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Psychometrics Overview

Psychometric testing involves the objective assessment of 
individuals. 

And is designed to address:  selection, retention, performance and 
development issues. 

PersonalityAbility



It  must consider the elements known to contribute to success 
at work:

Knowledge – assessed by track record or attainment tests 
(e.g., at end of training)

Skills and abilities needed to master and maintain 
performance – best measured through job-relevant skills 
and abilities tests

Behavioral style – assessed through work styles 
questionnaires such as Saville Consulting Wave™

Fit to the unique demands of the role and organizational 
culture



Uses of assessment in the workplace

Strategic Assessment Consultancy
Selection
Recruitment 
Development 
Talent and Succession Management
Executive Assessment 
Coaching 
Change Management 
Cultural Change 
People Audits



Caribbean Trends in HR

Relationship recruiting
Lack of psychometrically trained HR Professionals
Outsourcing of selection

People apply to companies on perceived image
International selection, returning expatriate selection
Impact of legislation

In recent times individuals have been having a work lifetime of 
18 months.

Interviewing is the most common form of selection
High turnover 



Research on the selection interview

Interviewers:

Have different views on the person they are looking for
Weight the same information differently
Decide intuitively
Talk too much and listen too little
Raise ratings if pressurised to select
Make decisions early on
Overweight academic qualifications
Rate candidates comparatively
Prefer candidates like themselves



Validity of selection techniques

(chance prediction!) 
r = 0.00Graphology, Astrology
r = 0.10Projective Techniques
r = 0.10References
r = 0.10Educational  Qualifications
r = 0.20Standard Interviews
r = 0.25Scorable  Application Forms
r = 0.30Structured Interviews 
r = 0.40Personality Scales 
r = 0.50Assessment  Centers, Work Samples                   
r = 0.50Work  Related Ability Assessments                       

r = 0.50Assessment Centers, Work Samples                     



The costs of poor selection

Poor performance
Poor retention and staff turnover
Recruitment costs
Company failure
Reduced revenues / Customers
Lost training costs
Reduced morale
Lost opportunity costs
Personal misery
Poor company image



Wave Professional Styles

The questionnaire explores an individual’s:

Motives;

talents and preferred work culture i.e. ‘best fit’ environment

Powerful predictor of job performance based on extensive 

validation research

Used for selection and development of professionals, 

managers and execs across industries

High Validity and reliability
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EXAMPLE OF 
NORMATIVE FORMAT



EXAMPLE OF IPSATIVE 
FORMAT



PSYCHOMETRIC PROFILE 
OVERVIEW



PSYCHOMETRIC 
PROFILE



SPLITS EXAMPLE

Motive – Talent Split

Facet Split

Normative - Ipsative 
Split


