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Abstract 

The employee evaluation and assessment has always been the core of talent acquisition process. To 

identify the right fit employee for the right job is always the need of the hour and organisations are 

experiencing this challenge in the current post COVID pandemic scenario. 

This paper tends to explore the industry perspective in the employee recruitment and selection proces 

involving psychometric testing, while highlighting the practices as adopted amidst the new normal and 

any further avenues/dimension to look upon. 
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Introduction 

Talent acquisition is one of the process in talent management value stream. The various steps involved 

in the process includes recruiting, tracking and interviewing job candidates with onboarding and 

training new employees. 

 

HRM practices including talent acquisition focuses on the assessment activities [1] [7] direct towards 

employee selection, evaluation of potential, development and their psychological characteristics [10]  

 

Psychological Testing: A Review 

“The process of administering, scoring, and interpreting psychological tests” [11 , is psychological 

testing. 

Psychological testing includes use of various forms of assessment techniques used to validate the 

hypothesis in relation to people fitment to role, organisational culture. 

Basically, psychological assessment is a process which makes use of a combination of methods and 

techniques in order to test some hypotheses about people and their psychological characteristics [1][3]. 

Hiring decisions are based on the outcomes of psychological testing [5][8], potential assessment is also 

driven by psychological testing [13] academic orientation with cognitive ability of students is validated 

with various forms of psychological assessment [14] hospitals draw patient diagnosis through results 

of different form of assessments [15]. 

There are different types of psychological testing like interviews, written activities, role-plays, in-

baskets, questionnaires, surveys, psychological tests, personality inventories, etc. Use of variety of such 

assessments helps to draw more objective hiring conclusions.[9] 

 

Types of Psychological Testing Tools 

There different types of assessment which are considered as a part of psychological assessment [16]. 

 Clinical Interview 

 Assessment of Intellectual Functioning (IQ) 

 Personality Assessment 
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 Behavioural Assessment 

While organisations focus upon the cognitive assessments during initial rounds, level of employee 

fitment is being checked with behavioural or personality assessments 

There are different areas with organisations 

 

 

 

 

 

 

 

 

 

Source: https://blog.mettl.com/applications-of-psychometric-assessment-tests/, Dec 2020 

 

Around 18% corporates utilize personality testing in hiring process, as per survey by the Society for 

Human Resource Management. 

The hiring decisions are governed by outcome of psychometric tests with alignment of organisational 

competencies rather than only focusing on parameters like past performance, experience . [17]. 

Human Resource Management (HRM)[18] Practices as a combination of people-centered management 

practices that recognizes employees as assets to create and maintain skillful and committed workforce 

for achieving organizational goals. “Human Resource Management” referred to HRM practices as the 

integrity of principles and applications regarding the responsibilities about the „human resources‟ of 

top management like human resources planning, job analysis, recruitment process, selection, 

orientation, charging, work evaluation, labor force training and industrial relations. [18] 

Timeline of major developments in the history of psychological testing. [12][15] 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Based on a more extensive timeline in Sundberg (1977). 



 

 

 

© UNIVERSAL RESEARCH REPORTS  | REFEREED  |  PEER REVIEWED 

ISSN : 2348 - 5612   |   Volume :  10 , Issue : 02  |   April - June  2023 

 

120 

 

 

Behavioural difference measurement scales/test were developed by 1950, even various psychologists 

like Hans Eysenck (1916–1997) and Raymond Cattell (1905–1998) started establishing hypothesis on 

performance measures of the personality and motivation domains similar to those developed in the 

cognitive domain. 

Various psychometric tests that are available through different sources are:[11][16] 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source:  https://www.sagepub.com/sites/default/files/upm-binaries/36361_Chapter1.pdf 

Characteristics of Psychological Tests. [18] 

Psychological tests need to have certain characteristics before being considered for application in 

workplace scenarios. [18] 

 

1. Assumption: Tests applications assume that two different individual behaves differently to 

different stimulus, hence no two individuals are same with respect to intelligence, skills, etc. 

 

https://www.sagepub.com/sites/default/files/upm-binaries/36361_Chapter1.pdf
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2. Standardisation: Standard defines conditions and procedures being consistent during test 

applicability. 

 

3. Objectivity: Suggest objectivity in results achieved which do not encounter any subjective 

biases, based on norms set of the scoring process. 

 

4. Reliability: Suggest how reliable is the test and reveals similar test scores in similar 

standard test administration conditions. There are different types of reliabilities 

considered while developing a psychological test: 

 

a. Test-Retest method: same test administered at same population with time 

variance. 

 

b. Equivalent-forms method: follows re-test approach where two different set of tests 

are administered to identify test score correlation 

 

c. Split-Halves Method: In which the test is taken once, divided in half, and the two sets 

of items are correlated with each other. 

 

5. Validity: refers to how well a test measures what -it intends to measure. Test validity is an 

important construct as a test may remain valid for a certain condition and invalid in other 

scenario. Content validity, face validity, concurrent validity, predictive validity, construct 

validity, and predictive validity are some of the known types. 

 

6. Utility: the extent to which a particular test can be used with facility. 

 

➢ General Ability Tests 

➢ Aptitude and Achievement Test 

➢ Personality Tests and Interest Tests 

 

The use of psychological test is categorised as a measure for general ability (intelligence), 

aptitude or achievement, personality and interest. Basis requirement and need, each test is utilized 

in the industry. 

 

1. General Ability Tests: Use for assessment of cognitive assessment, one of the examples is 

Wechsler Adult Intelligence Scale (WAIS), results in IQ scores. Few other tests: [19] 

 

 The Otis Self Administering Test of Mental Ability 

 

 Wonder lie Personnel Test, SRA Verbal and 

 

 Thurston Test of Mental Alertness 

 

2. Aptitude and Achievement Test: Different achievement and aptitude tests are used to 

measure candidate’s skill/expertise on a construct. 
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3. Personality Tests: Measure of different personality test to identify dispositions of behaviour 

required for a job role. 

 

4. Interest Tests: used to identify interest for career and vocational guidance. Strong-Campbell 

Vocational Interest Blank and the Kuder Preference Record are known such tests. 

 

 

Talent Acquisition Process in Different Organization[19]  

The  recruitment  and  selection  process  varies  widely  across 
 

organisations and across roles. Complexity of the selection process is 

dependent on the organisation requirement as well as role for  

which hiring process is to be governed determined by the HR  

philosophy (Aiken, 1994). Successive hurdle technique is used widely in  

selection process where different achievable milestones to applicant are  

presented for reaching next level.  

Psychometric tests can be of great value in employee selection because of 

their objectivity and validity (Schultz & Schultz, 1998). The general nature of 

the selection process is set out in Figure 1.  

 

Interview of 10 different organisation HR managers were conducted to identify 

 

 Recruitment/selection process 

 

 Types of test for selection decision 

 

 Any observation by HR fraternity 

 

Listed below are the different recruitment/selection activities practiced by the organisation. Each 

organisation is identified as A, B, C, D….nomenclature 

 

 

The parameters identified by different 

organisation to close a hiring decision are: 

 

 Defined clear recruitment/selection 

procedure 

 Screening of application form/CV 

 Interview process for applicant 

screening 

 Psychometric Testing for job-

applicant fitment 

 Reference checks to proceed for 

hiring decision. 
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Test Types Used in Firms mentioned above [14][19] 
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Talent Acquisition process in Post Covid World [19] 

 

 Digital upgradation of process 

 

o The talent acquisition process in the post Covid world has now upgraded digitally. 

 

o Applicant tracking system are more abundantly used for the process using Enterprise 

Resource Planning Systems like Workday, PeopleSoft 

 

o The face to face interview process has now moved to a virtual interview equipped via 

technological applications like Zoom, Google Hangout, Skype, WebEX. 

 

 More robust tool for applicant assessment [20]  

 

o Psychological tools have now become a more sharpen screening tool for assessing the 

applicant’s capability and fitment to the job role before while allowing 

 

recruiters to allow more time to assess right set of candidates within available time frame. 

Simulations, Case-study analysis with open ended questionnaires are directed to the 

applicants as a part of pre-screening strategy. 

 

o Organisations need to be aware of legal compliances for considering psychometric testing 

in pre-employment screening. (Dattner, Ben, How to Use Psychometric Testing in Hiring, 

Harvard Business Review, September 12, 2013) 

 

 Applicant Identity and Legal Compliance 

 

o In order to ensure all associated organisational legal compliance as well secure the applicant 

identity, organisations are encouraging applicants to share their CVs, recent photograph and 

other details which is then matched when an virtual interview is conducted via interviewer 

submitting the screen-shot of live interview process. 

 

Conclusion 

 

While organisations are utilizing different combinations of psychological assessment for 

employee selection processes, 

 

 there seems to be certain bias which governs the outcomes of aptitude and achievement. 

 

 organisation needs to comply with ethical practices in use of psychometric assessments. 

 

 organisations are also considerate of economical feasibility of the utilising psychological tests in 

talent acquisition process 
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 they must ascertain the fact the psychological tests assist in selection process while providing more 

information on applicant and should not be the only mode of selection/rejection tool for job 

applicant. 

 

 organisation needs to ascertain to employ certain as per test directives only. As few of the 

organisations utilizes certain development-oriented tests for employment screening which is not 

recommended. Organisations at times are using certain tests in pre-employment screening like the 

Myers-Briggs Type Indicator (MBTI), which is quite popular with many organizations, it should not 

be used for employee selection. The MBTI was not developed for that purpose and is not intended 

for personnel evaluation — even the test’s published 
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