make deductions about changes
in the demand for skillsin the economy.

The standard approach to measuring the demand for skills, and skill shortages, is to
conduct a survey of employers. Among the man advantages of skill surveys are, firdly, that
they are a direct and straightforward approach to answering questions about the extent of skill
shortages and, secondly, that they can be designed to ensure that they give a representative
picture of the economy as a whole. However, we argue that even the best of these surveys,
which generdly rey on the answers given by employers to a series of prompted questions,
may contain flawvs. It is then, important that other sources of information about changes in
the demand for skills should be drawn on in order to supplement, confirm or chalenge the
findings from employer kill surveys. The psychometric tess which companies make use of
when sdecting among job gpplicants have the potentia to provide us with information about
the kind of skills which employers are redly looking for. Because employers have to pay to
use the tests, they may convey some reliable information about changes in the demand for
skills. On the other hand, psychometric tests are not used by al companies or for dl types of
vacancy, which implies tha information about skills derived from them may not be
representative of the economy as a whole.  Nonethdess, they do provide additiond
information to thet avalable in skill surveys, and to date, this information has not been drawn
on & dl. Here we survey the evidence currently avalable on psychometric testing for
Section.

In order to build up a picture of changes in the extent of test use over time, some 17
surveys of test use, published between the early 1970s and 2000 were reviewed. Mogt of the
studies were cross-sectiond, and there was much variaion in methodology, sampling frame
and sample dze, making it difficult to get precise eimates of the proportion of organisations
using tests & any paticular time. Nonethdess, it is clear that test use has grown subgantialy
snce the 1980s, and is now widespread, especidly among larger organisations. Large
organisations are far more likdy to use tests than smaler organisations, because large
organisations have more vacancies over which to spread the fixed cogts of using tests, and are
more likdy to have a specidised human resources department familiar with and trained in



testing practice. Tedts are most likely to be used for manageria and graduate vacancies, and
are seldom used for manua vacancies.

A wide range of tests are now available on the market. These include tests designed
to measure generd cognitive ability, tests of gpecific skills, persondity questionnaires, and
literacy and numeracy tests. There is currently very little information in published studies
concerning which tests are most widdly used, or details of the skills and attributes employers
are attempting to measure when they make use of the tedts.

The codts of tedts ae subgtantid. This implies that employers are unlikely to be usng
them merdy in order to follow a management fad, but because they believe the tests are
genuindy useful in searching out job agpplicants with the right skills and attributes.  One
magor component of codt is the expense of traning company aff to be able to obtain and
utilise the tests properly. Some of the more wddy used tests dso require an annud licence
fee. There is no quantitative data avallable on how much is spent in actudly administering
and scoring the tests by human resources departments.

Surveys of the reasons for test use suggest that the percelved objectivity of tests, their
predictive abilities, as well as ther ability to filter out unsuitable candidates were important
reasons for test use in both the public and private sectors. Studies of the rise in test use over
time point to changes in the labour market as a possible explanatory factor. It is suggested
that forma qualifications may not be as effective for sorting as in the past, and the need for
increesing numbers of recruits with technica, computing, or mathemdtics skills may aso
have encouraged investment in testing. However, there is a lack of firm evidence on the
reasons for changes in test use. Other factors frequently cited include equa opportunities
legidation which may have encouraged employers to use tests as pat of a drive to farer
section. There ae dso a number of dudies most of them raher speculative, linking
increases in tet use to the soread of greater professondism in the human resource
management  function, and to multi-national companies imposng dandard  sdection
procedures throughout their congtituent businesses.

There is strong evidence from the psychology literature that tests of cognitive ability
are good predictors of performance across a broad range of jobs. The predictive vaidity of
other kinds of tests, especidly persondity questionnaires is more controversd, but recent
meta-andytic dudies have found ggnificant corrdations between persondity scaes and

measures of job performance?

! Meta-analysisisastatistical technique for cumulating the results of agroup of studies on a particular topic.



How useful is information on psychometric tesing for assessng changes in the
demand for skills? The implications of the literature review are that it has some advantages
and some disadvantages in this respect compared to conventiona skill surveys. It can
cettanly throw some light on the kind of skills that are in demand in the labour market.
However, there is a serious lack of evidence on many aspects of test use at present. In
particular, we know remarkably little about which tests are being used, and about the skills
and attributes that the tests are being used to measured. This confirms that further research in
thisfidd isrequired.
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1. Introduction

This paper surveys the literature on the use of psychometric testing by employers, and
consders whether information on psychometric testing can be used to make deductions about
changes in the demand for sKills in the economy. The standard gpproach to measuring the
demand for skills, and skill shortages, is to @nduct a survey of employers. Among the man
advantages of <kill surveys are, firdly, that they are adirect and straightforward approach to
ansvering questions about the extent of skill shortages and, secondly, tha they can be
designed to ensure that they give a representative picture of the economy as a whole. We
ague tha even the bet of these surveys, which generdly rely on the answers given by
employers to a series of prompted questions, contain flaws sufficient to raise doubts about
ther rdiability. Given that this is the case it is important to draw on other ways of
measuring the demand for skills in order to confirm, or contradict, the results of employer
kill surveys.

Psychometric tests provide one such dternative method. Since the 1980s, businesses
in the UK have been making increesing use of psychometric tests as pat of the sdection
process for job vacancies. The tests attempt to measure the abilities, atributes, persondity
traits and various skills of the candidates under condderation for particular vacancies. The
man advantage of usng these tests as a means of assesdang <kill demands in the UK
economy is that employers have to pay money in order to use the tests  either the cods of
traning ther gaff to use and adminiger the tests plus whatever it may cost to buy in the test
from a commercid test publisher, or the cost of employing externd consultants to administer
the tests.

Because of the cods involved, which are quite substantid, in principle the tedts are
more likedy to measure the skills which employers redly want rether than those which they
report over the telephone in response to business surveys. On the other hand, compared to
skill surveys, udng information about psychometric tests is an indirect approach to the
asessment of changing demands for skills. They are dso less representative, because not Al
organisations use tedts, nor are they used for dl types of vacancy. Moreover, while survey
results on kill shortages are plentiful, as far as we are aware, no work has been conducted to
date which uses psychometric testing in this way. Mo of the research literature on
psychometric testing has been written by psychologists, and they have not focused on
economic issues of skills and skills shortages. The purpose of surveying the literature is to



obtain a better idea of whether it is feasible to make use of information on psychometric tests
to gain ingghts about the demand for sKills.

In the next section, some background on surveys of skill demands in the UK economy
is provided and we aso set out the limitations of such surveys for estimating the true demand
for skills. The rest of the paper consders the existing evidence on psychometric testing and
examines its potentia drengths and weaknesses for andysng <kill demands. If andyss of
psychometric test practice is to be a useful method of assessng skill demands, then it needs
to satidy certain criteia  This method would be of little use if only a smdl, limited group of
employers were usng psychometric tests dnce any results obtaned would then be
unrepresentative of the economy as a whole. In Section 3, we look a whether psychometric
tests are in widespread use. We must dso consider whether the tests are useful for measuring
skills. To answer this, we need to consder the content of the tests and the range of tests
avalable. Are the tests designed to measure kills? Do they only look a one particular kind
of ill or are there many different tedts covering a range of different <kill types? These
issues are addressed in Section 4. In Section 5, we review the evidence on why employers
have chosen to make use of the tests, looking at the reasons for employers use of tests, and
for change in the extent of test usage over time. In Section 6 we turn to examine whether the
tests are vaid as predictors of the sills required to perform jobs successfully. If this were
not the case, it would be difficult to explan why employers were using the tests, and doubt
would aso be cast on the rdiability of any inferences that might be made about the skills
which the tests damed to be measuring. Findly, in Section 7, the main conclusons of the
literature review are set out.

2. TheDemand For Skills

Surveys ae forever being published, whether by the CBI, Chambers of Commerce,
government agencies, task forces or other organisations suggesting that the British economy
is deficient in some skill or other and that urgent action is needed. How accurate and reliable
are these surveys? Are ill shortages as serious as many of them suggest? Here we argue
that there could be serious flaws in exiging survey evidence. Measuring the demand for
kills is besst with methodological problems and the approach adopted in many surveys is
likely to be inaccurate and mideading. Moreover, obtaining redigic estimates of the demand



for skills is not an arcane academic exercise but a matter of pressing naiond importance.
The results derived from surveys suggesting thet there is a strongly risng demand for skills
and evidence of serious skill shortages have added urgency to the policies of successve
governments, including the present one, which ae desgned to tackle Britain's dleged
problems of international competitiveness.

Before discussng the methodologicd problems with these surveys it is important to
be aware of certain more generd points about measuring skills shortages and skills gaps.  The
extent of sill shortages is a highly cydicd vaiable — when output is growing quickly the
incidence of reported skill shortages dso increases, and then fdls away rapidly as the
€0onomy moves into recesson.  Robinson (1996) draws on data from the only skill survey to
be avalable over a long period of time — the CBI survey — to $ow tha the proportion of
firms reporting skill shortages was much lower in the 1990s than in the ‘Lawson boom’ of the
late eighties. Moreover, even a the peak of the 1980s boom, skill shortages were affecting a
much lower proportion of employers than at earlier cyclica pegks in the 1960s and 1970s.
This is hardly compelling evidence of an urgent skill shortage problem in the last few years
(dthough it does not rule out the posshility of skill shortages in particular aress or
occupations). Robinson dso suggests thet it is the rapid pace of output expanson that is the
key to riang skill shortages in cydlicd upturns, implying that if the economy could be kept
on amore sedate expansionary path, then reported skill shortages would be much lower.

A further reason for scepticism about the results of skill surveys is that the concept of
kill is ambiguous and dippery. In recent years, the term has expanded beyond its origina
meaning. As wdl as incduding forma qudifications, technicd knowledge, and various kinds
of manud and mechanica dexterity, it aso now encompasses ofter ‘people skills and
psychologicd traits such as the ability to work wel as pat of a team, and to make a
favourable impression on actua or potentid customers (Keep ad Mayhew, 1999; for more
on the origins of and background to key skills see Green, 1998; Payne, 2000). Part of the
resson for this change, of course, is the shift in the UK economy away from manufacturing
and towards services.

Although there is a widespread belief that certain key skills are important for success
in the labour market it is difficult to define precisdy what these key skills should be. Over
the lagt fifteen years there have been numerous atempts a definition by educationd bodies
and government agencies (Payne, 2000). Following on from work originaly done by NCVQ
it is common to lig sx key skills  communication, goplication of number, information
technology, problem solving, working with others, improving own peformance (see, for



example, National Skills Task Force, Second Report, 1999). Policy-makers have taken up
the chdlenge of key Kills energeticdly, so that they are now embedded in severd
qudifications, notably NVQs and GNVQs, as wel as a new key sills qudification which
was introduced in 2000.

But it is not clear that this is the right gpproach. Debate continues as to whether these
atributes should be termed skills Whether they can be taught, or can potentidly be
improved through workforce training has been questioned with some regarding them as
largdy innate or the product of childhood socidisation (Dench et al, 1998). There is
controversy about whether key skills should be taught as subjects in their own right.  The UK
goproach to key <Kills is unusua and other European countries have not developed the
vocational aspects of the curriculum in this way (Green, 1998). The extent to which key
skills are a problem for the UK economy is dso in disgpute. The Skills Task Force has
reported that after technica/practica kills, a range of generic skills were among those which
employers reporting skill shortages found mogt difficult to obtain with between a fifth and a
third of such employers reporting skill shortages of communication, customer handling,
team-working, and problem-solving (National Skills Task Force, Research Report, 2000,

p. 93). But another recent survey found that employers were generdly farly saidfied a the
levels of key skills amongst their workforces (Dench et al, 1998, pp 24-7).

The Learning and SKills Councils recently edtablished a naiond and regiond leve
adso require reiable edimates of skill needs and skill shortages if they are to peform ther
tasks well. These examples serve to illudrate that information about changes in the demand
for <ills underpin many recent policy initiatives in the fidd of education and vocationd
training and underline how vitd it isthat such survey data should be accurate.

Regular surveys of sill demands in Britain include the CBI Indudrid Trends Survey,
which has been carried out since the late 1950s, and has for many years provided quarterly
information on the manufacturing sector only, the Skill Needs in Britan survey, an annud
survey of a sample of companies employing 25 or more people avalable from the ealy
1990s, which is conducted by independent researchers on behaf of the DfEE, and the British
Chambers of Commerce Quarterly Economic Survey, which covers both manufacturing and
service sectors.

If we look at the data provided by skill surveys we get can easily get a picture of
growing skill shortages. For ingtance, the Skill Needs in Britain (1999) provides information

on hard-to-fill vacancies and it seems that in 1998 some 42 per cent of vacancies were sad by



employers to be hard-to-fill compared to 35 per cent in 1997, and only 16 per cent in 1992
and 1993.

However, hard-to-fill vacancies are not the same as skill shortages, and we cannot in
generd infer anything about skill shortages from evidence on hard-to-fill vacances done. It
is now standard practice to diginguish between recruitment difficulties, skills gaps and ills
shortages.

» Xills shortages are sad to be present when there is a genuine lack of adequately
skilled individuds available in the accessble labour market. This could arise from a
basc lack of people (especidly if aggregate unemployment is very low), sgnificant
geographica imbalances in supply (when there are sufficent skilled people in the
labour market as a whole, but not easily accessble to the available jobs), or a genuine
shotfdl in the number of gppropriatdy skilled individuds — ether a new entrant
level, or for higher leve skilled occupations;

o Xkills gaps occur where employers fed that ther existing workforce have lower kil
levels than necessary to meet their business objectives, or where new entrants to the
labour market are gpparently trained and qudified for occupations but 4ill lack a
variety of the skillsrequired,

e ‘Recruitment difficulties is an umbrdla tem incorporating al other forms of
employer recruitment problems, except for ‘skill shortages and ‘skill gaps as defined
above. Such problems can be caused by poor recruitment practices, poor perceived
image of the indugry, low remuneration, or poor tems and conditions of
employment, and can occur even when there are sufficient skilled individuds

available and ble for work.

These definitions are taken from the Firs Report of the Nationd Skills Task Force,
and on this bass we can see tha many of the surveys reported in the media mix up sKill
shortages and skills gaps with other recruitment problems. Even rdatively reputable surveys
such as the Skill Needs in Britan survey, with its focus on hard-to-fill vacancies do not
address directly the question of skill shortages, and there are amilar difficulties with other
surveys, even if we confine our atention to the more respectable ones, such as those
produced by the CBI and the British Chambers of Commerce, rather than the weaker ones a
the lower end of the market (Robinson, 1996).



However, recent work by the Skills Task Force has produced a much more thorough
survey which makes a red effort to bresk down the categories accurately, and to make clear
diginctions between skills shortages, skills gaps and other recruitment problems. What did
the Task Force find and how rdigble are its results? The Employers Survey was conducted
for the Skills Task Force in 1999 and conssted of telephone interviews with over 23,000
employers and a face-to-face survey of nearly 4,000 establishments which, taken together,
gives a nationdly representetive picture of dl esablisments in England with 5 or more
employees.

A breakdown of vacancies, hard-to-fill vacancies, and skill shortage vacancies by
occupationd group is shown in Table 1. The Employer Skills Survey found, that some
255,000 (46 per cent) vacancies were characterised by employers as hard-to-fill and of these
some 110,000 were skill-related (National Skills Task Force, Research Report, 2000, p. 90).

The figures in Table 1 suggest that clerical and secretarid, persona and protective
sarvice and saes occupations accounted for the highest proportions of vacancies and hard-to-
fill vacancies. However, skill shortage vacancies were concentrated among craft occupations
(which accounted for only 8 per cent of overdl vacancies, but 14 per cent of hard-to-fill
vacancies, and 22 per cent of skill shortage vacancies. Clerical and secretarid, and sdes
occupations, on the other hand, accounted for a much lower proportion of hard-to-fill
vacancies and sKill-shortage vacancies, compared with vacancies overdl. On skills gaps, the
Sills Task Force Employer Skills Survey found that some 20 per cent of establishments were
auffering from skills gaps on its definition, namdy a lack of full proficency affecting a third
of employees in a least one occupational area (National Skills Task Force, Research Report,
2000, p. 112).

Why sKkills shortages should agpparently be concentrated amongst craft workers and
other intermediate categories of occupation is something of a puzzle given that these are the
jobs which have been in decline for some time. As a proportion of tota employment, craft
and related occupations have falen from 17.7 per cent in 1984 to 12.2 per cent in 1998,
according to data from the Labour Force Survey (see Robinson, 1999, p 162). All
intermediate employment has falen from about 34 per cent of total employment to around 27
per cent over the same period.

Nonetheless, the Skills Task Force Employer Skills Survey is in many ways an
impressive piece of work and represents best practice in the congtruction of surveys of this
type. But it suffers from a number of key wesknesses which mean that the results obtained
may not be valid or reliable.



Frdly, it is generous in its measurement of <kill shortages. The criteria for reporting
that an employer is suffering from a skill shortege is that there should be at least one of the
following:

Low number of gpplicants with the required skills
Lack of work experience the company demands
Lack of qudlifications the company demands

This definition is generous in tha it dlows an employer to date that there is a kill
shortage even if there are gpplicants with the required skills and qudifications, if they happen
to lack, say, recent relevant work experience. A skill shortage may exist on this definition
when severd agpplicants have the required qudifications, if this is deemed to be too low a
number of gpplicants, but it is not clear what too low is, or whether a skill shortage can occur
when gpplicants with the skills are available, even in smdl numbers.

Secondly, there are concerns that the methodology used leads to potentid
inaccuracies. Employers are asked to report skill shortages. They do not volunteer these
ansvers but are prompted by a series of questions asking whether they have recruitment
difficulties, skill shortages, and skill gaps, and if so, are asked further questions about the
particular occupations for which these deficiencies exig, the kind of skills which are lacking,
and the extent of the shortfal. It is easy to see that the answers one gets are bound to depend
on the nature of the prompts. One example is that when employers are prompted about so-
cdled key sills such as communication sKills, it is found that employers are suffering from
these kinds of shortages, but these were not much mentioned by employers in surveys which
do not specificaly ask about them (Dench et al, 1998; Spilsbury, 2000).

It is ds0 likey that employers will be either reluctant to report or unaware of many
recruitment problems. How many will know or admit that they ae having problems
recruiting people because the wages on offer are too low, or that the overdl employment
package is undtractive? The essential diginction between recruitment difficulties and kil
shortages will not be a watertight one if employers are apt to report in one category what
should belong in another.

In many of the surveys including the Employer Skills Survey, the focus is entirely on
deficiencies of the workforce, whether skill shortages and skill gaps, or hard-to-fill vacancies
and recruitment problems. No questions are asked about other kinds of problems that the
employer is facing (the CBI survey is an exception here: it asks about financid and capacity



condraints as wdl as manpower shortages). This makes it very hard to tell whether sKill
shortages are redly the key problem, or whether they are a minor worry outweighed by other
problems and issues that the employer may be facing.

The assumption that it is ‘the employer’ — an individud exceptiondly wel-informed
about al the recruitment activities and practices of their organisation — who picks up the
phone when the survey interviewers make ther cals can dso be challenged. In most cases
the survey questions will be answered by one person, probably from the human resources
depatment even though many firms will decentrdise recruitment to particular line managers
or branch personnel. Many people who are active in dentifying and filling vacancies will not
have their knowledge included in the survey responses.

A further concern is that ‘the employer’ may not fully undersand the questions which
he or she is being asked, or the differences between, say, a recruitment difficulty, a hard-to-
fill vacancy and a <ill shortage vacancy. There is only limited information on this topic.
The CBI has conducted occasiona research on the answering practices of employers in
response to its Industrid Trends survey. The man question in this survey is about the extent
of skilled labour acting as a condraint on output in the following four months, and here it was
found that 60 per cent of companies thought that skilled labour as a condraint on output
reflected difficulties in recruiting skilled labour, while 45 per cent saw it as a problem with
respect to their current workforce. There was aso confuson as to the timescae involved,
with some assuming that the question referred to the following four months compared to the
previous four months, while others compared the next four months with the equivaent period
in the previous year. For the Skill Needs in Britain survey, some research has also been done
on answering practices. However, the data refer to a sample size of only nine employers, so
it is debategble whether anything can be made of these results. For what they are worth, the
results showed that most of the nine respondents believed they were well-informed about the
recruitment needs of their own organisations, and most (but not al) were able to say what
they meant by a hard-to-fill vecancy (Blake et al, 2000). In generd, then, it is clear that
surveys which state that employers have reported their kill shortages make the process sound
much more rdigble then it redly is

These methodologica points make it very probable that even the Employers Skill
Survey results on sills shortages are likely to produce upwardly biased edtimates of the
extent of such skills shortages in the economy as a whole, and that the inaccuracies in other,

less comprehensive and carefully designed surveys are probably a good ded worse.



There are, of course, other ways of measuring skill demands gpart from surveying
employers.  One conceptudly smple gpproach is to look at wages. If a paticular ill isin
demand, people who possess that skill would experience risng relative wages and hence we
should be able to make inferences about skill shortages from evidence on wage changes over
time. But, dthough there is a large literature on returns to education, evidence on the vaue
of paticular skills is much sparser (Mclntosh and Vignoles, 2000). Research on the returns to
basc sills and mathematicd ability is now beginning to accumulate, but there is little or
nothing on other kinds of skills. Researchers have dso conducted surveys in which people
are asked to report their own skills (Felstead et al, 1999). Repeated sampling can then tell us
something about changes in sill levels over time and provide a much more detalled picture
than research on returns to education. However, it does not tell us about the demand for
skills or sill shortages, and there are dso some concerns about how accurate such sdlf-
reporting of illsis.

It is, then, not easy to obtain a clear view of the extent of changes in the demand for
ills in recent years. The reaults of skill surveys generdly tend to suggest that the demand
for ills has been growing in recent years. The annua Skill Needs in Britain survey asks
employers with 25 or more employees whether they fdt the skills required in ther average
employee to ensure the effective operation of their business was increasing, decreasng or
datic.  Just over two-thirds of employers reported that their skill requirements were
increesing in 1998. This was a drop from the amost three-quarters of employers who
indicated rising skill requirements in 1996 but it gill appears to give unequivocd evidence of
an increase in kill needs. Indeed, typicdly, in the surveys undertaken in the 1990s at least
60 per cent of employers Stated that their skill needs were rising, while only three to 4 per
cent said that they were decreasing (Skill Needs in Britain, 1999).

Some plausble reasons for risng demand for skills are not hard to find. The
increedng use of new technology, including information technology in the workplace ae
among the more obvious factors. Work by Green (1999) has underlined the significance of
this by showing that there are Szeable earnings premiums for those usng computers in ther
jobs, even dfter controlling for a range of other variables. Other reasons include a shift to
flexible work patterns, implying that workers require a broader range of skills. Corporate
resructuring has involved the remova of layers of midde managemet implying a high
demand for a broad set of managerid skills even among new entrants to the labour market
such as graduates (Nationa Skills Task Force, Research Report, 2000, pp. 45-6). These



trends have been further reinforced by growth in the numbers of smdl firms where workers
are likely to be required to perform a broader set of roles than in large firms

On the other hand, the sgnificance of these changes should not be overdated, nor
should we infer that skill shortages must therefore exist.  Firstlly, the workforce has become
far better qudified since the early 1980s. The percentage of 16 and 17 year olds ill in full-
time education one year after the end of their compulsory schooling rose from about 50 per
cent in 1979-85 to around 70 per cent by 1993-97 (Robinson, 1999). The proportion of
young adults staying on in higher education aso increased from around 15 per cent in the
early 1980s to about a third during the second half of the 1990s (Nationa Skills Task Force,
Research Report, 2000, p. 62). As the more well-qudified younger cohorts have entered the
labour market and less well-qudified older workers have left so the qudifications base of the
working population has gregtly srengthened. The proportion of the employed population
with a degree qudification rose from 11 per cent in 1979 to 20 per cent in 1999; at the other
end of the spectrum, those with no qudifications a al made up 45 per cent of those in
employment but only 12 per cent by 1999 (Nationd Skills Task Force, Research Report,
2000, p. 62). Although the demand for skills has increased, the supply of wdl-qudified
people has dso greatly improved.

The extent to which UK employers need highly skilled employees has dso been
guestioned by some commentators. Keep and Mayhew (1999), for ingtance, have argued that
the need for highly qudified workers is limited to certan segments of the British economy
only. Many firms they mantan, have remained committed to low vadue-added product
market dtrategies, ddivering rdativey low-spec standardised products or services, rather than
more sophigticated or customised high-spec drategies. This in turn dictates a labour market
drategy of low wages and Taylorig production techniques, rather than a requirement for
highly-skilled or well-qualified workers.

Some researchers have produced evidence that, even though there has been a large
improvement in the qudifications held by the British workforce, this has not been reflected in
an increese in Kills contents of jobs. Rather, the existence of a better qualified workforce has
endbled employers to indulge in ‘credentidism’, i.e. demanding higher levds of
qudifications for what is essentidly the same job. Robinson and Manacorda (1997) looked
a changes in the occupationa structure and the educational structure between 1984 and 1994.
They found that changes in the occupationd dructure could only explain a very smal amount
of the increase in the holding of qudifications by the employed workforce. For Robinson and
Manacorda, the fact that increased qudification levels had occurred across such broad
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swahes of the occupationd dtructure, suggested that it was unlikely to be explained by skill-
biased changes in the demand for labour. However, other researchers have disputed these
clams. It could be that the data used by Robinson and Manacorda was too aggregated to pick
up changes in the demand for skill. Also, it has been pointed out thet, say, the development
of I.T in the workplace could lead to farly broad segments of the working population
requiring higher levels of <kill in order to perform ther jobs than before (Felstead et al,
1999).

There has dso been a livdy debate about the expanson of graduate numbers in the
UK workforce and the extent to which this is economicdly necessxy.  Academic
commentators such as Murphy (1993) have argued that many workers may well be too highly
qudified for the kind of jobs which they are doing with, for example, graduates performing
jobs for which a degree is unnecessary, and where, qudification to, say, ‘A’ level standard
would suffice.  Recent work has atempted to define the concept of over-education more
carefully and dso approached the quantification of over-education in a more rigorous way.
Edimates of the extent of over-education vary quite widdy with some sudies finding that as
many as 20 per cent of graduates may be ‘overeducated’ for their present job (Green et al,
1999), while defining over-education in a different way can reduce the figure b around 7 per
cent (Chevadier, 2000). Of course, even if over-educetion is of subgtantid magnitude this
does not necessarily rule out skill shortages in other areas, such as key <ills.  Some
‘overeducated’ graduates lack numerical skills (Green et al, 1999). Nonethdless, this strand
of work on credentidism and over-education does imply that we need to be cautious about
assuming from survey results that skill shortages are pervasive.

A number of key points emerge from this brief review of the literature on skill
shortages and the demand for skills.  Frgly, employer sill surveys suffer from a variety of
methodological and definitiond problems. Even the mos thorough and carefully designed
surveys have not avoided dl of these pitfdls.  Secondly, while surveys of this kind tend to
show a drongly rising demand for skills, and often serious skill shortages, these are not sdf-
evident and there is a continuing debate about the extent of change in the demand for skills in
recent years. Although they provide much useful data, the results of surveys cannot therefore
be taken on trust. They needed to be treated scepticaly and evaluated against other sources
of evidence. We turn now to assess one such dternative source of evidence which may have
the potentid to complement information from skill surveys. companies use of psychometric
tests.
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3. Levelsof Test Use

How widespread is the use of psychometric testing by employers? Is it confined to a narrow
group of employers in one particular sector of the economy, or is the use of tests more
pevasve? Apat from its intrindc interest, this is an important question for a research
program on the demand for skills, since in order to use tests as a measure of the demand for
skills it would be best if they were sufficiently widespread to give representative results for
the economy in generdl.

Since the 1980s there have been numerous sudies investigating selection methods.
Some 17 dudies of the extent of test usage in the UK are listed in Table 2, which includes
information on when each study was published, the methodology employed, the sample Sze,
and the headline results from each survey.

On the basis of the many studies summarised in Table 2, it islikdy tha psychometric
testing has grown consderably since the 1980s and is now widespread, a least among large
and medium-gzed firms.

The exact scde of change is very difficult to establish because most studies tend to be
cross-sectiona rather than longitudingl, and because there are often mgor differences in the
categories used to collect and report findings, as well as in the sampling frames employed.
Most studies are not representative of the economy as a whole, and sample sizes and response
rates are often worryingly low. Table 2 shows that some sudies focus on management
selection, some on employee sdection more generdly. Some studies such as Mabey (1989)
condgder only large firms, others such as Bartram et al (1995) only smdl firms, and we can
see that there are dso mgor differences in sample sSze and response rate.  Nonetheless, the
sheer number of studies which have been conducted means that it is possble to build up a
picture of occupationd test use, and it seems pretty clear that tet usage has grown
subgtantidly over time.  For ingance, the highly influentid and widdy-cited study conducted
by Shackleton and Newel (1991) replicated the methods of an earlier survey by Robertson
and Makin, and means that something can be said with reasonable confidence about trends
between 1984 and 1989. Note, however, that sample szes are smal and that the sample
conggs only of large firms.  As shown in Table 3, the proportion of companies in the Times
1000 list which dated that they never used cognitive tests for managerid recruitment fel
sharply from 71 per cent in 1984 to 30 per cent in 1989; the proportion using tests about half
of the time rose consderably from 3 per cent in 1984 to 17 per cent in 1989; the proportion of
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companies claming to use tets dways for management sdection dso rose over the same
period from 5 per cent to 12 per cent of the sample.

Similarly, the proportions never usng persondity tests dso fel from 64 per cent in
1984 to 36 per cent in 1989: while the proportions claming to use them more than haf the
time rose from 5 per cent to 12 per cent, and the proportion claiming adways to use them from
410 10 per cent.

Williams (1994) survey of locd authorities dso pointed to growing use of tedts in
that sector in the late 1980s and early 1990s. He found that 51 per cent of loca authorities
were usng some form of psychologica test in 1991, compared to 39 per cent in 1989 and 42
per cent in 1986.

There is evidence that test usage by companies continued to increase during the
1990s.

As shown in Table 4, Industrial Relations Services (1997) reported that, of a sample
of 150 companies, some 76 per cent of employers were making use of ability/aptitude tests to
sdect for a least some groups of daff in their survey conducted in 1996, a proportion which
had increased from just under 50 per cent from an earlier survey conducted in 1991. The
proportion reporting the use of persondity tests, on the other hand, remained more or less
constant over the same time period, according to the IRS: about 58 per cent were using them
in the 1991 survey and 61 per cent in 1996.

A more recent survey by the IRS, abeit based on an extremdy smdl sample (only 61
organisations) is aso indicative of further growth in test use (IRS, 1999). This reported that
of employers using testing, some 53 per cent had incressed the leve of testing undertaken
within their organisation in the previous two years, while a further 45 percent have
maintained their levd of testing over the same period, leaving only one employer which hed
decreased their leved of test use.

As can be seen in Table 2 there is one recent survey of recruitment and sdection in
the London labour market (Spilsbury and Lane, 2000) which found a very low leve of
psychometric test use. However, this survey used a very different methodology from those of
other authors. Spilsbury and Lane asked each employer about a single specific vacancy
which they had advertised in a newspaper; other surveys have asked whether employers use
tests for a lesst some of their vacancies? The sample was dso unusud. Many of the jobs

2 Thereis only limited evidence on how widely used tests are within organisations which report that they are
using tests. Some surveys do distinguish between test users reporting that they use testsnever, sometimes, half
of thetime, all vacancies. Seethe earlier discussion of the results of Shackleton and Newell and of IRS.
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andysed by Spilsbury and Lane were single line adverts in locd newspapers for which tests
are perhaps not much used. It could dso be that employers were confused by the term
‘psychometric and a long list of dternaive kinds of tests  written, numeracy, job-related
testsand so on. There are, then, severd reasons why this study obtained such unusud results.

The magor source of recent data on UK companies practices across the whole labour
force is the Chartered Inditute of Personnel and Development (CIPD) which has indtituted an
annua series of recruitment surveys. These have now run for four years (1997-2000
inclusve): and involve between 260 and 290 tdephone interviews with smdl, medium and
large companies sdected from a wide range of sectors. Because the format of the
guestionnaire in the CIPD surveys has changed, it is not possble to cary out direct
comparisons of results over time.

Table 5 shows sdected data from the CIPD surveys (CIPD, 1999; 2000). They
indicate that wel over haf of respondents currently use ability/aptitude tests for selection
purposes, more than a third use persondity tests, and between 25 and 30 per cent use

assessment centres.®

Assessment Centres

Psychometric testing sometimes takes place within the context of an assessment centre.
Organisations use a range of sdection methods, including interviews, group exercises and
role playing, in-basket exercises and other methods, as well as psychometric testing in order
to select from a pool of job applicants. Assessment centre sdlection methods can take one or
two days to complete, and because of the cost and time taken they are sometimes referred to
asthe ‘Ralls-Royce of selection methods.

There has dso been a remarkable growth in the use of assessment centres since the
1980s. It is important to note that not al employers may mean the same thing by this term,
and there is dso some vaiation in the definitions used by socid scientists (see Table 6).
Nonetheless, in very crude terms we can see in Table 6 growth from less than 5 per cent
goparently using assessment centres in the 1970s through to estimates above 40 per cent in
many of the surveys conducted in the 1990s. Again comparing the smilar surveys conducted
by Robertson and Makin (1986) and by Shackleton and Newdl (1991) we observe that the

3 Thereis asmall but consistent fall intest use between 1999 and 2000. The reason(s) for this are unclear. It
may be random variation, or the result of changesin question format/coding, or may reflect areal changein HR
practice, or labour market conditions.
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proportion of respondents never using assessment centres fell from 79 per cent to 41 per cent
between 1984 and 1989; the number utilisng them about haf of the time increased from 5
per cent to 12 per cent during the period;, and those aways usng assessment centres for
managerid selection swelled from negligible proportions in 1984 to a little over 4 per cent by
1989. It must be noted that both of these surveys were based on farly smdl samples of
predominantly large firms. Moreover, it is plausble to suppose that those companies using
an assessment centre were more likely to respond to the survey than those which were not
using assessment centres.  For these reasons, it is unlikdy that the figures quoted in these
reports can be taken as reflecting accurately usage of assessment centres in the economy
generdly but, nevertheless, comparison of the two surveys does strongly suggest an upward
trend in the proportion of firms making use of ACsfor sdection.

Two surveys of graduate recruitment (one of the areas where ACs are probably most
widely used) in the early 1990s both reported AC usage above 40 per cent. Keenan's (1995)
sudy of graduate recruitment found that some 44 per cent of employers in the sample were
using assessment centres.  Hodgkinson and Payne (1998) reported that some 57 per cent of
ther sample (which was dmilar to Keenan's in origin and 9ze) never used assessment
centres, 17 per cent sometimes used them, and 26 per cent dways used them.

A lage-scde survey of AC usage was conducted by Boyle, Fullerton and Yapp
(1993). Ther survey was of organisations with more than 1,000 employees, and they found
that, of this group, some 455 per cet of respondents to their questionnaire were using
asessment centres. AC usage was more likdy among larger organisations, and was
somewhat more prevaent in the private sector than in the public sector.

Boyle, Fullerton and Y app aso examined the growth of assessment centres over time.

In the early 1990s, then, dmost 48 per cent of the organisations in the sample had been using
an assessment centre for less than four years (Table 7). Growth had been particularly rapid in
the public sector, where nearly 70 per cent had been uding thelr assessment centre for less
than four years, compared to 40 per cent in the private sector.

The IRS (1997) survey reported that out of 68 users of assessment centres over 40 per
cent had been usng ACs for less than two years. The earlier IRS (1991) survey reported
usage of assessment centres of around 30 per cent, with about a third having introduced them
in the previous two years. Mogt of the growth of assessment centre use in the 1997 survey
had occurred amongst medium-sized firms (those employing 500-999 people, and 200-499
people), athough the numbers in each Size category were fairly smdl. IRS (1997) concluded
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that it was likely that assessment centre usage amongst very large firms was dready close to
saturation leve.

Variation in Test Use by Size of Firms

As dready noted, mogt published studies tend to focus on samples of large firms.  This is
partly because these companies are more likdy to use forma sdection methods, partly
because they are easer to research, and partly because they are seen as trend-setters. Such
firms do account for a large proportion of tota employment, especidly in the non
sarvice/traded goods sector.  Nonethdless, it is important to note that small enterprises often
utilise different recruitment practices than their larger counterparts.

Large firms are more likdy to use forma sdection methods such as psychometric
tests and assessment centres.  This is clear if we compare some of the results from the various
aurveys. For example, on psychometric tests, surveys such as Shackleton and Newell (1991)
or Mabey (1989) which focus entirdy on large firms report very high incidences of test
usage, often over 60 per cent.

Smdl firms are much less likely to use psychometric tedts, partly because of the costs
involved (see the discusson of costs below), and partly because they have few vacancies.
There have been rdatively few studies which concentrate on the sdection practices of smdler
firms. Those that do s0 have included Bartram et al (1995), which looked only at firms
employing less than 25 employees, and Campbdl et al (1997) in which about three-quarters
of respondents were employing less than 100 people and dmost 90 per cent less than 200
people. The study by Bartram et al found that 15 per cent of very smdl firms were usng
gptitude or ability tests, 18 per cent were testing literacy and/or numeracy, and only 4 per cent
made use of persondity questionnaires. Campbell et al reported that 17 per cent of
respondents to their survey were usng persondity tess, and 13 per cent were usng
psychometric ability tests.  Although these findings provide srong confirmation that smal
firms are less likdy to use psychometric tests than large firms, there have not been enough
sudies to reach any robust conclusions about trends in test use over time by smdl firms.,

Assessment centres are used mainly by large firms.  This method is too codtly to be
conddered by smal firms. Mog of the studies on assessment centres are of large firnms.
According to Boyle, Fullerton and Yapp (1993) very large firms were dso more likely than
large firms to utilise ACs, dthough as mentioned earlier, the IRS (1997) survey suggested
that medium-szed firms may be catching up.
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Smdl firms ae much more likdy to use informa means of obtaining new recruits
(Bartram et al, 1995; Scholarios and Lockyer, 1999). A study which looked specificaly at
the recruitment of young people by smdl firms showed that such organisations placed a good
dedl of emphasis on the motivation of recruits and less on academic qudifications, honesty
and integrity were aso particularly important to the smal firms (Bartram et al, 1995).

Variation by Occupational Group

The extent to which assessment centres and psychometric testing are utilised depends heavily
on the type of worker being recruited. Assessment centres are used mainly to sdect for
managerid vacancies and as pat of the process of recruiting graduate entrants to the firm.
The same is true for psychometric tests on their own, which are far less likely to be used for
non-graduate/non-managerid recruitment.  In generd, and predictably enough, the time
devoted to testing during recruitment, and to recruitment generdly, is greater (on a per person
bass) the more highly pad the employee. As Schmidt and Hunter (1998) point out, using
more vaid sdection methods — as companies believe they are doing when they use formd
testing — is more worthwhile the more vauable the employee’ s output.

Companies behaviour (as manifested in how and what they pay as wel as how they
recruit) is consgent with the belief that managerid and graduate recruits score high on this
count compared to other less highly pad workers. The latest CIPD survey of recruitment
practices reported that, for sdecting managers, 22 per cent of respondents made use of
assessment centres but only 2 per cent did so for the sdection of skilled manua workers.
Differences in the extent of psychometric test use across occupational groups were aso
pronounced: 39 per cent of organisations used ability/gptitude tests in the sdlection of
managers and 35 per cent utilised persondity tests, for skilled manuds the figures were 24
per cent usng ability/aptitude tests and only 7 per cent usng persondity questionnaires
(CIPD, 2000).

Weighing dl the evidence from the literature reviewed here, there is every reason to
suppose that, a the broad aggregate level, there has been asubgstantid incresse in test usage
in recent years and in the use of assessment centres. This means that test use is not confined
to a narrow group of companies, as might have been the case twenty years ago, and hence is
now more useful as an indicator of kill demands than in the past. However, test use is more

common amongs large firms than smdl firms and in nonmaenud raher than manud
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occupations. Condderable caution would therefore be needed in generdising results on the
demand for skills obtained from looking at test use to the economy as awhole.

4. What Kinds of Tests Are Being Used?

To be able to draw conclusons about the demand for skills and changes in that demand over
time, it is necessry to have lots of information about which tests are being used, what the
tests are measuring, and changes in the use of tests, and about new tests being brought onto
the market. At present, the amount of information on which tests are actudly used is very
limited. Since mogt tests used are commercidly developed, saes information is sengtive and
difficult to obtain a levels of detall which make such comparisons possble. Most published
urveys group tests together under generd headings  usudly cognitive, ability/gptitude,
persondity. This makes it impossble to tell exactly what traits or skills are being measured
a any given time, or whether there has been any generd trend towards or away from
particular content. One quite recent survey, ly Industrid Relations Services (IRS, 1997) does
provide more detall about specific tests in use, and the results from that survey are reported in
Table 8. The table reports instances where at least two organisations in the IRS sample stated
that they were using a particular test.

The data suggest that a few companies, especidly SHL Group, account for many of
the most popular tests used by British companies. Some further information on the sze of
companies in Table 9, shows that SHL is much the largest of the UK test companies,
followed by ASE, Oxford Psychologists Press and the Test Agency. The Appendix lists
testing products supplied by various companies.

Cognitive Tests

Underlying the use of cognitive tests is the view that mentd ability can be generalised across
a range of different jobs, s0 that if an individud is good a solving a certain kind of problem,
they are likely to be good a solving other types of problems. These tests may measure verba
and numerica reasoning, critical reasoning, or the ability to follow a series of logicd Seps a
an abdtract level.
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Tests of Specific Abilities

Many of the test companies offer ability tests which assess the specific tasks necessary in
paticular jobs. For example, there are tests for clerical jobs which assess verba and
numericad checking skills, comprenenson of office vocabulary, and the ability to plan and
organise.  Smilarly, there are tests for technicd jobs such as technica checking and fault-
finding, knowledge of dectronics, and the &bility to comprehend diagrams. Other job-
specific tests exist for call centre saff, computer programmers, saes staff, and managers.

Personality Tests

Underlying this group of tests is the idea that there are certain persondity traits which are
capable of being measured, and that these traits influence job performance and/or individuds
suitability for particular kinds of jobs. In assessing persondity, psychologists often refer to
the ‘big fiveé persondity trats extroverson, agreesbleness, conscientiousness, openness to
experience, and emotiona dability.  Many commercidly avalable tests sub-divide further
than these broad traits, perhaps having as many as 16 or 32 categories. Test publishers
supply tests which are gpplicable to genera business settings and dso more occupationaly-
specific persondity questionnaires, for example for customer contact/customer service, sdes

jobs, and manual/operative workers.

Testing for Literacy and Numeracy

A good number of the tests marketed by the test companies, as well as tests created by
companies for ther own use, are actudly tests of literacy/written English, numeracy and/or
mathematics. We know that employers often express dissatisfaction with the basc
educationd dandards of new recruits into their organisdions, athough the most vocd
complaints are usudly reserved for entrants below graduate/management level.

One response to this might be to screen gpplicants by testing them for literacy and
numeracy before job offers are made. For manua/non-management recruitment, CIPD data
indicate that the overdl scde of formd testing is lower than for managers/graduate
recruitment: but do show about a quarter of companies usng “ability/aptitude’ tests for
skilled manua recruitment.  We do not know how many of these are effectively literacy or
numeracy tests — nor do we know the equivaent figures for recruitment to higher grade jobs.
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QCA report informa evidence that employers are decreasingly willing to accept GCSEs as
evidence of adegquate atanment: while the Army’s unwillingness to rdy on Mathematics
GCSE has led to the development, by DERA, of a new mahematics test for technician
recruitment.

Some systematic evidence on use of tests of this kind is available in the United States.
American Management Association (AMA) surveys have shown that in 1999 about 34 per
cent of AMA members were testing a least some of their job applicants for literacy and 37
per cent for numeracy skills These are very high proportions, dthough it should be noted
that AMA members are drawn disproportionately from larger firms. Also, the figures seems
to have remained more or less condant during the 1990s. some form of badc sills (i.e.
literacy or maths) testing was used by 38 per cent of respondents n 1991, 44 per cent in
1993, and 39 per cent in 1999 (AMA, 2000).

For the UK it is unclear how widespread literacy and numeracy testing by employers
is. It could well be somewhat lower in the UK than in the US because, in spite of possible
employer doubts about educational standards, British employers have avalable, and make
use of, data from nationdly administered and standardised examinations. US employers have
no equivaent to our GCSE and ‘A’ levd (or Standard Grade and Highers) results. Only very
limited survey evidence is available in the UK. The IRS (1991, 1997) reported that 57 per
cent of respondents in 1991 and 50 per cent in 1996 clamed to be usng literacy and/or
numeracy tests as part of their sdection process. This suggests a high leve of literacy and
numeracy testing, dthough it does not give any indication of growth in use during the 1990s.
The recent study of recruitment practices in centra London (Spilsbury and Lane, 2000) found
that written tests were used for 4 per cent of the job vacancies surveyed and numeracy tests
for 2 per cent. As mentioned earlier, the methodology used in this sudy was different from
that of other surveys, and likely to produce lower figures on test 2. However, it is difficult
to know wha to make of such contradictory evidence in the absence of any data on this issue

from other surveys. Clearly, there isaneed for more research in this area.
The Costs of Using Tests
In the introduction to this paper it was suggested that an advantage of examining the demand

for sKills through the lens of psychometric test use, was that employers had to pay to use
psychometric tests and they therefore give a better indication of skill demands since
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employers were unlikely to waste money on measuring skills for which they had no need.
How much, then, doesit cost to use tests?

The sums involved in test use are quite substantid, according to a recent survey by
Incomes Data Services (IDS, 2000). Assuming that employers prefer to administer and
interpret the tests themsdves, rather than employing externa consultants, then the cods will
include initid traning in test use, dnce it is necessay to be qudified in order to use tedts
Further costs will include sart-up kits such as manuds or computer software, and
consumables such as question-and-answer booklets for test candidates. The mgor cost is
likely to be training. To use tedts, it is necessary to obtain certificates of competence issued
by the British Psychologica Society. The BPS Level A covers the use and interpretation of
ability tests, while BPS Level B covers the use and interpretation of persondity tests. Mogt
of the test companies provide courses leading to these qudifications. These courses generdly
take about five days for each of Level A and Level B. The codts per trainee of attending such
courses offered by seven UK test companies are reported in Table 10 (these figures are just
the fees for the course and exclude accommodation costs, if the course is resdentid, and any
costs to the employer incurred because the employee is away and attending a course). The
average cost per trainee is about £1,500 for Level A, and about £1,700 for Level B. So to
train, for example, five employees to be Level A and B certified test users would cost at least
£10,000 and possibly more than £20,000. It is possble to train some employees to be test
adminigrators, rather than test users, athough at least one person in the organisation must be
a qudified test user if the company is to be permitted to buy tests. Test adminigrators can
brief candidates prior to testing, and hand out and collect test papers, but cannot score tests,
except under supervison, nor interpret the results.  Training to become a test adminigtrator is
cheaper than becoming a test user, and a fee of perhaps £500 would be charged for a test
administrator course.  However, it is likely that larger companies would want to have severd
people qualified to test user sandard, as well as more employees qudified to administer the
tests.

Further training costs will be incurred if the employer wishes to utilise the products of
more than one company. Attending a training course to leved A or B sandard with test
company X only entitles the user to make use of test company X's products. If the employer
wishes to use company Y's products then they mugt attend a training course with company Y.
Genedly, there are subgtantial discounts and shorter courses available for those dready
qudified as a certified test user, but the fees will 4ill run to severd hundred pounds. In

addition, there is sometimes an annua licence fee to use some of the more popular products
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on the market, such as SHL's OPQ series.  The other codts involved in test use include gtart-
up kits and consumables. Many companies charge less than £200 for a start-up kit for a
particular test, dthough sart-up kits for test batteries from some of the larger companies cost
over £1,000. The cost of consumables such as additiond packs of questionnaires are usudly
low; £50 for a pack of ten tests would be typical (IDS, 2000).

There ae — then, a wide range of tets on the market desgned for different
occupationd groups. The tests cover vaious sills, aptitudes, abilities and attributes.  The
costs of ugng the tests are subgtantid, with the main dement being the cost of training to
become an accredited test user.

5. Why are Tests Used?

If psychometric tests are to be useful as indicators of ghifts in the demand for kills, then it is
important that organisations use of tests is linked to their wish to measure the sills of
prospective employees.  If tests are in use for other reasons, then this would undermine their
usefulness as indicators of skill demands. Do organisations in the UK make use of tests in
order to measure work force skills, or have they adopted tests for some other reason, or set of
reasons? Here we look at the rather limited evidence available on this question. There are a
few surveys which have asked organisations why they make use of tests, and there is a more
Speculaive literature dedling with change in test use over time. We teke each of these in
turn.

The surveys by Bevan and Fryatt (1988) and by Williams (1994) contan some
information about the reasons for test use by organisations and this is assembled in Table 11.
Note that the survey by Williams was of loca authorities in England and Waes while that of
Bevan and Fryatt was across arange of private sector organisations.*

These resuts suggest that the perceived objectivity of tests, their predictive abilities,
as well as thar ability to filter out unsuitable candidates were important reasons for test use
by companies and loca authorities. Some quite Smilar results were obtained in the IRS
(1997) survey and are shown in Table 12. The data show that companies believe the tests are
vaid messures of something useful, dthough it gives us no indght into what exactly the

* Of course, at |east some of the doubts raised about the validity of surveys of skill shortages in Section 2 may
also apply to surveys of testing. For example, how well-informed about test use is the person answering the
survey questions, and do they fully understand the meaning of psychometric testing?
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companies are, or think they are, measuring through the tests. It dso does not explain why
there have been such szesble changesin test use since the 1980s.

In what follows we divide the current literature on changes in tes use into those
which concentrate on changes in the labour market, and those which focus on other possible
reasons for changes in the use of tests or indeed changes in recruitment and sdection

practices more generdly.

Changesin the Labour Market

Alpin and Shackleton (1997) suggest that there have been severa key trends. Young labour
market entrants across the EU (and, indeed, North America and the Pacific Rim) now have
much higher educationd attainments than in the past, which means tha, at the top end of the
achievement range, forma qudifications do not provide as clear a sorting and discriminating
mechanism as in the past. This may lead employers to screen gpplicants for graduate podts
much more carefully. There is ds0 a dedining pool of young people in Europe which means
that employers need to target other groups of workers. mature workers, women returners and
others (who will not have recent forma qudifications, and so may need testing insteed).

These posshble explanations of risng test use relae to changes in the overal pool of
goplicants.  but other suggestions invoke changes in the skill mix required by business, and in
paticular the need to obtan increesng numbers of recruits with technicd or computing
Kills  The exigence of a pay premium for mahematics qudifications (implying a skill
shortage) has been documented by Dolton and Vignoles in particular (2000), usng NCDS
data. Smilarly, work by Green (1999) for the Skills Task Force indicated a clear wage
premium for jobs usng computing, which in turn were dosdy related to maths skills.  Alpin
and Shackleton argue that such trends have encouraged employers to devote more attention to
sdection methods and to test for literacy, numeracy and other attributes. In addition, it has
been clamed that there has been a growth in the demand for ‘soft’, or interpersond skills (see
National Skills Task Force, Second Report, 1999 for a discussion). This might persuade
firms of the need to test applicants systematicdly for certain persondity traits.

However, there is as yet no read evidence that trends in test e and in skill demands
are related. Alpin and Shackleton's article is a broad overview of trends in sdection which
does not provide detalled empiricd data and we have not located any research which
demondirates a clear link between any of these trends and changes in test use by UK private

companies. At present only anecdotad evidence is avalable. For example, the Army maths
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test referred to earlier was developed in pat as a response to increasing difficulty in usng
GCSE maths scores as a discriminator among gpplicants for technician training.  Changes in
armed forces sdection techniques tend to be both well documented over time and related to
reviews of <kill needs. A sudy of changes a the Admirdty’s assessment centre implied that
the changes were made in order to improve the identification of certan skills, notably
leedership potentid (Jones et al, 1991). More recently, additiond persondity tests were
introduced in an atempt to reduce levels of voluntary withdrawva from the Navy. DERA,
which develops and evauates recruitment tests for dl three services, has dtered the Army
recruitment batteries to focus more on aspects of trainability/potential  rather than just
verba/mathemeatica/scientific attainment.

In the absence of more general and systematic evidence on how firms sdection
decisons are actudly made, it is difficult to be sure how far the labour market is the key
factor — not least because one can make out a case, a priori, for quite different, opposng
effects arigng from the same gStuation. For example, there is some evidence that, in the early
1980s, recession in the UK was associated with an increase in the use of chegp and informad
methods of recruitment (Shackleton and Newdl, 1991). But unemployment leves were
agan higoricdly very high across much of Europe during the 1990s. One might expect this
(by making recruitment esser rather than more difficult) to have produced a corresponding
decline in test use® In fact, test use incressed. Alternatively, one might expect that test use
(and changes therein) would be related to labour market flexibility (rather than, or in addition
to, unemployment), and specificaly to the ease with which employers could shed “mistekes’.
In that case, expenditure on tests for recruitment would be higher in countries with high
labour costs and employment security and lower in countries such as the UK which had been
making their labour market increasingly flexible. No such pattern is gpparent.®

Equal Opportunities
In the US it is clear that test use is reated to factors other than smply the desire to hire the

most productive workforce.  In particular, equa opportunity legidaion means tha any
goparent  discriminatory  effects of hiring practices - mog commonly in terms of the

® However, high levels of unemployment could, in principle, also have atendency to increase test use. For
example, if more unemployment means more variability in applicants leading to firms using tests to sift
applicants more effectively.

% For discussion of European trendsin selection practices, see the papers by Newell and Shackleton (1994,
2000), Hodgkinson and Payne (1998), and Alpin and Shackleton (1997).
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proportions of different ethnic groups hired - leave employers open to prosecution and
damages unless they can demondrate that decisons are based on valid selection procedures
(which can indude formd tests). This has had a sgnificant effect on recruitment procedures,
dthough it is hard to quantify: in some cases, the effect has been a displacement of one test
by another, in others a net increase in forma test use, and in yet others a decrease.
Researchers in Audrdia and New Zedand (Dakin et al, 1994) have aso noted that a response
to legidative change requiring judifiable sdection practices has been an important factor in
explaning the growth of test use (dong with increased marketing activity by test companies,
and a growth in awareness d the potentia benefits of test use by business users). In the UK
it is less obvious that legidation has been a driving force behind the growth of test use in that
there have been very few court cases, and the reevant legidation is far less prescriptive about
acceptable practice (Gifford (ed.), 1989; Kleman and Faley, 1985). However, it seems at
least possble that some of the changes in recruitment practice that are documented are a

direct or a prudential response to legidative change.

The Business Environment and Business Strategy

Ancther very generd explandion is that the busness environment, and specificdly trends
towards globdisation, could be an important influence on recruitment and sdlection. Large
multinaionals may wel impose ther preferred human resource practices onto subsidiary
firms.  Increesng numbers of human resource managers may have been trained in
internationdly-oriented business schools, possbly in other parts of the European Union and
will then impart the lates HR techniques to the firms which they work for (Eleftheriou and
Robertson, 1999; EIRR, 2000). The increasing professondisation of the personnd function
might have a smilar impact. Boyle, Fullerton and Yapp (1993) speculated tha the rapid
growth of assessment centres could be explained, a least in pat, through the higher profile
given to the HR function, and greater awareness among HR professonds of dternatives to
traditiona practices. Others have been more sceptica about the extent to which HR theory
has fed through into practice (Scholarios and Lockyer, 1996).

Some research exigts rdating to practices in multinationad companies. A survey of the
Irish labour market in the mid-1990s found that US and EC-owned companies were much
more likely to use psychometric tests than Irish-owned companies (Gunnigle et al, 1994) One
recent sudy of a range of large international companies operating in Europe found a mixed
picture on this question (EIRR, 2000). Some companies, including BMW, PowerGen and
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IBM, possessed internationd Strategies for sdection and recruitment while other companies,
including GKN, Marconi and EIf Aquitaine were content to adopt more decentraised
gpproaches towards sdlection and recruitment.  On the other hand, an in-depth study which
looked specificdly a international companies operating in UK greenfidd dtes found no
evidence that foreign ownership had any impact on HR policy, practice and outcomes (Guest
and Hoque, 1996).

Severd authors have argued that the form of drategy adopted by the firm will have a

mgor impact on the recruitment and sdlection methods which it adopts. By implication,
changes in draegic direction, perhaps caused by underlying shifts in the busness
environment, will feed through into changes and adjustments in the firms recruitment and
selection methods.
Williams and Dobson (1997) suggest that the srategies followed by firms can be broadly
divided into three groups, with a central focus on dther innovation, quality enhancement or
cod reduction. Each of these drategies will have differing implications for the extent to
which people are crucid to the success of the busness and so will affect the kind of HRM
policies chosen. Williams and Dobson conjecture that as the business environment becomes
more competitive, with a switch towards continuous product innovation, then companies will
incressingly need to sdect for characteristics such as credtivity and the ability to function
well as part of innovative teams.

Arguing on sgmilar lines, Olian and Rynes (1984) use a standard typology of drategic
behaviour diginguishing three kinds of company drategy: defender, firms which cave out a
niche in narow, redivey dable markets, prospectors which concentrate on finding and
exploiting new product and market opportunities; and analysers which operate like defenders
in some markets, but in other markets watch competitors closdy in order to rapidly
implement new idess. Olian and Rynes then develop a number of speculative propositions
about the likdy recruitment and sdection behaviour of each type of firm. For example,
individuds with certain persondity traits such as independence and credtive thinking ability
might be more likdy to succeed in, say, prospector firms than defender firms. They dso
asart that effective defender organisations are likely to use sdection devices that assess
goplicants  future agptitudes and potential promotability.  Prospectors are more likely to rely
on techniques that emphasise the gpplicant's work history. They further State that defender
organisations are more likey to use forma dandardised screening devices than are other
organisationd types, while prospectors will rely more on informa exchanges between

gpplicants and organisational representatives.
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Johns (1993) develops a modd of change in sdection practices as a form of
organisationa innovation. He argues that change may well occur as a result of environmenta
threats or exogenous shocks to the organisation rather than because of “rationd” evauation
of sdection methods and their effectiveness.  For example, handwriting anays's (graphology)
was popular in some European companies (which is why it was included in the compardive
surveys described above) without there ever having been any empiricd evidence to support
its effectiveness as a salection technique.

Building on previous work in this fidd (much of it discussed above), Lockyer and
Scholarios (1999) and Campbell et al (2000) argue that the selection methods adopted by
firms depend on three broad types of influence: firdtly, the sdector (their training/experience,
power and influence relative to others in the organisation, access to networks of contacts); the
organisational context (the srategy and structure of the organisation, patterns of employment
and turnover, the size and resources of the organisation) and findly, the externd environment
(the loca labour market, sector-specific skills, the product market, as well as generd factors
such as employee legidation and the nationd culture). Using a combination of survey and
case study methods on a sample of Scottish firms they provide some empirica support for
this framework. For example, there was a rdationship between the adoption of more forma
sdection techniques and whether the sdector worked in personnd full-time or combined
personnel work with other functions. The date of the labour market had an impact on
recruitment practices. In some sectors tight labour supply enabled selectors to react to
incoming enquiries while in tight labour markets unsurprisngly, more active recruitment
drives were necessary. Remoteness of the local |abour market also had a significant effect for
some of the Scottish employers.

As for change in sdection procedures over time, a range of influences was found
including new employees bringing with them practices from ther previous employer, the
influence of outdde conaultants, the effects of re-organisaion and rationdisaion, and
redisation of the need for change. Because of this diverse range of influences, different
sdection procedures could be found even across firms of Imilar Sze in the same indudry.
Psychometric testing had sometimes been introduced by sdlectors themsdves and sometimes
had been recommended by outsde consultants. Edtablished traditions in some industries,
such as for work trids in hotels and congruction, and for assessment of quaity of work and
cient base in architecture, surveying and accountancy, may have made it less likdy that
psychometric tests would be used in these paticular indudtries (Lockyer and Scholarios,
1999).
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However, there are a number of serious problems with the business literature, and its
goproach to this question. Some of it is purey speculative. The work of Olian and Rynes
(1984), Williams and Dobson (1997), and Johns (1993) discussed above contains no
empiricd work in support of their theoretical propostions a dl. Secondly, much of this
literature, is concerned with recruitment and sdection practices generdly, raher than
congdering psychometric testing as such, and it is not readily gpparent how much of it can be
goplied to the use of tesdts. In addition, we need to distinguish between the methods by which
information on tests is disseminated and the underlying reasons for using tests. For instance,
an organisation may increese its use of tests following the ariva of a new director of Human
Resources, say, or a change in policy by its parent company, but there may ill be an
underlying rationde for the use of tests to explain why the new HR director, or the head
office of the parent company isin favour of increasing their use.

Ovedl, it seems that there is no clear consensus in the exidting literature with respect
to how companies choose or change their sdection methods. Equaly, perceptions (more or
less empiricaly based) regarding skill needs and changes in skill needs do play a pat. They
may do o directly, by triggering changes from one method to another by companies or public
sector organisations;, or indirectly, because test companies develop new products in response
to change. However, very little of the literature on sdection has looked directly at this

relationship and further new research and secondary andysis therefore seems desirable.

6. TheValidity of Tests

While the immediate causes of test use may include a variety of factors internd and externd
to the company, the adoption of forma tests for sdection rests on the belief that they provide
relidble and vaid information about a variety of relevant characteristics. Do the tests predict
job performance i.e. do those who score well in psychometric tests go on to do well in the
job? There is compelling evidence from the research literature that cognitive ability tests are
successful in predicting performance. There is a long history of investigation of this topic
amongst psychologists and a great deal of evidence had accumulated on the predictive power
of measures of generd intdligence, for example in Ghisdli’'s (1966) wedl-known study.
However, until about twenty-five or thirty years ago there was an apparent tendency for
different measures to vary enormoudy in ther predictive power, implying that the vdidity of

28



a given messure was highly sector and indeed firm specific.  This perception has now
changed due largely to the work of Schmidt and Hunter (1998) who conducted meta-andytic
dudies which demondrated the underlying consstency in this st of work. Schmidt and
Hunter showed that the gpparent variability was in fact largely the result of sampling error
(deriving from smdl sample dzes) dong with a number of other messurement artefacts.
Cognitive tests were confirmed as good predictors of performance across a very broad range
of jobs.

The predictive vdidity of persondity testing is more controversd. There has been a
good dedl of debate about whether personaity measures are vdid predictors, with some
commentators suggesting that reported corrdations in this fiedld could be of little vaue, or
even entirdly spurious (Blinkhorn and Johnson, 1990). Meta-andyss has given some support
to the use of persondity tests in recruitment and sdlection. Tett et al (1991) conducted a
meta-anaytic review of 494 dudies in this fidd, and found dgnificant correations between
persondity scaes and measures of job peformance.  Unlike the case of cognitive ability
measures, however, there is no unifying ‘g factor for persondity measures, so that careful
attention has to be paid to the relevant characteristics for each type of job. Indeed Teit et al
found that studies which were ‘confirmatory’ i.e. had clear prior hypotheses about the traits
likdy to be rdevant for particular occupations obtained much higher vdidities than Studies
which were ‘exploratory’ or data-driven. Studies that made use of job analyss so as to be
clear about which characteristics were required for the job adso obtained higher vdidities than
those which made no use of job analyss.

A mgor sub-set of the sdection literature is explicitly concerned with assessment
centres, and especidly the ability of assessment centres to measure management ‘potential’
and predict later success. Assessment centres typicdly collect a large amount of information
about people, using a wide \ariety of smulations, tests, etc, and therefore make forma muilti-
vaiate andyds a posshility. However, it is dso generd practice for the people running the
centre to arive, after discusson among themseves, a an overdl ‘judgement’ or composte
score based on more informal aggregation.

The literature on assessment centres is dominated by US dudies, focusng in
particular on centres for managers such as those run by IBM, ATT, and Standard Qil.
However, there is adso published literature, most of it now rather old, usng longitudind deta
sets on the career success of individuas who had gone through the ‘Extended Interview’
goproach typicd of the civil service, police and amed forces in the UK (Angtey, 1977,

Gadner and Williams, 1973). Overdl ‘scores from the assessment centres are generdly
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quite drongly corrdlated with later success within the organisation, as measured by
promotion, sdlaries etc, and with peer and subordinate ratings of management performance.

On the other hand, assessment centres are a very expensive way of conducting the
selection process, and the cost-effectiveness of centres is unclear.  Critics of assessment
centres in the US argue drongly tha the increase in predictive vadidity obtained from centre
assessments compared to generd cognitive tests do not begin to justify the extra costs.

In addition, while the predictive vdidity of assessment centres is well-established, it is
not very clear why they are successful (Klimoski and Brickner, 1987). There is a posshility
that there could be an dement of ‘contamination’ or sdf-fulfilling prophesy here  the
predictive validity could occur because the scores from the assessment centre are used in

subsequent promotion decisons.

7. Conclusion

Our review of the literature provides drong confirmation that companies use of
psychologicd tests has been growing over time. Up to the mid-1980s surveys of test usage,
and indeed of recruitment and selection methods more generdly, were got to point to little
change. Snesth et al, reporting in 1976, concluded that there was no indication that test usage
had increased snce the 1960s or early 1970s, ‘and possbly test usage may even have
declined’.  Gill, writing in 1980 on management sdection, reported ‘a high degree of
satidfaction, a times bordering on complacency, with traditiond methods of recruitment and
sdection which, as the research indicates, have not changed in any sgnificant way in the past
10 years. Bevan and Fryatt (1988) noted that testing was not widely practised by UK
employers and that there was scope for greater penetration of tests. Employers were not
unaware of tests, but were unclear about what the tests could do or how useful they actudly
were.

Growth in test use seems to have taken off a some point in the 1980s. By the late
1980s and early 1990s, researchers were beginning to discern substantia shifts in companies
sdection techniques.  Shackleton and Newdl (1991), comparing their survey results with
those of Mabey five years previoudy, reported what they felt was an encouraging trend
towards higher proportions of companies making use of more reliable and vaid methods of
sdection.  Since then surveys have continued to suggest that more organisations have adopted
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psychologicd tegting. In the main, it is large organisations which have chosen to use tests.
Psychometric testing is not unknown in smdler organisations, but they tend to be deterred by
the codts of the tests and the low numbers of vacancies which they have.

There are now a wide range of tests on the market, and new products are being
introduced al the time. These may be completdy new products, or up-dates of wdll-
established tests. Some tests measure broad skills while others are more narrowly focused on
particular occupations, whether managerid, technicd, or manual. There are tests of cognitive
ability, literacy and numeracy <kills, as well as persondity questionnaires desgned to assess
softer, people-oriented competencies.

The codts of tests are quite substantid, and suggest that employers which use them are
likely to be drawing on them for a clear purpose, rather than just responding to some passing
management fad. The rather limited survey evidence available on why tests are used does
show that prediction of job performance is an important factor, as well as the perceived
objectivity of the tests.

Becaue most surveys ae rddivdy amdl-scale, and only make very broad
diginctions between different kinds of tests (typicdly aptitude and &bility, persondity), we
know very little about which tests are most widdly used, or about the detalls of which new
tests have become available recently and proved successful. But it is this kind of detall which
is necessary if we are to make sensible inferences about changing patterns of skill demand.

There is plenty of evidence of the vdidity of tests and assessment centress. Work in
this area has been dominated by studies of US origin usng US daasets and it would be
vauable if more vdidation dudies were avalable which used datasets from European and
other non-American countries. However, the evidence available does point quite strongly to
the concluson that psychometric tests are able to make vadid predictions about job
performance, across a broad range of different jobs.

Ovedl, the implications of this review of the literature are that information about
psychometric tests has the potentidd to make a useful contribution to our knowledge of the
demand for <kills It has some disadvantages compared to skill surveys. It is less
representative of the economy as a whole because tests are not used by dl firms or for dl
types of vacancies. For example, andl firms ae under-represented amongst those
organisations which make use of tests. The principd advantage of studying psychometric test
use is that it may be able to provide redidic indications of the demand for kills among test
users because employers are having to pay Szesble amounts of money in order to use the

teds. The man problems a the moment are the lack of previous work in the fild and the
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absence of detailed data on psychometric testing practices. In particular, there is dmost no
evidence of the specific kills which employers are aming to assess when they make use of
psychometric tests and hence we cannot as yet make inferences from test use asto which
skillsarein demand. Much further research and data-collection is needed.
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Tablel: Vacancies, Hard-to-Fill Vacancies and Skill Shortage Vacancies,

by Occupational Group
Vacancies Hard tofill SKill Shortage
vacancies Vacancies
Managers & Admin 7 5 7
Professonds 6 5 8
Associate Professonals & Technical 11 12 17
Clerical & Secretaria 16 9 9
Craft & Related 8 14 22
Personal & Protective Service 15 17 11
Sdes 19 16 13
Production & Process Operatives 11 13 9
Other 7 7 3
TOTAL 100 100 100

Source: Nationd Skills Task Force, Employers Skill Survey, Statistical Report, 2000,

pp. 35-9.
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Table2: A Summary of Surveysof Test Usein Recruitment and Selection

Author(s) Focus Method Sample Size of Main results
Response
(Response
rate)
Sneath et al Test Usage Postal 495 organisations N=281 69 per cent sometimes used tests for selection. However, thiswas
(1976) questionnaire from Dun & (57 per cent) mainly clerical tests; only 26 per cent used tests at least some of the
Bradstreet Directory time in management selection; use of cognitive and personality tests
1975 below 10 per cent.
Gill (1980) Management Postal 1,200 companies N=335 Intelligence tests were used between 7-10 per cent depending on type
selection questionnaire drawn mainly from (28 per cent) of vacancy; aptitude tests 5-15 per cent; personality tests by 4-9 per
Dun & Bradstreet cent
business directory.
Robertson and M anagement Postal 304 organisations N =108 36 per cent of respondents used personality tests at least some of the
Makin (1986) selection questionnaire fromthe Times 1000, | (36 per cent) time; 29 per cent used cognitive tests.
1983.
Bevan and Employee selection | Postal 750 organisations N =320 16 per cent used cognitive testsfor at |east some vacancies; 22 per
Fryatt (1988) questionnaire from a national (43 per cent) cent used personality tests.
business directory
Mabey (1989) Test Usage Telephonesurvey, | 973large N =300 66 per cent of respondents were using cognitive tests and 47 per cent
1988 organisationsfrom (31 per cent) were using personality tests.
Dun & Bradstreet
business directory
Shackleton and | Management Postal 120 organisations N=73 64 per cent of respondents used personality tests; 70 per cent used
Newell (1991) selection questionnaire fromthe Times 1000, | (61 per cent) cognitive tests.
1988
IRS (1991) Selection methods Postal 800 employers who N=173 Personality tests were used by 58 per cent of employers who
questionnaire were IRS subscribers | (22 per cent) responded, ability and aptitude tests were used by 48 per cent.
Mabey (1992) Test Usage Telephone (@) earliersampleof | (8 N=200 56 per cent of respondents were using personality questionnairesin
surveysin (a) 973 (b) N=361 1990 and 57 per cent in 1991; 68 per cent tests of aptitude, ability or
1990 organisations genera intelligence in the 1990 survey, 63 per cent in 1991.
(b) 1991 (b) 1,162
organisations
from Dun &
Bradstreet
database




10 | Williams(1994) | Test Usage Postal All local authorities (@ N=191 51 per cent of responding local authorities were using some form of
questionnaires (a) | in England and Wales (43 per test in 1991, compared to 39 per cent in 1989 and 42 per centin
1986 (b) 1989 (¢) cent); 1986.
1991 (b) N=289
(64.5 per
cent
(c) N=276
(61 per
cent)
11 | Baker and Ethics of test use Postal National sample of N=217 47 per cent of respondents were using occupational tests.
Cooper (1995) questionnaire 1,200 organisations (18 per cent)
employing more than
200 people
12 | Batrametd Selection of young | Face-to-face Approachesto 1420 N =307 15 per cent used aptitude/ability tests, 4 per cent used personality
(1995) people by small interviews businesses employing | (22 per cent) guestionnaires, 18 per cent used literacy or numeracy tests.
firms 25 or less people
13 | Hodgkinson and | Graduate selection Postal 400 organisations N=176 78 per cent of respondents were using ability tests for graduate
Payne (1998) questionnaire drawn from an (44 per cent) selection; 61 per cent were using personality tests.
employers’ directory,
1993
14 | Campbell, Selection methods Postal 3,600 firms drawn N =848 17 per cent of respondents were using personality tests, 13 per cent
Lockyer and of Scottish questionnaire from Scottish (24 per cent) were using psychological tests of ability, 13 per cent were using tests
Scholarios companies Chambers of of interest/motivation.
(1997) Commerce Quarterly
Business Survey
(June 1994)
15 | IRS(1997) Employee selection | Postal A sample of IRS N =157 76 per cent of respondents used ability/aptitude tests, 61 per cent
questionnaire subscribers, sample (na) used personality tests.
size not specified
16 | CIPD (2000) Employee selection | Telephone A sample of firms N =262 54 per cent of respondents were using aptitude and ability testsin
interviews employing 50 + selection; 36 per cent were using personality tests.
employees, sample
size not specified
17 | Spilsbury and Recruitment and Telephone Unspecified sample N =2,000 4 per cent of respondents used psychometric tests; 5 per cent used
Lane (2000) selection in central interviews of employers drawn (na) technical tests; 4 per cent written tests, 3 per cent word

London

from newspaper job
advertisements

processing/typing tests, 2 per cent numeracy tests.
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Table 3: Useof Psychological Tests by British Companies, 1984 and 1989.

Persondlity Tests Cognitive Tests

1984 1989 1984 1989
Never 64.4 35.6 70.8 30.1
Lessthan half 23.8 274 19.8 28.8
About half 3.0 151 31 16.5
More than hdf 5.0 123 1.0 12.3
Always 4.0 9.6 5.2 12.3

Sources. Robertson and Makin (1986); Shackleton and Newell (1991).

Table4: Proportions Using Various Selection Methodsin Two IRS Surveys

Percentage using 1991 1996
Persondity tests 58 61
Ability/aptitude tests 48 76
Literacy/numeracy tests 57 50
Assessment centres 30 45
N 173 157

Source: IRS, 1991 and 1997.
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Table5. Sdection Methods Used: 1999 and 2000

Sdection method 1999 2000
% %
Interviewing 100 99.6
Application forms 82.1 80.9
CVs 77.6 74
Covering letter 58.2 63.4
Ability/aptitude test 60.8 54.2
Personality questionnaires 42.5 36.3
Assessment centres 30.2 26
Teephone screening 18.3 17.6
Biodata 4.1 6.9
Graphology 1.1 19

Source: CIPD (2000).
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Table 6. Surveysof the Use of Assessment Centres

Author Focus Definition of AC Method Sample Response Main Results
1 Gill, Ungerson and Thakur Performance appraisal * Simultaneous assessment of Postal questionnaire | 649 organisations N =360 4.7 per cent of companies which
(2973) several individuals by a group drawn from Times (55 per cent) responded were using assessment
of trained evaluators using a 1,000 and Dun & centres
variety of group and individual Bradstreet business
EXErcises . directory
2 Gill (1980) Management selection ‘Group selection methods: Postal questionnaire | 1,200 companies N =335 3to5 per cent of respondents were
Simultaneous assessment of drawn mainly from | (28 per cent) using group selection methods
several individuals by a group Dun & Bradstreet according to the type of vacancy.
of trained evaluators using a business directory. Most widely used for graduate
variety of selection methods'. recruitment.
3 Bridges (1984) Use of ACs Not defined Postal questionnaire | 600 companies N =207 19 per cent of respondents were using
drawn from the FT | (35 per cent) assessment centres.
1000 list.
4 Robertson and Makin (1986) Management selection Use of any AC type exercise Postal questionnaire | 304 organisations N =108 21 per cent were using assessment
from the Times (36 per cent) centre exercises.
1000, 1983.
5 Shackleton and Newell (1991) Management selection AC type exercises Postal questionnaire | 120 organisations N=73 59 per cent of respondents were using
from the Times (61 per cent) assessment centres for at least some
1000, 1988 managerial vacancies.
6 Boyle et a (1993) Use of ACs From Task Forceon AC Postal questionnaire | 2,528 organisations | N =907 AC usage reported by 45.5 per cent of
Guidelines with over 1,000 (36 per cent) respondents.
employees from
Personnel
Manager's
Y earbook
7 Keenan (1995) Graduate selection Not stated Postal questionnaire | 1,500 organisations | N =536 44 per cent of respondents were using
drawn from a (36 per cent) ACs.
graduate
recruitment guide
8 Hodgkinson and Payne (1998) Graduate selection Not stated Postal questionnaire | 400 organisations N =176 43 per cent were using ACs at least
drawn from an (44 per cent) sometimes.
employers’
directory, 1993
9 IRS (1997) Employee selection Not stated Postal questionnaire | A sampleof IRS N =157 45 per cent AC usage.
subscribers, sample | (na)
size not specified
10 | CIPD (2000) Employee selection Not stated Telephone A sample of firms N = 262 30 per cent were using assessment
interviews employing 50 + centres in the 1999 survey; 26 per

employees, sample
size not specified

cent in the 2000 survey.
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Table7: Length of Use of Assessment Centresin a 1993 survey

Yearsusng ACs Totd (%) Sector (%)
Private Public
N =376 N =275 N =99
Lessthan 2 14.4 124 19.2
2upto4 335 28.0 495
4upto 10 36.2 41.5 22.2
10 or more 16.0 18.2 9.1

Source: Boyleet al (1993).
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Table8: Tests Commonly used by Employers

Name of Test No of Employers
Test Publisher Usng
Persondity
Occupationa Persondity Questionnaire (OPQ) 25
SHL Group
16 Persondity Factor Questionnaire (16PF) ASE 18
Persona Profile Andlysis (PPA) 9
Belbin 3
Fundamentd Interpersona Relations Orientation — Oxford Psychologists 2
Behaviour — (FIRO-B) Press
Myers-Briggs Type Indicator (MBTI) Oxford Psychologists 2
Press
Perception and Preference Inventory (PAP!) 2
Aptitude
Management and Graduate Item Bank (MGIB) SHL Group 10
Critical Reasoning Test Battery (CRTB) Psytech and SHL 8
Group
Personndl Test Battery (PTB) SHL Group 8
Graduate and Manageria Assessment (GMA) ASE 5
Technica Test Battery SHL Group 5
Advanced Managerid Tests (AMT) SHL Group 4
Watson Glaser Criticd Thinking Appraisa 4
Automated Office Battery SHL Group 3
Generd Ability Test ASE 3
Information Technology Test Series SHL Group 3
Applied Technology Test Series SHL Group 2
Modern Occupationd Skills Test (MOST) ASE 2
AH4 ASE 2
AH6 ASE 2

Source: IRS, 1997; details of test publishers from IDS, 2000. These results indicate whether two or
more organisations in the sample were using a particular test.
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Table9: Information on Psychological Testing Companies

Company Date Founded | Number of Full- Number of chartered Turnover Number of

time Staff psychologists among full- Corporate
time Staff Clients

ASE 1981 140* 8

Business Minds 1995 9 9 Over 100

Criterion Partnership 1991 7 4

Development Strategy and Assessment 1989

Knight Chgpman Psychologica 1988 3 1 200

The Morrisby Organisation 1967 20 Approx £2 60

million

Oxford Psychologists Press 70 20 Over 1,000

Psytech Internationa 1990 7 5 Over 150

SHL Group 1977 300 60 £65 million 2,500

worldwide
Sdby Millsmith 1985 15 10 Over 100
The Test Agency 1970 20 4 Over 500

Source: IDS, Psychological Tests (2000)

* ASE isthe occupationd psychology wing of NFER-Nelson. The employment figures are for NFER Nelson.

41




Table 10: Financial Costsper Trainee of Trainingtobea

Psychometric Test User

Company Levd A Levd B
£ £
1,750 1,900
A
B 995 1,195
C 1,400 1,400
D 950 950
E 1,700 2,050
F 2,145 2,445
G 1,450 1,850

Source: IDS (2000).
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Table11l: Reasonsfor Test Usein Two Surveys (per centages)

Persondity Tests Cognitive Tedts
Reason
Bevan and Williams Bevan and Williams
Fryatt (1994) Fryatt (1994)
(1988) (1988)
Predicts subsequent job 24 55 40 66
performance
Predicts work group 58 81 35 3
compatibility
Tradition: have dways 3 4 2 3
used them
Cost-effective 12 36 9 41
Filters out unsuitable 42 45 37 54
candidates
Objective and unbiased 24 69 47 72
Speed and ease of use 9 38 5 49
N 43 128 59 90
Table 12: Reasonsfor Using Selection Tests
Reason % citing asareason | %dting astheman
reason
To predict job performance 76.1 39.4
To provide additiond information 735 27.9
before interview
To assess ahility of candidates to “fit 67.3 25.0
in” to organisationd culture
To screen people for emotiond stability 20.4 1.0
Other reason 124 6.7
N 113 104

Source: IRS (1997).
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Appendix:
Psychometric Test Products of the Main UK Test Publishers

This lig of commecidly avalable tests has been drawn from the Incomes Data Services
report on psychologica tests (IDS, 2000). Brief descriptions of some of the more widey-
used tests are included.

ASE

This company provides arange of ability and gptitude tedts,

Generd Ability Tests 2

Modern Occupational Test Series
Graduate and Managerid Assessment
First Graduate Assessment

Skillscape

Criticd Reasoning Tests

ACER tests

New Technology Tests

Computer Programmer Ability Baitery
The AH Seriesof Tedts

Their persondity products include:

16PF — the Sixteen Persondlity Factor Questionnaire

The fifth edition was launched in 1994. The questionnaire is desgned for professond and
technicd daff, as wel as sdes daff and graduates. The 16 persondity factors are warmth,
reesoning, emotional gability, dominance, socid boldness, liveiness, role consciousness,
sengtivity, vigilance, abgractedness, privateness, gpprehenson, openness to change, <df-
reliance, pefectionism and tendon. Norms are avalable for the British population in



generd, maes and femaes, manuad and non-manua occupeations.

items and takes 45 minutes to complete,

PIN-POINT
Globd Gordon's Persond Profile Inventory
Emotiond Intelligence Questionnaire

BusinessMinds UK Ltd

Persondity assessment products offered by this company are:

PSY GNA Persondity Questionnaire

Management Style Indicator

Criterion Partnership

Ability and Aptitude testsinclude:

The Utopia Series

Criterion Workforce Series

Business Adminidtration Series

For persondlity testing they offer

Criterion Attribute Library

Development Strategy and Assessment

This company provides personality assessment products:

PRISM

Team Preferences Questionnaire
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Knight Chapman Psychological

Their range of gptitude and ability testsincludes

Short Numerica Test
Graduate and Management Problem Solving Series
Advanced Problem Solving Tests

For persondity testing, they have:

Managerid and Professiona Profiler
Customer Service Inventory
Roberts Persondity and Motivation Questionnaire

TheMorrisby Organisation

For gptitude and ability testing this company has the following products
Compound Series Test

Generd Ability Tests

Shapes Test

Mechanica Ability Test

Office Skills Profile

Oxford Psychologists Press

The Able Series

This was firgt published in 1996, and consgs of tests combining work smulation exercises
and psychometric testing. They am to rae to candidates skills and &hilities in a working
environment and asess the potential to learn tasks, to quickly become successful in a job,
and to adapt to changes in the working environment. The eeven tests in the series comprise
busness decison andyss, commercid reasoning, fault identification, criticadl busness

planning, criticad information andyss legd interpretation, financid gppraisa, product
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ingoection, performance programming, vetting applications and helpline.  The tedts teke
between 30 and 45 minutes to complete.

Raven’ s Progressive Matrices

Thisisavery old tes, first developed in 1938. Itisatest of generd cognitive ability, and
congsts of a series of progressvely more difficult problems. It isameasure of genera
ability.

Degtiny Series
Critical Reasoning Skills Series

For personality assessment, they have

Myers-Briggs Type Indicator

Thistest wasfirst released in the UK market in 1991/2 and revised in 1998. It isbased on
Jdung’ stheory of personality with an individud’s preferences categorised on four separate
dimensions dlowing the identification of 16 different ‘types. Thetest isnot timed but
usudly takes 20 to 30 minutes to complete.

Cdifornia Psychologica Inventory

Fundamentd Interpersona Relations Orientation - Behaviour (FIRO- B)

Innovation Potentid Indicator

Psytech International
Thiscompany’s products include

Graduate Reasoning Tests
Generd Reasoning Tests
Criticad Reasoning Test Battery
Technica Test Battery

Clericd Test Battery
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For personality assessment they provide

15FQ

Occupationd Persondity Profile
Jung Type Indicator

16PF indugtrid

Vaues and Motives Inventory

SHL Group

Among SHL’ s tests for measuring ability are the following.

Advanced Management Tests (AMT)

Four tests for middle/senior managers, professionals and graduates. Thesetedtsare a a
higher levd of difficulty than the MGIB (listed below).

Management and Graduate Item Bank (MGIB)

MGIB congsts of tests which assess critica reasoning abilities at graduate or middie to senior
management level. Eight versons are avallable, four verba and four numerical tests. The
verba tests take 25 minutes and the numerical tests 35 minutes to complete.

Critical Reasoning Test Battery (CRTB)

CRTB comprises tests of reasoning skills at administrative, supervisory and junior
management level.

Information Technology Test Series

Customer Contact Aptitude Series (CCAYS)

CCAS consgts of aptitude tests aimed at sales and customer service staff and ng verba
and numerica reasoning sKkills.

Personnel Test Battery

Automated Office Battery

The Automated Office Battery (AOB) includes anumericad estimation test which assesses the
ability to estimate the correct answer to a caculation; computer checking test which measures
the ability to check machine input againgt the resulting output; another test assesses the

ability to comprehend written ingtructions when aform of coded languageisused. The
battery aims to indicate whether a candidate has the skills necessary to work in an automated

office environment.
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Technical Tedt Battery

The Technica Test Battery is designed to select for arange of technical occupations.
Specific testsinclude atest of verba comprehension of vocabulary from atechnica
environment; numerica computation; numerical reasoning; spatial recognition of shapesin
two dimensions, mechanica comprehension, covering basic mechanicd principles and
goplication to levers, pulleys etc; technica understanding, testing based on written passages
from technical literature; and fault diagnosis.

Applied Technology Series

Work Skills Series Transport

Work Skills Series Manua Dexterity

SHL dso produces arange of persondity assessment products including:

OPQ 32

OPQ32 isthe latest verson of the Occupationa Personaity Questionnaire, launched in April
1999. The OPQ32 assesses personality using 32 characteristics which are grouped under
three main headings: relationships with people; thinking styles; fedings and emotions.
‘Relationships with peopl€’ is sub-divided into influence, sociability and empathy. Thinking
dylesis broken down into andlysis, creativity and change, and structure. Fedlings and
emotionsis lit into emotion and dynamism. There are further sub-divisons within each of
the categories.

OPQ32 isavalable in ipsative format and in normative format. The ipsative format
(OPQ32I) consists of 100 blocks of 4 statements, and the respondent is asked to state which
of each sat of satementsis most and least true of them. This takes about 45 minutes to
complete. The normative version (OPQ32N) gives alist of statements and asks respondents

OPQ32 ispart of afamily of tests: othersin the seriesinclude the customer contact styles
guestionnaire, Work Styles Questionnaire, Images and Factor Models.

OPQ Factor 4.2 and 5.2

Customer Contact Styles Questionnaire

Work Styles Questionnaire

Images 1
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The Test Agency

This companies ability and aptitude testsinclude:
Call Centre Battery

Electricd and Electronics Test

Employee Attitude Survey

English Language Understanding Test

IPI Aptitude Series

MD5 Mentd Ability Test

Organising Skills Battery/Office Systems Battery
Power and Performance Measures

Fine Dexterity Test

Pegboard

Thelr persondity assessment testsinclude

Manchester Persondity Questionnaire
NEO PIR

PASAT 2000

This questionnaire assesses whether individuas have a‘ sales persordlity’. It has eight main
scdes socid adjustment, motivationd adjustment, adaptability, conscientiousness, socid
control, emationa sability, and sdlf-assurance. In total, there are 153 items and it takes some

25 minutes to complete,
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