What Is The Difference Between Behavioural And Personality Tests? 

There are literally thousands of psychometric tests available to measuring attitudes, interest, motivation, intelligence, skills, behaviour and personality. 

Many of these appear quite similar on the surface and everyone one of them claims to be predictive.  But behind every glowing claim lies another story. With so many assessment options available it understandable manager get confused. 

This week I will focus on qualifying questions every manager and HR professional should be asking assessment providers. 

This article is not about validity and reliability. Those criteria are a given in any reputable psychometric test. However these factors are very important so we will address this issue with these brief definitions: 

Validity
Refers to the accuracy of a measure. A measure is valid if it actually measures what it says it measures.  For instance an altimeter is valid for measuring height above sea level, not air temperature, even if someone claims otherwise. 

In employee testing, a pre-employment attitude test measures a candidate's attitude toward work. It does not measure motivation or personality or intelligence. If you want to test for personality job fit, then you must use a test validated for personality job fit – like Prevue

Reliability 
Refers to the consistency or stability of a measure. If the concept being measured is assumed to be consistent, such as a personality trait or adult intelligence, then the measure should yield similar results if the same person is tested a number of times. If there is no reliability, there is no validity. 

If a test provider can't offer evidence of validity and reliability, that should be the end of story. 

Now let's move on to a subject rarely discussed but should be.

The Difference Between Behavioural and Personality Tests. 
Psychometric tests fall into two distinct types - ipsative and normative.  It is essential that hiring managers understand the differences between these test types because both types can pass the validity and reliability litmus test.  

 

Not knowing whether the construct of the assessment is ipsative or normative can be risky business for a manager who wants to ensure predictability for future job performance and defensibility if ever challenged. Nearly all the free "pop psychology" tests on the internet are ipsative. 

Ipsative Tests
MyHardwired, Meyers Briggs and DISC assessments are considered ipsative tests.  Like the hundreds of other assessments based on the four or five styles behavioural model, DISC reports the relative strengths of the person being tested.  

For instance, D represents "direct" or "dominance" and S represents "steady."  If a DISC assessment reports the individual is "high D" and "low S," this merely means this individual is more energized by asserting him/herself in dealing with problems than maintaining a steady pace.   

What these tests do not reliably predict is how two people with similar patterns will perform a job or interact with others.  Just because an individual describes himself as direct, does not mean he will be effective at asserting himself.  It is also not an accurate predictor of how assertive he might be compared to other "high D" employees.  

The reason for this ambiguity is that ipsative literally means "of the self" and therefore have extremely high face validity - when a test-taker reads the report, there is agreement that is very accurate at describing their approach to people and tasks. 

Ipsative tests therefore indicate how one individual prefers to respond to problems, people, work pace and procedures. It however offers little correlation at comparative strength of directness or steadiness between one person and another.   

Ipsative tests are very effective when used for developmental, coaching, team building and interpersonal conflict resolution. On the other hand, ipsative types of test should not be used, I repeat, should not be used as a single source test for recruitment and selection, as they do not predict performance or job fit. 

Normative tests

Normative Tests
Unlike ipsative tests, normative tests measure quantifiable personality characteristics on individual scales. An individual's "score" measures a specific characteristic against confirmed patters of normality, usually represented as a bell curve. Normative testing allows people to be compared to particular groups and populations.  

In business, normative testing allows individuals to be compared to other employees who have met with success or failure in a job.  The benefit to managers using normative tests is that they can predict candidates who will have the best chances of success if hired or promoted and to avoid placing the wrong employee in the wrong position.  

Normative tests are therefore best suited as a recruitment and selection instrument, but are also useful in developmental, coaching and training.  

Normative testing generally has a higher validity than ipsative tests. Depending on the instrument used, the predictive or criterion validity can be 70 percent or higher depending on the assessment and the job.  

At AssessSystems we offer both ipsative and normative testing. MyHardwired is a good example of our ipsative test while Prevue, ASSESS, SalesMax, JobClues and Rembrandt are examples of normative tests.   

In Summary
It’s not about which test(s) is best, but which is the best test to use for the specific purpose at hand. If you want to benchmark or compare people and jobs, you need to be using a normative based test like Prevue, a world leading assessment for "job fit" testing. 

If you are interested in a person’s behavioural style, say you are having some team conflicts, then use an ipsative test, like MyHardwired. 

To read more about any of these assessments, go to our website - choose SOLUTIONS on the main menu. 
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To learn how to set up your own “bullet proof” selection system, checkout our eBook – Special introductory price until the end of the month $12.95 – Go to www.7steps4hiring.com

