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Introduction
Research indicates that psychological and employment assessment often begins with a referral or a
clearly identified need for evaluation. In a school, a teacher, counselor, psychologist, administrator, or
parent may recommend an assessment when a student requires academic placement, career
guidance, additional support, or evaluation for a particular educational program. In an organization,
human resource personnel, supervisors, managers, or occupational psychologists may recommend
assessment for employee selection, placement, promotion, training, or career development.

Assessment is not simply the act of giving a test. It is a broader decision-making process that involves
identifying the purpose of the evaluation, selecting an appropriate instrument, administering it under
standardized conditions, interpreting the results, and combining those results with other relevant
information. The usefulness of a test depends not only on whether it produces a score but also on
whether that score supports a fair, accurate, and meaningful decision.

Some of the standard practices that use assessment results include selection, placement, promotion,
career training, and professional development. In selection, applicants are evaluated to determine
which individuals meet the requirements of a position. A person applying for employment may be
accepted or rejected partly on the basis of assessment results. Placement differs from selection
because the purpose is usually to assign an individual to the position, level, occupational category,
course, or training program that best fits that person’s current abilities or needs.

Promotion assessments may help an organization determine whether an employee possesses the
competencies required for a position involving greater responsibility. Training assessments can
identify areas in which employees require additional instruction. Career assessments may help
individuals understand their abilities, interests, values, or personality characteristics so that they can
explore suitable educational and occupational options.

Because assessment results can influence important opportunities, a test must be evaluated carefully
before it is used. A technically impressive test may still have limited utility if it is too expensive, takes
too long, produces unfair outcomes, measures irrelevant characteristics, or is unacceptable to the
people being assessed. Test utility therefore refers to the practical value of an assessment for a
particular purpose and setting.

This paper explains selected tools used in aptitude, integrity, and interest assessment. It also
examines the principal factors affecting test utility, the standards used to determine whether tests
are adequate, and the ways computerized assessment can be incorporated responsibly.
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Assessment for Selection, Placement, and
Development
Selection involves choosing one or more individuals from a group of applicants. An employer may use
application forms, interviews, cognitive tests, personality measures, integrity tests, work samples,
and reference checks to reach a decision. However, an assessment used for selection should be
connected to the requirements of the job.

The U.S. Office of Personnel Management recommends that selection tools be based on an up-to-date
job analysis and supported by evidence showing that scores relate meaningfully to job performance or
other relevant outcomes (U.S. Office of Personnel Management [OPM], n.d.-a). A job analysis identifies
the tasks performed in a position and the knowledge, skills, abilities, and other characteristics
required to perform them.

Placement occurs when an individual has already entered a system but must be assigned to an
appropriate category or level. A school may use assessment results to place students in introductory,
intermediate, or advanced classes. An employment agency may use aptitude information to
recommend occupations that match a person’s abilities. An organization may place newly hired
employees in departments where their skills can be used most effectively.

Promotion assessment examines whether an existing employee is ready for a higher-level role. The
assessment should reflect the requirements of the new position rather than simply measuring how
well the person performs the current job. For example, an excellent technical employee may not
automatically possess the leadership, communication, or decision-making abilities required for
management.

Career training and enhancement assessments serve a developmental rather than exclusionary
purpose. Instead of determining who should be rejected, they identify strengths, interests, skill gaps,
and possible areas for improvement. The same test may have different levels of utility depending on
how its results are used. A career-interest inventory may be valuable for counseling, for example, but
inappropriate as the main instrument for rejecting job applicants.

Aptitude Testing
Different tools can facilitate aptitude testing. Aptitude tests are designed to estimate an individual’s
capacity to learn, solve problems, understand information, or perform particular kinds of work. They
differ from achievement or job-knowledge tests, which focus more directly on what a person has
already learned.

Cognitive ability tests commonly measure mental processes such as reasoning, memory, verbal
ability, numerical ability, perception, and problem-solving. They may be used to estimate how
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effectively an applicant can learn new job information or address work-related problems (OPM, n.d.-b).

Aptitude assessment can be useful in schools, employment services, military organizations, vocational
rehabilitation programs, and private companies. However, the results should not be interpreted as
permanent limits on what a person can achieve. Education, experience, motivation, access to
training, health, language, and testing conditions may affect performance.

The General Aptitude Test Battery
The United States government historically used an assessment known as the General Aptitude Test
Battery, commonly abbreviated as GATB. The test was developed by the U.S. Employment Service
and was used by state employment services, schools, training programs, and other organizations for
vocational counseling and occupational referral.

The GATB was designed to measure work-related abilities, including general learning, verbal,
numerical, spatial, perceptual, and psychomotor aptitudes. It was not primarily a personality test.
Therefore, the original claim that its fundamental advantage is the measurement of personality
requires correction.

Personality refers to relatively consistent patterns of thinking, feeling, motivation, and behavior.
Aptitude refers to a person’s potential or capacity in areas such as reasoning, numerical processing,
spatial understanding, or manual coordination. Although both may be relevant to career decisions,
they represent different psychological characteristics and should not be treated as interchangeable.

The GATB eventually contributed to the development of the ONET Ability Profiler, which introduced
technical and operational improvements. The Ability Profiler and related ONET resources were
designed to help individuals explore relationships between their abilities and occupational
requirements. Some Ability Profiler materials are now maintained as archived resources, while ONET
continues to provide current occupational and career-exploration information. ONET Online now offers
descriptions covering more than 900 occupations for job seekers, students, workforce professionals,
researchers, and employers.

One advantage of aptitude assessment is that it can identify patterns of strengths rather than relying
entirely on educational qualifications or an interviewer’s personal impressions. For example, a person
may demonstrate strong spatial and mechanical ability even without extensive formal education. This
information may help a counselor identify suitable technical training or occupations.

However, an aptitude score should not be used to claim that every person can be assigned to one
perfect job. Occupational satisfaction and performance depend on several factors, including interests,
values, personality, training, working conditions, opportunity, health, family responsibilities, and
economic circumstances. Assessment can support a career decision, but it cannot make that decision
for the individual.
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Advantages of Aptitude Tests
Aptitude tests can provide several benefits:

They apply common questions and scoring procedures to all candidates.
They can identify abilities relevant to training or job performance.
They may reduce reliance on unstructured personal judgments.
They can help counselors compare a person’s strengths with occupational requirements.
They can be administered to many individuals efficiently.
They can provide information that is not immediately visible from an application form.

Limitations of Aptitude Tests
The usefulness of an aptitude test depends on the quality of the instrument and the way it is
administered. Performance may be affected by anxiety, disability, language differences, lack of
familiarity with testing, poor instructions, fatigue, or an unsuitable testing environment.

The original discussion also raises the possibility that results may be corrupted through adjustment or
manipulation. Improper alteration of scores would undermine fairness and validity. This risk should be
controlled through standardized scoring, restricted access, secure test materials, audit trails, trained
administrators, documented correction procedures, and independent review.

Test coaching is another concern. Familiarity with question formats may improve performance even
when the underlying ability has not changed substantially. Practice effects do not necessarily make a
test useless, but test developers and users should determine whether repeated exposure changes the
meaning of the score.

Integrity Testing
When an organization wants to evaluate characteristics related to honesty, dependability, and
counterproductive workplace behavior, it may use an integrity test. An integrity test is a specialized
form of employment assessment designed to estimate the likelihood that an applicant will act
honestly, follow rules, and behave dependably.

Integrity tests may address attitudes toward theft, rule violations, absenteeism, dishonesty,
workplace violence, sabotage, or other harmful conduct. OPM explains that low integrity is associated
with counterproductive behaviors including theft, disciplinary difficulties, absenteeism, violence, and
sabotage (OPM, n.d.-c).

There are two broad approaches to integrity testing. Overt integrity tests ask relatively direct
questions about attitudes toward theft, dishonest behavior, rule-breaking, and previous conduct.
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Personality-based integrity tests measure broader traits associated with dependability,
conscientiousness, emotional stability, or social responsibility.

Advantages of Integrity Tests
Integrity tests may help an organization screen applicants for positions in which trust is especially
important. Examples include roles involving money, confidential information, vulnerable clients,
valuable property, public safety, or independent work.

When properly validated, an integrity assessment can add useful information to interviews,
background checks, and other selection methods. It may help an employer reduce theft, absenteeism,
policy violations, and other counterproductive behavior.

Integrity tests can also apply a consistent process to all applicants. An unstructured interview may
allow one interviewer to question an applicant aggressively while treating another applicant more
favorably. A standardized integrity assessment can reduce some forms of inconsistency.

Privacy and Ethical Concerns
The original discussion correctly recognizes that integrity testing may interfere with or intrude upon
an individual’s privacy. Applicants may feel uncomfortable answering questions about personal
beliefs, past behavior, or moral judgment. A test may become inappropriate when it requests
information that is unnecessarily personal or unrelated to the job.

Employers should therefore use only questions that have a clear employment purpose. Test results
should be kept confidential and made available only to authorized individuals. Applicants should be
informed about the general purpose of the assessment, the way their information will be handled, and
any available procedure for requesting an accommodation.

Integrity tests should not be treated as infallible lie detectors. A low score does not prove that a
person has stolen or will engage in misconduct. Similarly, a high score does not guarantee perfect
honesty. The score is a prediction containing uncertainty and should normally be considered
alongside other relevant evidence.

Interest Assessment
Another important form of assessment measures occupational interests. Interest assessment
examines the activities, subjects, environments, and tasks that a person likes or dislikes. It may also
explore leisure activities and preferences because these can reveal patterns relevant to career
exploration.
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Interest inventories can help determine whether an individual may find particular work environments
engaging or satisfying. A person who enjoys investigating scientific problems, for instance, may be
interested in different occupations from someone who prefers persuasive selling, artistic expression,
practical construction, or direct social assistance.

Interest does not equal ability. A person may be interested in medicine but still require extensive
education and science preparation. Another person may possess strong numerical ability but dislike
work centered on calculations. For this reason, career decisions are strongest when they consider
both interests and abilities.

The Strong Interest Inventory
One tool that facilitates interest assessment is the Strong Interest Inventory. It is used in educational
counseling, career planning, coaching, and professional development. The instrument compares an
individual’s reported interests with patterns connected to educational fields, occupations, and work
activities.

The Strong Interest Inventory is based partly on six broad occupational-interest themes commonly
expressed through the letters RIASEC:

Realistic: Practical, technical, physical, mechanical, or outdoor activities.
Investigative: Scientific inquiry, analysis, research, and problem-solving.
Artistic: Creative, expressive, literary, musical, or design activities.
Social: Teaching, counseling, helping, and serving others.
Enterprising: Persuading, leading, managing, selling, and influencing.
Conventional: Organizing information, following systems, managing records, and completing
structured tasks.

The Strong assessment is intended to help people identify interests and connect them with possible
career and educational paths. It is a career-exploration tool rather than a test that should determine
whether an applicant is capable or incapable of performing a job.

The U.S. Department of Labor also provides the O*NET Interest Profiler, which helps individuals
identify work-related interests and explore matching occupations. The profiler asks users to consider
how much they would enjoy different work activities and then connects their patterns of interest to
career possibilities.

Advantages of Interest Inventories
Interest assessments can:

Encourage self-reflection.
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Help students explore educational majors.
Identify careers that a person may not have considered.
Support career changes.
Improve discussions between counselors and clients.
Help employees consider professional-development opportunities.

Limitations of Interest Inventories
An interest inventory should not be used as though it produces a final career decision. Interests can
change as people gain experience or encounter new opportunities. Results may also be influenced by
limited knowledge of occupations.

A student may report little interest in engineering, for example, because the student has never
observed what engineers actually do. Career counseling should therefore combine test results with
occupational research, interviews, work experience, education requirements, and personal
circumstances.

Interest measures should also not be used automatically to reject applicants. An applicant’s current
interests may influence satisfaction, but employers must still establish that a selection method is job-
related, valid, and appropriate for its intended use.

Comparison of the Assessment Tools

Assessment tool Main characteristic
measured

Common purpose Important limitation

Aptitude test Capacity in areas such as
reasoning, verbal ability,
numerical ability, or spatial
processing

Selection,
placement, training,
and vocational
guidance

Scores may be
influenced by language,
disability, anxiety,
coaching, and testing
conditions

GATB or related
ability profiling

Pattern of work-related
abilities

Historically used in
vocational guidance
and employment
services

It measures abilities, not
personality, and
historical norms or
methods may require
review
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Assessment tool Main characteristic
measured

Common purpose Important limitation

Integrity test Honesty, dependability,
conscientiousness, and risk
of counterproductive
behavior

Employment
screening

May create privacy
concerns and cannot
prove future misconduct

Strong Interest
Inventory

Occupational and
educational interests

Career counseling
and development

Measures interests rather
than competence

O*NET Interest
Profiler

Preferences for different
work activities

Career exploration Results should be
combined with ability,
values, training, and
labor-market information

Personality
assessment

Motivations, preferences,
emotional tendencies, and
interaction style

Selection,
development,
coaching, or team
building

Must be job-related and
should not be treated as
a clinical diagnosis

Factors of Utility and Utility Analysis
Psychometric soundness is one of the principal elements of test utility. It refers mainly to whether a
test produces sufficiently reliable scores and whether evidence supports the intended interpretation
and use of those scores. However, psychometric quality is only one part of utility.

Utility analysis examines whether the benefits of using an assessment outweigh its financial,
operational, ethical, and social costs. A test may possess acceptable reliability and validity but still
have low practical utility when it is prohibitively expensive, difficult to administer, legally risky, or
strongly rejected by applicants.

The main factors affecting test utility include the following.

Reliability
Reliability concerns the consistency and precision of scores. If the same characteristic is measured
under comparable conditions, the results should be reasonably stable.
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Different forms of reliability may be relevant. Test-retest reliability evaluates stability over time.
Internal-consistency reliability examines whether items intended to measure the same characteristic
are sufficiently related. Inter-rater reliability considers whether different evaluators produce similar
judgments.

Reliability does not prove validity. A test may produce highly consistent results while measuring the
wrong characteristic. Nevertheless, unreliable scores place a limit on the quality of decisions that can
be made from them.

Validity
Validity concerns the evidence supporting a proposed interpretation and use of test scores. In
employment assessment, a valid procedure should measure characteristics related to the job or
predict an important outcome such as performance, training success, safety, or retention.

The Equal Employment Opportunity Commission explains that employers may use tests and selection
procedures, but those procedures must comply with federal antidiscrimination law. When a procedure
creates adverse impact, the employer may need to show that it is job-related and consistent with
business necessity (Equal Employment Opportunity Commission [EEOC], 2007).

Validity is not a permanent label attached to a test. Evidence must support the test’s use for a
particular purpose, population, and context. A measure validated for experienced accountants should
not automatically be assumed valid for nurses, teachers, mechanics, or students.

Job Relevance
An assessment should measure competencies identified through job analysis. Questions should reflect
the work rather than unrelated personal qualities. Job relevance strengthens validity, applicant
acceptance, and legal defensibility.

A physical-strength test might be relevant for work requiring frequent lifting, but it would be difficult
to justify for a position that involves only desk-based tasks. Likewise, a complex numerical reasoning
test may have little value for a job that rarely involves numerical decisions.

Costs
Utility analysis includes direct and indirect costs. Direct costs may include purchasing tests, licensing
software, paying test administrators, training evaluators, providing facilities, and hiring consultants.

Indirect costs include the time applicants and employees spend completing the assessment, delays in
recruitment, appeals, data storage, technical support, and the loss of qualified applicants who
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abandon an unnecessarily difficult process.

Benefits
The benefits of an assessment may include better job performance, reduced turnover, fewer
accidents, lower theft, improved training success, more accurate placement, and fairer decision-
making.

The economic benefit depends partly on the value of improved performance. A small improvement in
selection accuracy may have substantial value when an organization hires hundreds of employees for
positions in which performance differences are financially significant.

Selection Ratio
The selection ratio is the proportion of applicants who will be hired. When an organization has many
qualified applicants for relatively few positions, a valid assessment may offer greater utility because it
helps distinguish among candidates.

When almost everyone who applies will be selected, the test may have less opportunity to improve
the final decision. In that situation, the cost of extensive testing may exceed its benefit.

Base Rate of Success
The base rate refers to the proportion of employees who would perform successfully without the new
assessment. If an existing process already identifies successful employees with great accuracy, a new
test may add little utility.

If the current system frequently selects poor performers, a valid assessment may produce a larger
improvement.

Number of People Assessed and Selected
The value of a selection test increases when it is used appropriately across a large number of
decisions. Developing an expensive customized assessment may not be practical for one vacancy, but
it may be worthwhile for an organization that recruits thousands of employees.
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Expected Employment Duration
Utility is affected by the length of time selected employees remain in the organization. Improving
selection has greater long-term value when employees remain for several years. If most employees
leave after a few weeks, even an accurate selection tool may produce limited benefit unless it also
helps predict retention.

Fairness and Adverse Impact
A test may be harmful when it unnecessarily disadvantages people based on race, sex, disability, age,
national origin, religion, or another legally protected characteristic.

Differences in average group scores do not automatically prove that a test is invalid. However,
adverse impact requires careful investigation. Organizations should consider whether the assessment
is job-related, whether appropriate accommodations are available, and whether another equally valid
procedure could achieve the same purpose with less harmful impact.

Applicant Reactions
Applicants are more likely to accept an assessment when it appears relevant, respectful,
understandable, and fairly administered. A procedure that seems invasive or unrelated to the job can
damage the organization’s reputation and cause qualified candidates to withdraw.

Fair treatment also includes explaining the process, providing clear instructions, protecting
confidentiality, and offering reasonable accommodations where required.

Practicality
A test must be suitable for the actual environment. An assessment that requires expensive
equipment, several hours of administration, or highly specialized scoring may be impractical for a
small organization.

Practicality also involves scheduling, test security, administration time, scoring speed, and the
availability of qualified professionals to interpret results.

Determining Whether the Tests Are Adequate
For the tests described above to be considered competent and adequate, they must meet their
intended goals and objectives. A clear criterion should be established before the assessment is
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selected.

A test is not adequate merely because it is popular or computerized. The following questions should
be considered:

What decision will the test support?1.
What characteristic is it intended to measure?2.
Is that characteristic relevant to the educational or employment objective?3.
Are the scores sufficiently reliable?4.
Is there validity evidence for the intended interpretation?5.
Is the instrument suitable for the target population?6.
Does the test produce unfair adverse impact?7.
Are reasonable accommodations available?8.
Are test administrators and interpreters properly trained?9.
Are the costs justified by the expected benefits?10.
Are scores and personal information protected?11.
Does the assessment add useful information beyond existing procedures?12.

An adequate test should help solve the problem at hand. For example, if an employer needs to
identify whether applicants can perform a technical task immediately, a work-sample or job-
knowledge test may provide greater utility than a general personality measure. Work samples require
candidates to perform activities similar to those they would complete on the job, making the
relationship between the assessment and the work visible to applicants (OPM, n.d.-d).

No test should be used as the only source of information when the decision has major consequences.
Combining methods may provide a more complete view. An organization might use a structured
interview, work sample, job-knowledge test, and reference check rather than allowing one score to
determine the entire outcome.

How Computerized Assessment Could Be
Incorporated
With the numerous technological innovations that have occurred, many computer applications are
now available to facilitate assessment. Computerized testing can be incorporated into aptitude
assessment, personality measurement, integrity testing, interest inventories, job-knowledge
examinations, structured interviews, and work simulations.

Computerized assessment may make the process easier in several ways. It can provide standardized
instructions, immediate scoring, automatic recordkeeping, randomization of items, remote
administration, and rapid reporting. It can also support computer-adaptive testing, in which the
difficulty of later questions changes according to the examinee’s earlier responses.
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Large organizations may benefit from the ability to assess applicants in different locations without
arranging a physical testing room for everyone. Automated scoring can reduce arithmetic and data-
entry errors. OPM notes that some automated scoring approaches offer immediate results, greater
consistency, and the capacity to process high volumes of assessments (OPM, n.d.-e).

However, computerized tests are not automatically more accurate than manually administered
assessments. Their accuracy still depends on reliability, validity, job relevance, scoring quality, and
proper use. Technology changes the delivery method; it does not remove the need for professional
standards.

Accessibility
Computerized assessments must be accessible to individuals with disabilities. Users may require
screen readers, enlarged text, captions, additional time, keyboard alternatives, or other reasonable
accommodations.

Employers should also consider whether candidates have reliable internet connections, suitable
devices, quiet testing locations, and sufficient technological familiarity. Otherwise, the assessment
may measure access to technology rather than the characteristic it was intended to evaluate.

Security
Online testing creates risks involving identity verification, unauthorized assistance, copying of
questions, data breaches, and score manipulation. Security procedures may include authentication,
secure browsers, randomized items, time limits, proctoring, encryption, access controls, and audit
logs.

These measures should be proportional to the risk. Excessively intrusive surveillance may create
privacy concerns and harm applicant trust.

Artificial Intelligence
Some computerized assessment systems now use artificial intelligence to score written responses,
analyze interviews, recommend candidates, or identify behavioral patterns. These systems may
improve efficiency, but they require careful evaluation.

The Society for Industrial and Organizational Psychology states that AI-based assessments should
meet the same basic standards applied to traditional selection procedures. Their scores should predict
relevant outcomes accurately, be evaluated for fairness, be documented, and be available for
appropriate auditing (Society for Industrial and Organizational Psychology [SIOP], 2023).
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Automated systems may discriminate unintentionally when their training data, scoring rules, or
design features disadvantage certain groups. The U.S. Department of Justice warns that algorithmic
hiring tools may violate disability law when they screen out qualified applicants with disabilities or fail
to provide appropriate accommodations (U.S. Department of Justice, 2022).

Therefore, a human decision-maker should not assume that a computerized recommendation is
objective simply because it was produced by software. Organizations remain responsible for
understanding, validating, monitoring, and documenting the tools they use.

Recommendations for Responsible Test Use
Organizations and educational institutions should take several steps to increase test utility:

Begin with a clear assessment objective.
Conduct a job or needs analysis.
Select tests that measure relevant characteristics.
Review reliability and validity evidence.
Use trained administrators and interpreters.
Protect test security and personal information.
Provide reasonable accommodations.
Monitor adverse impact and applicant reactions.
Combine test scores with other appropriate information.
Review the assessment program regularly.
Calculate whether the benefits justify the costs.
Avoid using interest or personality scores as rigid labels.
Document the reasons for all important assessment decisions.

A test should support professional judgment rather than replace it. The purpose of assessment is to
improve decisions, not to create an appearance of scientific certainty.

Conclusion
Assessment testing often begins with a referral from a teacher, counselor, human resource
professional, manager, or another responsible person. The results may be used for selection,
placement, promotion, training, or career development. Because these decisions can have major
effects on people’s education and employment, assessment tools must be chosen and used carefully.

The General Aptitude Test Battery was historically used to measure work-related abilities and support
vocational guidance. Contrary to the original description, it was not designed primarily to measure
personality. Aptitude, personality, integrity, and interest are separate characteristics, although each
may contribute useful information to career or employment decisions.
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Integrity tests attempt to predict honesty, dependability, and counterproductive workplace behavior.
They may help organizations screen applicants, but they also raise privacy and fairness concerns.
Interest inventories such as the Strong Interest Inventory and O*NET Interest Profiler examine likes,
dislikes, activities, and occupational preferences. They are valuable for career exploration but should
not be treated as proof of competence.

Psychometric soundness is a major factor in test utility. Reliable and valid scores are necessary, but
utility also depends on job relevance, cost, expected benefit, selection ratio, base rate, fairness,
applicant reactions, practicality, security, and legal compliance.

A test is adequate when it meets the objective for which it was selected, provides meaningful
information, and contributes to solving the problem at hand. No assessment should be considered
adequate merely because it is widely used or technologically advanced.

Computerized assessment can improve speed, consistency, access, and recordkeeping. However,
computerized and AI-based tools must still satisfy professional requirements for validity, reliability,
fairness, accessibility, privacy, and security.

Ultimately, the utility of a test depends less on the appearance of the instrument than on the quality
of the decisions made from it. Responsible assessment combines sound measurement, clear
objectives, ethical practice, legal compliance, and careful human judgment.
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