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Abstract 

An emerging new trend in the field of recruitment is the use of Psychometric tests. Companies 

invest huge amounts of money in the individuals they recruit and if these individuals are not able 

to perform as expected or are not able to adjust to the company culture or leave the company in 

a short period due to various reasons, the company stands to lose on the investment it has made.  

The use of psychometric test  has come up to enable the recruiters to select only the best 

candidates, the ones who prove to be an asset to the company and these tests have also proven to 

be cost effective. This article makes a detailed study about this new technique used in the 

recruitment process. 

_____________________________________________________________________________________ 

 

Introduction 

Let us begin with what are psychometric tests. Psychometric tests are designed to determine the 

personality type, aptitude, numerical and reasoning ability, emotional intelligence of the 

individuals and provide valuable information about whether a candidate is the best person for the 

job. Psychometric tests reveal information which would not normally be ascertained by the 

interviewer through a formal or informal interview procedure. The candidate’s resume provides 

information regarding the experiences he has, companies worked for and their duration, his 

qualifications but no information about his personality, stress handling capability, critical 

thinking ability and often these factors influence the performance ability of the candidate. Also 

discussions in the interview room remain concentrated on the details mentioned in the resume 

and it becomes very difficult for the recruiter to understand the above mentioned factors through 

these discussions. Here comes into picture the psychometric tests which enable the recruiter to 

gain deeper understanding about the candidate, like for example what exactly motivates him, 

what is his value system, whether he will be able to assimilate with the company culture ,how 

much is he genuinely interested in his job profile, whether he is suited for shift work in the long 

run. Psychometric tests will help in better recruitment decisions. Candidates often prepare 

themselves well for an interview, the answers to questions asked are rehearsed and job duties and 

responsibilities are often inflated. But the recruiter has actually no way of finding this out .On the 

other hand, psychometric tests are administered individually, in different stages and situations 

like some tests can be online which the candidate can give from the comfort of home prior to the 
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detailed interview and other psychometric tests at a later stage in the company premises. So the 

responses of the candidates will be free from any bias unlike recruiters who may have their own 

biases which adversely affects the choice of the right candidate. Also to be noted is that 

candidate referral check may also not be very helpful since previous employers do not generally 

give a negative feedback since they have nothing to gain from it and also do not want to come 

under any law for giving negative feedback. 

Psychometric tests thus provide more objective evaluation of the candidates and more and more 

organizations are including them in their recruitment process, particularly in the competitive 

business environment. 

Types of Psychometric Tests 

The word psychometric basically refers to the measurement of the mind. Psychometric testing 

can measure a number of attributes including intelligence, critical reasoning, motivation and 

personality profile. There are different types of tests, but generally they’ll be used to measure 

how people differ in their motivation, values, priorities and opinions with regard to different 

tasks and situations. In terms of personality, the tests can give an indication of the working style 

favoured by a candidate and how they interact with both their working environment and fellow 

workers. A wide range of Psychometric tests will include tests like Personality Profile, 

Emotional Intelligence, Stress scan , Honesty and Integrity Survey, Myers Briggs Type Indicator, 

Critical Thinking appraisal,  General Reasoning Abilities, Tests to indicate sales ability, Values 

and Motivation, Occupational Interest Profile, Critical Reasoning abilities etc. However a 

particular company will use any of the tests according to the requirement of the company. For 

the company which test to use may involve a complex decision.  The psychometric tests which 

are more accurate in nature are the ones which concentrate on measuring only one characteristic. 

Most of these tests require answers to b given within a defined period of time. A well 

administered test will provide clear instructions to the person taking the test.  

In case of tests relating to personality types, motivation and interest, there will be no right or 

wrong answers .The questions generally require the candidate to give answer in “Yes” or “No” 

or their responses should be like whether they agree, strongly agree, disagree or strongly disagree 

with a particular statement. For example , the candidate may be asked to answer in yes or no 

whether he enjoys meeting new people, he takes any criticism personally, he likes helping 

people, he is easily disappointed, he enjoys repairing things. 

The candidate may also be asked to mention more or least against statements which according to 

him most or least describes his behavior at work. The statement could be like whether he has a 

wide circle of friends, enjoys organizing people, relaxes easily, seeks variety, helps people with 

their problems, develops new approaches, has lots of energy, enjoys social activities,  has lots of 

new ideas, feels calm, likes to understand things, is easy to get on with. 
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Online psychometric testing is an exceptionally efficient means of quickly identifying the top 

candidates as thousands of applicants can be evaluated in a matter of seconds, much faster than 

using traditional methods. Answering the questions isn’t difficult or the candidate need not think 

too hard but they basically need go with their first responses to any questions. Most 

psychometric tests are time bound. 

Psychometric tests- Are they really effective  

Much has been said about the advantages or benefits of psychometric tests. There have been 

strong opinions from industry leaders advocating use of psychometric tests as a way of better 

hiring since they provide additional details about the candidate which cannot be judged from the 

skills, experiences and qualifications of the candidates. Although some may say that 

psychometric tests do not come cheap, fact remains that one should consider the cost of selection 

errors that are avoided through use of Psychometric tests.  An incorrect recruitment decision will 

lead to wastage of money on training and induction, loss of business due to low employee 

productivity, low employee turnover corroding the organization culture, low motivation and 

morale among employees, wastage of recruitment costs. When compared against these costs, 

psychometric tests are affordable. But there are several issues that arise here. 

When should the tests be conducted 

According to industry experts , the psychometric tests should be conducted at the initial  stages 

of the selection process .According to the Country Manager-productised services, Hay Group 

India, it is not worthwhile to put the entire pool of job applicants through a rigorous selection 

procedure and hence the work focused psychometric tests can help the recruiters to narrow down 

the list of applicants and only candidates successful in the psychometric tests are invited for a 

detailed face to face interview. This proves to be cost effective for the company .Verification of 

the test scores later at interviews by asking questions is only possible if the tests  have been 

conducted earlier. 

Complexity in interpretation of test results 

Without a qualified, experienced professional to interpret results, psychometric tests are a waste 

of time. The results are complex to interpret and a proper analysis is beyond the power of a 

layman and can only be done by a trained person. To be noted is the fact that before deciding 

upon which tests are to be conducted it is important for the organization to have clear well 

defined job description and thereby job qualities. Based on the job qualities the recruiters can 

decide which types of psychometric tests should be used. For example if the position involves 

sales, then only company should consider tests like Sales Ability assessment .Interpretation of 

the results of certain tests like the personality tests can be done with reference to the job profile 

for which the candidate is being considered .If the personality test reveals the person as introvert, 

too sensitive, non risk taker they the test scores will not reflect positively upon the candidature of 
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a person being considered for managerial role irrespective of his scores in knowledge tests but 

the same qualities may be considered for a team member.  A low score on value and motivation 

may make recruiters refrain from considering candidature of any position. Also the importance 

of the score of a person in a particular characteristic trait will depend on how much influence that 

characteristic trait has on job performance and thus interpretation of test results on the same test 

will differ from candidate to candidate. Patience and persuasive skills will hold importance for a 

sales person but have not much importance for a technical person.Further, several aspects should 

be known in order not to misinterpret the results. The reading of scores needs special attention: if 

candidate A gets a score twice greater than candidate B for the discretion dimension, it does not 

mean that A will be twice more discrete than B in the same situation. This means A will show 

more integrity in twice as many situations than B. Therefore, a score of 90% in discretion means 

that the candidate will be discrete in 90% of situations. The other thing to know is: small 

differences in the score should be ignored when interpreting the results of psychometric tests. 

Hence there is no denying the fact that interpretation of the test scores should be done by persons 

adequately trained in the matter.  

Possibility of inflating scores by candidates 

The other important that needs to be noted here is that it is possible for candidates to answer tests 

in such manner that will enable them to score better. According to John Wareham a New 

Zealand-born recruitment guru who helped develop these tests, the tricky people quickly learn to 

avoid the extremes. For example in questions where the candidate is asked to rate statements in a 

scale of 1 to 5, they will not go for the extreme ratings but will give a middle rating. Also now 

guidance is provided to the candidates through various websites and career counselors on  how to 

score better in the tests and responses in the tests by candidates may not b genuine. But this issue 

can however be tackled by adopting certain measures which helps to detect answers which may 

not be genuine. Organizations conduct the test at several stages. For example once the resumes 

are shortlisted through initial screening , the candidates as asked to given the tests online at home 

and during the face to face discussion , the recruiter asks questions based on the responses given 

by the candidate in the test and if the recruiter then finds dissimilarity in the responses then and 

now , then the cheating gets caught. Also the candidates can be asked to give similar test again in 

the office premises within a definite time interval sitting with several other candidates in the 

same room. Organizations are able to monitor response pattern of candidates, how quickly they 

respond to different types of questions, where they may have changed their mind and, most 

importantly, if there are any significant differences between the scores on the two tests. 

Reliability, Validity of Psychometric Tests: 

Reliability of any test refers to how much consistency are there is the test scores taken at 

different intervals of time. If the tests are reliable then the test taken on the same twenty group of 
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persons now and again after six weeks should not show difference in the test scores. For any test 

to be of significance they should be reliable. However in the case of Psychometric tests,  certain 

attributes that are being measured like level of anxiety or stress scan may different with the 

passage of time. Such differences need to be taken into account while interpreting results. Also 

as mentioned before, tests taken at different stages of the recruitment process like a psychometric 

test taken after the initial screening of resumes which the candidate may be asked to take online 

in the comfort of their homes and another similar test which they may take later at the premises 

of the company sitting in a tensed atmosphere within a number of other applicants may show 

differences in responses which indicate stress and anxiety levels but should show no differences 

in tests assessing reasoning ability, value system . So depending upon the attributes that are 

measured some differences in test scores should be accommodated but it is necessary for the 

company management to know to what extent differences should be allowed. 

Validity refers to how the test scores are an indicator of actual job performance. As mentioned 

before , for this the specific human qualities that are required for high performance levels should 

be identified and tests should exactly measure those qualities .Drafting questions are a tough task 

and initially while preparing the questionnaire, many questions need to be included since after 

trial and testing many questions will be eliminated. A suitable sample needs to be selected before 

designing the questionnaire. This sample should be a representative of the total population and 

sample should include good performers in the particular job. The qualities, aptitude, personality 

traits of these people need to be identified and the test should consist of questions that measure 

these qualities. The persons in the sample category should be asked to take the test and their test 

scores should be used as the reference point for result interpretation. 

However due to the complexity involved in designing such questionnaires and trials and testing 

of the questionnaire on a sample group of people within a company set up keeping the purpose 

behind the whole exercise confidential can be difficult companies can take the help of 

consultants for the purpose.  Such consultants can provide customized tests to the companies at a 

certain price. 

However the tests have certain advantages 

Standardized questionnaire 

All tests administered to the candidates are standardized, that means that all candidates sitting for 

a certain test for a  particular position in the company have to answer exactly the same questions 

at the same time within the same time period. This means that all candidates are treated equally 

and no differential treatment is given to anybody. In an interview, different interviewers can take 

interviews of candidates applying for the same position and even if there is the same interviewer, 

he may not ask exactly the same questions to each candidate. 
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Helps in conducting effective interviews  

The responses got from the psychometric tests can be used by the recruiters to conduct the 

interviews in such a manner that the best comes out of the candidates. For example, if test results 

have shown the candidate has good decision making abilities then the recruiter  can ask more 

questions to the candidates to determine how strong his decision making ability is. In other 

words, the interview becomes more meaningful and satisfactory as the interviewer already has 

some knowledge about the ability and aptitude of the candidate. 

Conclusion 

Psychometric tests are no doubt beneficial and many companies are using it as part of their 

recruitment process. But the very important factor to be noted here is that the psychometric tests 

should be used by recruiters to aid them in the process of decision making and no final decision 

should be made on the basis of the test scores. Psychometric tests should not assume central 

importance in the recruitment process. It should not be used by the recruiters to offload decision 

making. The performance of the candidate during the interviews, all the information provided by 

the candidate’s resume along with his scores in the psychometric tests should be taken into 

consideration in making the final selection. Conducting the Psychometric tests do not mean 

doing away with any of the stages in the selection process. It is a scientific process used in 

recruitments but the recruiter should not ignore his own instincts in making judgments.  

The results obtained from the psychometric tests need not be restricted to recruitment purposes 

only. The test scores can be used for multiple purposes, if the candidate is finally recruited in the 

company .the test provides valuable information regarding behavioral styles, aptitude, 

personality traits of the candidates and such information can aid in decision making in later 

stages. Just as once a person is recruited in the company all his personal details, previos 

educational and experience details are maintained in the company system, similarly the test 

scores should be added to such details which should be available to those who have the authority 

to access the previous details of the employee. For example it can be used for training need 

analysis, planning future carrier paths of the employees, aid in decisions about who should be 

promoted, decision regarding work delegation to the employee, decisions regarding job rotation 

and in multiple other scenarios during the tenure of employment of the employee.  Using the 

same information for multiple purposes will benefit the company in long run and also make the 

psychometric tests more cost effective. 

Again to make psychometric tests effective, proper care should be taken to ensure that the right 

tests are administered, that is tests which measure critical skills required for the job , and the tests 

results are validated properly and also verified during later interviews.  
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