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This may be the common view of ‘psychologists’ – but in fact psychologists 
engage with their clients as equals, collect information before making a 
formulation of the issues and make constructive suggestions for improvement.  
Industrial and organisational psychologists work with individuals at work and the 
organisations they work in.  They aim to help both improve their effectiveness.
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What are psychometrics?
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5FM Personality Model
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The Five Factor Model (or Big 5) is the most recognised taxonomy of personality, 
particularly in terms of relevance to work performance.  Conscientiousness 
associated with dependability, achievement striving and planfulness.  Agreeable 
with cooperation, trustfulness, compliance and affability.  Neuroticism can be 
considered as emotional instability, and is characterised by anxiety, hostility, 
depression and personal insecurity.  Openness to experience with intellectance 
(vs. intelligence), creativity, unconventionality and broad-mindedness.  
Extraversion with sociability, dominance, ambition, positive emotionality and 
excitement seeking.  Across a wide range of jobs Conscientiousness is a valid 
predictor of performance.  There is some evidence of Emotional stability 
predicting performance, but the relationship to specific jobs is less consistent.  
Agreeableness seems associated with success in team and service-delivery jobs.  
Openness to experience is associated to some extent with effective leadership.  
Extraversion is related to effectiveness in social jobs such as sales and 
management.

Barrick, M. R., Mount, M. K. and Judge, T. A. (2001) Personality and 
Performance at the beginning of the New Millennium: What do we know and 
where do we go next?  International Journal of Selection and Assessment, 9, 9-23.



Gr8 8 Work Competency Model
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The ‘great eight’ factors combine the ‘Big 5’ personality factors (previous slide), 
IQ or general reasoning ability, and two (motivational) factors relating to need for 
achievement (nAch) and need for power or control.  The way these are supposed 
to be demonstrated at work: IQ – analysing and interpreting; Conscientiousness –
organising and executing; Agreeableness – supporting and cooperating; 
Neuroticism – in terms of emotional stability – adapting and coping; Openness –
creating and conceptualising; Extraversion – interacting and presenting; Need for 
Achievement – enterprising and performing; Need for power – leading and 
deciding.

Kurz, R. and Bartram, D. (2002) Competency and individual performance: 
Modelling the world of work.  In Robertson, I. T., Callinan, M. and Bartram, D.  
(Eds) Organizational Effectiveness: The Role of Psychology, John Wiley and 
Sons Ltd.



From test results to performance: is the 
promise fulfilled?
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The assumption of assessing people is that tests of abilities or traits (such as IQ or 
Conscientiousness) will predict on-the-job performance.  There are different ways 
of looking at performance, this five-dimensional view is related to but a 
simplification of common taxonomies (e.g., Viswesvaran, C., Ones, D. S., and 
Schmidt, F. L. (1996) Comparative analysis of the reliability of job performance 
ratings.  Journal of Applied Psychology, 81, 557-574).  It does not include work 
areas such as leadership or ‘citizenship’ or ‘ contextual’ behaviour.
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0 0.1 0.2 0.3 0.4 0.5 0.6

Great 8 and job performance

Weight and height

Viagra and improved performance

Nicotine patch and smoking abstinence

Movie rating and box office success

Media violence and aggression

Aspirin, reduced risk heart attack

The ‘size of the effect’ seems small when considering the potential explanatory 
power of tests.  But we make decisions in many areas of life on such small effects 
– because they are better than chance.  This comparison is borrowed from Tan 
Suue Chien – Asia-Pac Manager of SHL (November 2004 presentation).

These ‘effects’ (and those in later slides) are expressed in terms of correlations.  
These range from -1.00 (perfect reverse relationship through 0.00 (no 
relationship) to +1.00 (perfect positive relationship).  A useful correlation between 
a test and performance is usually greater than .30.  Typically these ‘validity’
correlations do not go above .70.  This is because work performance can never be 
entirely determined by the behaviour of the individual.  Every person has to work 
with other people, in work systems, and is supported (or not) by their supervisor.  
That means that ‘situational’ factors also contribute to performance.



' �� � � � � � � � � ) ) � 	 � � � � 
 � � 	 � 
 � �� � � �	 �

� � � � �� � � � �� �
 � � � � 	 � 
 
 � " ##$

� � � �� �� � � � 	 
� � � 
� � � � � � �

This is a view of such effect sizes for different selection tools, including tests 
(expressed as correlations – between test and either training results or job 
performance).  This is part of a figure in Robertson, I. T., and Smith, M. (2001). 
Personnel Selection, Journal of Occupational and Organisational Psychology, 74, 
441-471).  

This part of Figure 1 (p 443) shows the more important ‘predictors’ .  Clearly a 
combination of cognitive ability with ‘ integrity’ (a mix of Conscientiousness,
Emotional stability and Agreeableness); or with structured interviews, or with a 
work sample (e.g., asking the candidate to demonstrate part of the job) provides 
the most effective approach to predicting job performance (overall).  Not shown 
are the less effective approaches (Biodata = .35, Conscientiousness alone = .31, 
References = .26, Years job experience = .18, Years education = .10, Interests = 
.10, Graphology = .02, Age = -.01).
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Job Complexity (1 = High Complexity)
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The value of cognitive ability is a function of the ‘mental load’ of the job.  The 
more complex (and difficult to learn) the job, the more important is IQ (Schmidt, 
F. L.; Hunter, J. (2004) General Mental Ability in the World of Work: 
Occupational Attainment and Job Performance. Journal of Personality & Social 
Psychology. 86(1):162-173.) 
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Clearly the ‘predictors’ of performance depend on what ‘performance’ is required 
in the ‘ job’ .  The personality traits that seem to distinguish visual artists are not 
those that seem to help effectiveness in other jobs. The ‘d-scores’ here are 
measures of the extent of difference (‘effect sizes’ ) between the samples – around 
.50 indicates moderate differences. Burch, G. S., Pavelis, C., Helmsley, D. R. and 
Corr, J.  (2005). Schizotypy and creativity in visual artists,  British Journal of 
Psychology, in press.
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People increasingly work in teams – whether short-term (projects or briefs) or 
long term.  Team effectiveness is related to these 4 dimensions. Safety – is 
participation in sharing ideas and decision-making encouraged?  To what extent is 
innovation supported?  Shared objectives, agreed measures ensure that all feel 
they can do more in the group than alone.  Striving for excellence in outputs, and 
making improvements to achieve this.

The TSI (Burch, G. S. and Anderson, N (2004) Measuring person-team fit: 
Development and validation of the team selection inventory, Journal of 
Managerial Psychology, 19 (4), 406-426) was developed from the Team Climate 
Inventory, has good reliability and (construct) validity and has the potential to 
match preferred team working style to the actual team style.  This is a measure of 
team working style, rather than team-related behaviour or team role, so reducing 
the risk of selecting ‘ team clones’ .
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‘Useful’ hierarchy from Robertson and Smith, 2001 (from more to less valid); The 
‘Used in NZ’ from Taylor, Keelty & McDonnell (2002 – NZ J of Psychology, 31 
(1) 8-18) ‘Mgmt positions’ covering 100 large (200+ staff) orgs (and 30 recruiters 
– more likely to use P’y tests).  

What is reported to be used in NZ: IVs – presumably some structured – 100%, 
Refs – 97%, CV 93%, CA – 47%, P’y – 46%, App’n – 31%, ‘Other’ –
medical/drug, value orientation, int perf info, audio, written IV, perf revs, samples 
past perf, credit checks
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Look before you leap!  It’s easy to make a bad hire.  And it is usually expensive 
and stressful.  Research by SHL indicates a 300% difference in productivity 
between good and bad performers (November 2004 presentation).  Effective 
selection approaches, often including tests can reduce such risks.  



Does job analysis indicate the test is 
relevant?
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Job analysis is a systematic and objective approach to identifying the important 
parts of the job (or the competencies of the person who will do the job well).  
From this approach we can confidently identify the Knowledge, Skills, Abilities 
and Other personal qualities (KSAOs) required for success.  We can develop tests 
of Knowledge and Skills, but usually we use tests of Abilities and Traits (such as 
tapping into the ‘great eight’ dimensions) – because these measure ‘hard to train’
capabilities (and they are often more cost-effective to use than more specific skill 
and knowledge tests).
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Ask to see the ‘Technical Reports’ – as a minimum they must report reliabilities, 
validities – including the relationship between the scale results and the job-
performance of people like your employees, description of the ‘norm’ group – the 
group that candidates are compared with (again – is this group comparable to the 
candidates you get for jobs?).  It is increasingly common to see information on the 
test results of people from different gender or cultural backgrounds – so you can 
see if these people are going to be disadvantaged or ‘adversely impacted’ by test 
results.
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Myers Briggs Type Indicator: useful for self-insight, career evaluation, 
relationship-development, team-building.

The MBTI is ‘an extremely reliable personality questionnaire. On average, 75%
who take the MBTI report the same result on retake. For those with clear 
preference results, this can go up to 95%’(Peter Geyer -
http://www.personalitypathways.com/MBTI_geyer.html).  It measures ‘ innate 
preferences for either’ : 

Extraversion or  Introversion i.e. whether people gained their personal energy 
from the outer world of people, things and action, or the inner world of thoughts, 
ideas and concepts. As an example, people preferring Extraversion tend to enjoy 
being with large groups of people and prefer to act rather than reflect.
Sensing or  Intuition i.e. whether people pay attention to their 5 senses, seeing the
world as it is, from the standpoint of facts, or whether they are more interested in 
interpreting or applying meaning to what they see before them.  As an example, 
people preferring Sensing can be seen as practical and down to earth, while people 
preferring Intuition can be seen as visionaries or idealists, more interested in the 
future, or some timeless principle.
Thinking or  Feeling i.e. whether a person prefers to make decisions based on an 
objective non-personal assessment, or based on subjective personal values. Both 
these processes are considered rational i.e. there©s an order to either process.
Judgment or  Perceiving A person preferring Judging likes to make decisions and 
may want to be scheduled and ordered, whereas a person preferring Perceiving 
may prefer a more spontaneous approach to life and work. 
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These examples of test output are from the New Zealand developed PA Analyzer.  
This is a purpose-designed selection test with good reliability and validity, and 
extensive NZ norms (http://www.selectorgroup.com/products/spa.html)
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