Norms – Is That A Bunch of Ozzie Blokes?
Recently I was asked what would be an acceptable “cut-off” score for a mental ability test. Good question – many answers! The first “port of call” is the test’s normative data. Ah, you ask, “What is normative data?”  
Writing a mental ability test is relatively easy; collecting strong normative data is the difficult part, but this is what distinguishes good tests from poor tests. The criteria are that the sample should be large, relevant, and preferably recent. 
As an example, comparing a candidate’s mental ability score with 1000 others who have applied for the same job as the candidate in the last 5 years is clearly better than comparing him/her with 25 people who worked in similar jobs in Japan in the 1970s. 

Many times clients will ask why we are reporting that the candidate has an “average mental ability”, however, that last time we did this test the candidate had a much higher score and you also reported them as “average”. This has to do with the normative data used when the test scores were processed. Candidate A might have scored 40 (out of 100) and candidate B scored 65, each candidate reported “average” scores even though they scored differently because they were assessed against their respective occupational groups - different normative data. 
Let’s say candidate A was applying for the warehouse role. Of all the candidates tested who applied for this role, the mean score was 40 – so this becomes the “average” score for that role. Candidate B was applying for an accounting role, of all accounts tested the mean score was 60 so this became the “average” score for accountants. 

Many clients who are new to psychometric testing don’t understand that the test questions are always the same. So whilst the warehouse and accountant candidates scored differently, they were both rated “average” in their cognitive ability in respect of their peers - their professional norms. This makes common sense, on average, one would expect accountants with tertiary education to perform better on the same test as warehouse workers.  
Another example pops up when we give feedback on a candidate’s Rembrandt Portrait Profile. The Rembrandt scores are on a continuum of 100. However, in most cases a score of 50 is not “average”. The New Zealand norm – the mean score for assertiveness in the general population (n=1780) is 59, but for urgency it is 30. However, if we look at assertiveness for a sales person (68) and an administration person (44) one can see how the “averages” shift not only against specific personality attributes, but also differing job roles. This is where job benchmarking becomes so powerful. 
In the previous examples we were comparing a candidate’s score to all others who have applied for the same position. Here we are drawing an assumption that like minded people will gravitate to similar roles. Whilst this may be true, it does not explain the extent of their future performance. A better indication of future performance would be to test the total team and statistically analyse what personality attributes and mental abilities discriminate between your poor, average and good performers. Here we are looking for predictive validity. There are many ways to achieve this measure.  
Both our pre-screening tests, PeopleCLUES and our “job-fit” profile, Prevue have cut-off scores. These are based on benchmarks that are job specific and can easily be customised to individual job positions. It is not a costly exercise to establish a “job-fit” benchmark and Prevue is exceptionally good at accomplishing this task, inexpensively and quickly. This can be done via a job analysis survey, testing current performers or combining both methodologies – now we are really cookin’ with gas! 

If you’d like to test drive a Prevue Job Analysis Survey to get an understanding of the power of this process, feel free to contact me and I will send a survey link. There are 52 questions to answer (point and click) in respect to the role. We recommend several people complete this questionnaire (no limit, providing they either do the job, and/or understand the role). The results are automatically processed and a report generated for you to peruse, adjust and sign off on.

In summary, make sure any test you use has meaningful normative data that relates to the job you are hiring for, or the person position you are about to commence a development programme on. Psychometric testing is not just about hiring, it’s also a “must have” tool to help pin-point training needs and quickly develop incumbent staff. 
Psychometric tests that can quickly and inexpensively customise a job benchmark for your company’s positions can be an extremely powerful tool in you employee recruitment and development arsenal. It will give you a much better “heads-up” on the candidates’ ability to “fit” your roles, or to look at it another way, show you which ones to stay away from, or to move on!
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