The Case Of The Missing Wine Case

Yesterday was a pretty important occasion, for those who drink wine. Yesterday was the day the French released their 2006 vintage of Beaujolais Nouveau. It’s a big occasion for French wine drinkers as the regulations are extremely strict and all products must release on the same day. Anyhow, one of my best mates, known for his love of the grape, managed to score a couple of bottles of this liquid gold for us to try.  

The secret supplier, arranged for a courier company to drop said bottles off at my mate’s place at one o'clock yesterday afternoon; they never arrived. Despite several phone calls we were assured the package was delivered. Our only conclusion was that some one had stolen it from the front doorstep. In misery, we ended up opening a bottle of good old Kiwi wine.  No sooner had we pull the cork - by now it was 6.30 in the evening - when the doorbell rang with an embarrassed courier driver clasping the eagerly awaited package. He had delivered it to another address. The street numbers matched, but the street was totally different.  It was, however, in the same suburb!

My mate could not get his head around how a courier drive could deliver a package clearly marked to the same street number, but a totally different street. It was then that I raised the possibility that the company had selected somebody with poor mental ability – a lack of verbal and/or numeric skills.  In fact, when we originated our investigation into the missing package the supplier did make mention that the courier driver was a rather “vague” person. I think “ vague” was a polite description of this person's lack of mental horse power!  

The literature is conclusive in respect of the correlation between mental ability and job success/performance. The predictive validity of mental ability testing rates the highest of any form of selection testing. Many hiring managers confused these tests as a measurement of intelligence. Whilst there is an obvious correlation, mental ability tests used for workplace selection usually concentrate on verbal, numeric and spatial ability as it relates to specific job roles. 

Test results describe the level at which an individual learns and understands instructions and solves problems. It provides added insight into how easily individuals can be trained. How well they can adjust and solve problems on the job, and how  satisfied they are likely to be with the demands of the job. 

High scorers will likely gain more from formalised training and will be more likely to learn effectively from on-the-job experience. Modest scoring individuals will need more detailed instruction, hands on practice, more time, repetition and close supervision.

Mental ability tests do NOT, however, measure how well a person will employ their ability. Personality characteristics, learned skills and background experience will all play a part in determining the individual’s performance. In addition, simply hiring the best scoring applicant can be self-defeating when the applicant’s ability surpasses the requirements of the role and they as a result feel unchallenged.

There are many mental ability tests available (sometimes referred to as cognitive tests). Tests are also available for specific job levels. At AssessSystems, we use a range of tests, some are “ stand-alone” whilst others are embedded into the complete assessment process combining attitudes and personality. Mental ability tests are usually always timed. Some are Internet driven, others pencil and paper.  Best practice says a trained user should administer these tests; this is not always practical, particularly if you are testing candidates offshore. If testing is done un-administered there is a danger the results will be inflated due to the candidate seeking outside assistance whilst in the test process.

We strongly recommend to all our clients to include some form of mental ability testing in the framework of the selection process, whether hiring a courier driver or a chief executive officer. The costs are minuscule compared to the damage an employee can cause to your customer and revenue base if they are poor verbally and numerically. In all probability our courier driver would have failed a pass score and not have been hired. This would have saved the company a customer, not to mention hours of administration backtracking. One has to ask, how many other packages has this driver delivered to wrong addresses?

Oh, by the way, despite the vexing wait, the wine was superb!!    

