Introduction to Psychological Assessment

STUDY UNIT 1
Tools are available to make it possible for us to assess (measure) human behaviour. Various names are used to refer to these tools; tests, measures, assessment measures, instruments, scales, procedures, and techniques. 

Psychometrics refers to the systematic and scientific way in which psychological measures are developed and the technical measurement standards (e.g. reliability and variability) required of measures. 

Psychological assessment is a process-orientated activity aimed at gathering a wide array of information by using psychological assessment measures (tests) and information from many other sources (e.g. interviews, a person's history, collateral sources).  We then evaluate and integrate all this information to reach a conclusion or to make a decision. 
TESTING (I.E. THE USE OF TESTS AND MEASURES), WHICH INVOLVES THE MEASUREMENT OF BEHAVIOUR, IS ONE OF THE KEY ELEMENTS OF THE MUCH BROADER EVALUATIVE PROCESS KNOWN AS PSYCHOLOGICAL ASSESSMENT. 

Characteristics of assessment measures
· Specific domains of functioning (e.g. intellectual ability, personality, organisational climate) are sampled by assessment measures. From these samples, inferences can be made about normal and abnormal behaviour. 
· Assessment measures are administered under carefully controlled (standardised) conditions.
· Systematic methods are applied to score or evaluate assessment protocols. 
· Guidelines are available to understand and interpret the results of an assessment measure. Such guidelines may make provision for the comparison of an individual's performance to that of an appropriate norm group or criterion (e.g. competency profile for a job), or may outline how to use test scores for more qualitative classification purposes (e.g. into personality types or diagnostic categories).
· Assessment measures should be supported by evidence that they are valid and reliable for the intended purpose. (This evidence is usually provided in the form of a technical test manual.)
· The appropriateness of an assessment measure for an individual, group, or organisation from another context, culture, or society, cannot be assumed without an investigation into possible test bias (i.e. whether a measure is differentially valid for different subgroups). 
· Assessment measures may vary in terms of:
· How they are administered 
· Whether time limits are imposed. In a speed measure, there is a large number of fairly easy items of a similar level of difficulty. These need to be completed within a certain time limit. In power measures time limits are not imposed. However, the items in a power measure get progressively more difficult
· How they are scored
· How they are normed (e.g. by using a comparison group or a criterion)
· What their intended purpose is (e.g screening versus diagnostic, competency-based testing)
· The nature of the items (e.g. verbal items, performance tasks)
· The response required by the test-taker  
· The content areas that they tap (e.g. ability or personality related)
NB!! Test results represent only one source of information in the assessment process. We need to recognise the approximate nature of assessment (test) results. 

The assessment process

The assessment process is (multidimensional) in nature. It entails gathering and synthesising information as a means of describing and understanding functioning. 
TABLE 1.1 Multidimensional information-gathering

	SOURCES OF INFOR
	EXAMPLES

	Multiple measures
	Different types of assessment measures such as norm-based and criterion-referenced tests, interviews, behavioural observation, rating scales, and ecologically-based measures that describe the social or occupational context of individual should be used.

	Multiple domains
	The following could be assessed, for example: attention; motor, cognitive, language-related, non-verbal, and personality-related functioning; scholastic achievement; and job performance. 

	Multiple sources
	Consult with other professionals, teachers, parents, extended family, and employers

	Multiple settings
	Assessment should take place in a variety of settings (e.g. home, school, work, consulting rooms) and social arrangements (e.g. one-to-one, with peers, with parents) to get as broad a perspective as possible of a person's functioning and the factors that influence it.

	Multiple occasions
	For assessment to be relevant, valid and accurate, patterns of functioning have to be identified over a long period of time.


ENSURING FAIR AND EQUITABLE TESTING AND ASSESSMENT

Much of the controversy about testing and assessment is related to bias and fairness. 

Bias is a statistical concept and can be investigated in an objective and scientific manner. 

Fairness is a value judgement and what is considered fair may differ from one person to the next. 

Professional and ethical guidelines can be followed to ensure that measures are constructed according to accepted scientific psychometric principles:

· the first step in the decision-making process is a thorough job analysis - to know exactly what the job entails and what qualities, characteristics, qualification, and experience are required to be successful in the job

· it is important to also list specific requirements that are often not stated, but only come out when certain candidates can NOT be considered for a particular position
· the next step includes fair procedures for decision-making. This entails well thought through and justifiable procedures for job description, advertisements and all further steps incorporated in the decision-making process

· Evaluate and justify (minimum) requirements in formal education, prior learning, relevant experience, training, skills and knowledge
· decide which testing and/or assessment or measurement techniques are suitable to use for the specific job application

· use scientific, professional and ethical guidelines in evaluating the procedures to be used
· monitor outcomes for fairness and adverse impact
· take steps to ensure equity and fairness for future opportunities

THE EMPLOYMENT EQUITY ACT
The employment equity act was passed in an attempt to regulate activities in the work context. Psychological testing and other similar assessments are mentioned specifically in the Act. 
The Employment Equity Act states that the purpose of the act is to achieve equity in the workplace by:

a) promoting equal opportunity and fair treatment in employment through the elimination of unfair discrimination; and

b) implementing affirmative action measures to redress the disadvantages in employment experienced by designated groups

With regard to psychological testing and other similar assessments, the EEA 55 of 1998 states that:

Psychological testing and other similar assessments of an employee are prohibited unless the test or assessment being used:

a) has been scientifically shown to be valid and reliable;

b) can be applied fairly to all employees; and

c) is not biased against any employee or group.

In industry, we can use a single test, or combine various tests in a test battery if more information is required for our purposes. 

TEST DEVELOPMENT IN SOUTH AFRICA

· Psychological assessment in SA developed in an environment characterized by the unequal distribution of resources based on racial categories. The development of psychological assessment reflected the racially segregated society in which it evolved.
· the earliest psychological measures were standardised only for whites and were used by the Education Department to place white pupils in special education (the early measures were usually adaptations of the Stanford-Binet)

· in the early development and use of psychological measures in SA, some important trends can be identified:

· the focus on standardising measure for whites only

· the misuse of measures by administering measures standardised for one group to another group without investigating whether or not the measures might be biased and inappropriate for the other group

· the misuse of test results to reach conclusions about differences between groups without considering the impact of socio-economic, environmental and educational factors on test performance.

· After World War II, there was an urgent need to identify the occupational suitability of large numbers of blacks who had received very little formal education. The General Adaptability Battery (GAB) was constructed, whereby test takers were familiarized with the concepts required to solve the test problems, and were asked to complete practise examples (the GAB was predominantly used for a preliterate black population, speaking a number of dialects and languages).
· In the USA testing came to be seen as one of the most important function of psychologists. In the 1970's important legislation was tabled in SA that restricted the use of psychological assessment measures to psychologists only

The Employment Equity Act: 

· Historically, individuals were not legally protected against any form of discrimination. However, with the adoption of the new Constitution and Labour Relations Act (LRA), worker unions and individuals now have the support of legislation that specifically forbids any discriminatory practises in the workplace and includes protection for applicants as they have all the rights of current employees in this regard
· To ensure that discrimination is addressed within the testing arena, the EEA refers to psychological tests and assessment and states that:


Psychological testing and other similar forms or assessment of an employee are 
prohibited unless the test or assessment being used:

i. has been scientifically shown to be valid and reliable
ii. can be applied fairly to all employees

iii. is not biased against any employee or group

· The EEA has major implications for assessment practitioners in SA because many of the measures currently in use (whether imported from the USA and Europe, or developed locally) have not been investigated for bias and have not been cross-culturally validated. 

TOPIC 3

TECHNICAL AND METHODOLOGICAL PRINCIPLES

PROPERTIES OF MEASUREMENT
There are three properties that enable us to distinguish between different scales of measurement: magnitude, equal intervals, and absolute zero
Magnitude

Magnitude is the property of "moreness". A scale has the property of magnitude if we can say that one attribute is more than, less than or equal to another attribute. 

Example: height has the property of magnitude. We can say that one person is taller or shorter than another, but we cannot say that a rugby player whose jersey displays a higher number on the back is more important than a player with a lower number. 

 Equal intervals 
A scale possesses the property of equal intervals if there is a uniform difference between all points on that scale. 
Example: if we take the example of length, this would mean that the difference between 6 and 8 cm is the same as the difference between 10 and 12cm 

There is evidence that a psychological test rarely has the property of equal intervals. The difference between IQ's of 50 and 55 does not mean the same thing as the difference between 105 and 110. 

Absolute zero

Absolute 0 is obtained when there is absolutely nothing of the attribute being measured. 
Example: if we take the example of length, 0cm means that there is no distance. So length possesses the property of absolute 0. If we measure wind velocity and get a reading of 0, we would say that there is no wind blowing at all. 
If we measure verbal ability on a scale of 0 to 10, we can hardly say that a 0 score means that the person has no verbal aptitude at all. 
TYPES OF MEASUREMENTS

Nominal scales

Nominal scales do not have any of the properties of measurement scales. The numbers are used ONLY to label or identify items or variables. Nominal scales are often used to categorise individuals. 

Example: Gender

1 = Male and 2 = female or 1 = female and 2 = male
For gender we would use 2 categories, whereas for home languages in SA, we would use 11 categories. 

Ordinal scales 

These scales order people, objects or events. They have the property of magnitude ONLY. 
Example: Achievement position

In sports such as athletics, the winner is ranked 1, the second person 2, etc. The numeric value indicates the rank position, but does not indicate the magnitude of difference between them. 
A psychological test example would be IQ tests. This is because they have the property of magnitude, but not the property of equal intervals (the difference between an IQ of 75 and 90 does not have the same meaning as the difference between an IQ of 115 and 130) and absolute zero (there is no such thing as no intelligence). 

Interval scales

Interval scales have the property of magnitude and equal intervals. This means that the size of the differences between values can be interpreted. 
Example: Temperature

Magnitude of 30 degrees is warmer than 25 degrees. Equal intervals: the difference between 4 degrees and 10 degrees is the same as the difference between 30 degrees and 36 degrees. 

Ratio Scales

Measurement scales that have all three properties (magnitude, equal intervals and absolute zero are ratio scales. They have true zero points and ratios are meaningful. 

Example: speed

The point where there is no speed at all, is 0km/h. Driving at 120km/h is twice the speed of 60km/h. 

NOTE: NONE of the characteristics measured on psychometric tests  or questionnaires have a true zero point.

	
	PROPERTY

	TYPE OF SCALE
	MAGNITUDE            EQUAL INTERVAL            ABSOLUTE 0

	Nominal
	NO                                       NO                                 NO

	Ordinal
	YES                                      NO                                 NO

	Interval
	YES                                      YES                                YES

	Ratio
	YES                                      YES                                 YES


BASIC STATISTICAL CONCEPTS

· Frequency distributions

· measures of central tendency

· measures of variability

· correlation and regression

Regression has to do with prediction:

· Initially, information is gathered about two variables
· these scores can be plotted in a scatter diagram and the correlation between the two variables can be determined 

· if there is a high positive correlation between a test and a criterion, the test score can be used to predict the criterion score

· these predictions are obtained from the regression line, which is the best fitting straight (linear) line through the data points in a scatter diagram. 
· regression always involves one criterion variable. 
· Simple regression implies that you have only one predictor variable, while multiple regression has two or more predictor variables. 

NORMS

Types of test norms:
i. Developmental scales:

· Mental age scales: a so-called basal age is computed, i.e. the highest age at and below which a measure is passed. The development of a child with a mental age of 10 years corresponds to the mental development of the average 10-year old child, no matter what his/her chronological age is. 
· Grade equivalents: scores on educational achievement measures are often interpreted in terms of grade equivalents. A pupil's grade value, for example, is described as equivalent to 7th grade performance in arithmetic, 8th grade in spelling, and 5th grade in reading

ii. Percentiles 


A percentile is the percentage of people in a normative standardisation sample who fall below a given raw score. If an individual obtains a percentile score of 70, it means that 70% of the normative population obtained a raw score lower than the individual. The 50th percentile corresponds to the median, the 25th percentile and 75th percentiles are known as the first (Q1) and third (Q3) quartiles respectively. 

Percentiles should not be confused with percentages. Percentages are raw scores expressed in terms of percentage correct answers, while percentiles are derived scores, expressed in terms of percentage of persons surpassing a specific raw score. 
iii. Standard scores 

Standard scores can be classified as z-scores. A z-score expresses an individual's distance from the mean in terms of standard deviation units. Positive z-scores indicate above average performance, and negative z-scores below average performance.

McCall's T-score: to eliminate negative values, a transformation to a more 
convenient standard scale is done using McCall's T-score, where the mean is equal to 50 and the standard deviation is 10.

Stanine scale: The stanine scale has a range from 1 (low) to 9 (high), a mean of 5, and a standard deviation of 1.96. The normal distribution curve percentages fall into each of the nine categories.
Sten scale: The rationale for the sten scale is that it consists of 10 scale units. The 
mean is 5.5 and the standard deviation is 2. The normal distribution curve 
percentages fall into each of the ten categories.
The deviation IQ scale: this scale is a normalised standard score with a mean of 100 and a standard deviation of 15. (Example: Intelligence measures)
A. RELIABILITY

The EEA requires that any selection instrument must be reliable. Reliability is linked to measures of variability and correlation. 
What is reliability?

Reliability of a measure refers to the consistency with which it measures whatever it measures. 

Reliability refers to the extent to which a measuring instrument is stable and consistent. The essence of reliability is repeatability. If an instrument is administered over and over again, will is assume the same results?

Statistical concept: the correlation coefficient

The reliability of a test is expressed by means of the reliability coefficient, which is a correlation coefficient. Huysamen states that reliability coefficients should be 0,85 or higher if tests are used to make decisions about individuals.
Types or reliability 

1. Test-retest reliability
· To determine the reliability of a measure, one can administer it twice to the same group of test-takers. 
· The reliability coefficient in this case is the correlation between the scores obtained on the first (T1) and second (T2) application of the measure.
· This coefficient is called the coefficient of stability. 
· The drawback of this technique is that the testing circumstances may be different for both the test-taker (fatigue, illness, etc) and the physical environment (different weather, noises, etc) which may contribute to systematic error variance. Transfer effects (such as practise and memory) might play a role on the second testing occasion. 

2.
Alternate-form reliability

· In this method two equivalent forms of the same measure are 
administered to the same group on two different occasions. 
· the correlation obtained between the two sets of scores represents the 
reliability coefficient (also known as the coefficient of equivalence) 
· the two measures MUST have the same number of items, the scoring 
procedure must be exactly the same, etc
· this technique is expensive and time-consuming
3.
Split-half reliability

· This type of reliability coefficient is obtained by splitting the 
measure into two equivalent halves (after a single administration of 
the test) and computing the correlation coefficient between the two 
sets of scores. 
· this coefficient is also called a coefficient of internal consistency

· The most common approach to split the measure is to separate scores 
on the odd and even item numbers of the measure
4.
Inter-item consistency

· Another coefficient of internal consistency, which is based on the consistency of responses to all items in the measure (or inter-item consistency), is obtained using the Kuder-Richardson method. 

5.
Inter-scorer (rater) reliability

· Examiner variance is a possible source of error variance.
· Inter-scorer (or inter-rater) reliability can be determined by having all the test-takers' test protocols scored by two assessment practitioners
· the correlation coefficient between these two sets of scores 
reflects the inter-scorer reliability coefficient. 
6.
Intra-scorer (rater) reliability

· Whereas inter-scorer reliability refers to the consistency of 
ratings 
between raters, the intra-scorer reliability coefficient refers to the 
consistency of ratings for a single rater. 
· Repeated ratings or scores by the same rater would give an 
indication of 
the degree of error variance between such ratings for that particular rater. 
Factors affecting reliability 

Speed plays a role in determining test scores and can therefore affect the reliability of the test. The variability and composition of samples could also affect the reliability of a test. 
Systematic error or non-sampling errors are attributable to some systematic error in the execution of the research design (or in the application of the measure). 

Systematic error or measurement bias is present where the results show a persistent tendency to deviate in a particular direction from the population parameter. 

Systematic error or non-sampling errors originate from two broad sources: respondent error and administrative error. 

1. Respondent error

2. Non-response errors/self-selection bias: this occurs when respondents 
do not 
fully complete their tests or assessments. 
3. Response bias: this occurs when respondents decide to systematically 
respond in a set or fixed manner to the item or question. 
4. Extremity bias - a type of bias when a respondent responds either very 
positively or very negatively to a particular question. 
5. Stringency or leniency bias: this is a type of bias encountered when 
assessors are used to generate scores. These assessors can be either 
very strict or lenient. 
6. Acquiescence bias: this occurs when a respondent is in agreement with 
all questions he/she is asked about. 
7. Halo effect: occurs when respondents are systematically influenced by 
favourable or unfavourable attributes of the objects that they rate or 
assess. (Raters would rate the subjects that they like more positively). 
8. Social Desirability bias: occurs when the respondent reacts in a manner 
which is socially desirable or acceptable. The respondent wishes to 
create a favourable impression of him.  
9. Purposive falsification: falsification occurs when respondents purposefully misrepresent facts or deliberately provide factually incorrect responses. 
10. Unconscious misrepresentation: Misrepresentation is NOT on purpose. People may not have factually correct information; or cannot recall correct information. 
Some intra-individual factors that affect reliability are the following:

· Whether a measure is speeded: Test-retest and equivalent form reliability are appropriate for speed measures
· Variability in individual scores: Any correlation is affected by the range of the individual differences in the group. A scatter plot may show a strong or moderate positive correlation for the total group, while the correlation for the smaller subgroup is close to zero. This phenomenon is known as restricted range of scores. 
· Ability level: it is desirable to compute reliability coefficients separately for homogenous subgroups, such as gender, age, occupation, etc. 
STANDARD ERROR OF MEASUREMENT

· An alternative way of expressing test reliability is through the standard error of measurement (SEM). 
· SEM can be used to interpret individual test scores in terms of the reasonable limits within which they are likely to vary as a function of measurement error. 
· SEM can be interpreted in terms of the normal distribution frequencies (if for example, SEM = 4, the chances are 68% that a person's true score on the test will be 4 points on either side of his/her measured score. s
RELIABILITY AND MASTERY TESTING

In mastery testing or criterion-referenced assessment, there is little variability of scores among testees. Mastery measures try to differentiate between people who have mastered certain skills and knowledge for a specific job or training programme and those who have not. The usual correlation procedures for determining reliability are therefore inappropriate. 
B. VALIDITY

NOTE: The EEA requires that any selection instrument must be valid. 
DEFINITION: VALIDITY

The validity of a measure concerns what the test measures and how well it does so. A psychological measure is valid for a specific purpose (i.e. it has a high or low validity for that specific purpose).  
Validity is always the interaction of both the purpose of the instrument and the sample (an instrument may yield valid scores for a sample from the norm group, but may yield invalid scores from a different sample and population. 

TYPES OF TEST VALIDATION PROCEDURES 
There are three types of test validation procedures: Content-description procedures, criterion-prediction procedures and construct-identification procedures.
i. Content-description procedures





a) Content validity: Content validity, is the estimate of how much a measure 



represents every single element of a construct (i.e. does the content of the test 



fully cover the important areas of the domain being assessed) 
· It is a non-statistical type of validity and refers to a specific procedure in 
constructing a psychological measure
· A frequently used procedure to ensure high content validity is the use of a 
panel of subject experts to evaluate the items during the test construction
 
phase
· Content validity is especially relevant for evaluating achievement, 
educational, and occupational measures. 
· Content validity is usually not the most appropriate aspect of validity to 
establish for aptitude and personality measures (the validation of aptitude 
and personality measures usually requires validation through criterion-
prediction procedures).


b)
Face validity:  it does not refer to what the test measures, but rather to what it 



appears to measure.  Face validity requires a personal judgment, such as asking 



participants whether they thought that a test was well constructed and useful. 
ii. Criterion-prediction procedures 



Criterion-prediction validity: Criterion-prediction validity is a statistical procedure. 


Criterion-related validity involves the calculation of a correlation coefficient between a predictor (or more than one predictor), and an criterion. 



There are 2 different types of criterion-related validity and the distinction between the two can be based on the purpose for which the measure will be used: 

· Concurrent validity: concurrent validity involves the accuracy with which a measure can identify and diagnose the current behavior regarding specific skills or characteristics of an individual. 
· Predictive validity: predictive validity refers to the accuracy with which a measure can predict the future behaviour of an individual.  
· Any psychological measure can be a possible predictor. A criterion is a 
benchmark variable against which scores on a psychological measure are 
compared or evaluated (which can be another psychological measure). 

· Apart from the correlation coefficient, the predictive validity of a measure 
used to select or classify people is also determined by its ability to predict 
their performance on the criterion (e.g. job performance). 

· Criterion contamination: this is the effect of any variable on a criterion 
such that the criterion is no longer a valid measure. Errors and bias have a 
negative affect on the criterion validity.   
· Most commonly used criterion measures:
· Academic achievement: MOST frequently used criteria for the validation of intelligence, aptitude, and personality measures. 
· Job performance: The MOST appropriate criterion measure for the validity of intelligence, special aptitude, and personality measures

· Psychiatric diagnosis: can be used as evidence of test validity for personality measures

· Ratings: ratings by teachers, lecturers, job supervisors, etc are commonly used as criteria. Characteristics such as competency, honesty, integrity, leadership, job performance and many more may be rated. 
· Meta-analysis: is a method of reviewing research literature. It is a statistical integration and analysis of previous findings on a specific topic. 
· Cross-validation: After one administration to a group, it is essential to administer a second, refined version of the measure, compiled after an item analysis to another representative normative sample 
iii)
Construct-identification procedures

The construct validity of a measure is the extent to which it measures the theoretical 
construct or trait that it is supposed to measure. 
· Examples of constructs are: intelligence, verbal ability, spatial perception, eye-hand coordination, and introversion-extroversion. 
· Statistical measures to ascertain whether the measure actually measures what it is supposed to measure:

· Correlation with other tests: A high correlation between a new measure and a similar earlier measure of the SAME construct indicates that the new measure assesses approximately the same construct (or area of behaviour). 
· Factorial validity: statistical technique for analysing the interrelationship of variables. The aim is to determine the underlying structure or dimensions of a set of variables. The factorial validity of a measure refers to the underlying dimensions (factors) tapped by the measure, as determined by the process of factor analysis. 

· Convergent and discriminant validity: A measure demonstrates this when it correlates highly with other variables with which it should theoretically correlate, and correlates minimally with variables from which it should differ. 
· Incremental validity: A measure displays this when it explains numerically additional variance compared to a set of other measures when predicting a dependent variable. 

· Differential validity: A measure possesses differential validity if it succeeds in differentiating or distinguishing between characteristics of individuals, groups or organisations. 
Validity coefficient

· The predictive validity coefficient is a correlation coefficient between one or more predictor variables and a criterion variable. 
· Magnitude of the validity coefficient: A validity coefficient should be high enough to be statistically significant at 0.05 and 0.01 levels. Values of 0.30 and 0.20 are acceptable if the test is used for selection purposes. S
Factors affecting the validity coefficient

· Reliability: The validity of a measure is directly proportional to its reliability. i.e. the reliability of measure has a limiting influence on its validity. The validity of a test can never exceed the square root of its reliability. RELIABILITY DOES NOT IMPLY VALIDITY. 
· Differential impact of subgroups: The validity coefficient must be consistent for subgroups that differ in age, gender, educational level, occupation, or any other characteristic. 
· Sample homogeneity: If scores are very similar, because group members are very similar, we may have a restriction of range case. The wider the range of scores (sample heterogeneity), the higher the validity coefficient. 
· Linear relationship between predictor and criterion: The relationship between predictor and criterion MUST be linear because the Pearson product-moment correlation coefficient is used. 
· Criterion contamination: If the criterion is contaminated it will affect the magnitude of the validity coefficient. 
· Moderator variables: Variables such as age, gender, personality, traits, socio-economic status may affect the validity coefficient if the differences between such groups are significant.   
Standard error of estimation


Standard error of estimation is necessary to predict an individual's exact criterion score, the validity coefficient must be interpreted in term of the standard error of estimation. And the standard error of estimation is interpreted in the same way as the standard deviation. 

Predicting the criterion: regression analysis


If there is a high positive correlation between a measure and a criterion, the test score can be used to predict the criterion score. These predictions are obtained from the regression line which is the best fitting straight line through the data points in a scatter diagram. 
STUDY UNIT 4

DEVELOPING A PSYCHOLOGICAL MEASURE
	PHASE
	SPECIFIC STEPS

	PLANNING
	· Specifying the aim of the measure
· Defining the content of the measure

· Developing the test plan

	ITEM WRITING
	· Writing the items
· Reviewing the items

	ASSEMBLING AND PRE-TESTING EXPERIMENTAL VERSION OF THE MEASURE 
	· Arranging the items
· Finalising the length

· Answer protocols

· Developing administration instructions

· Pre-testing the experimental version of the measure

	ITEM ANALYSIS
	· Determining item difficulty values
· Determining item discrimination values

· Investigating item bias

	REVISING AND STANDARDISING THE FINAL VERSION OF THE MEASURE
	· Revising test and item content 
· Selecting the items for the standardisation version

· Revising and standardising administration and scoring procedures

· Compiling the final version

· Administering the final version to a representative sample of the target population

	TECHNICAL EVALUATION AND ESTABLISHING NORMS
	· Establishing validity and reliability 
· Devising norm tables, setting performance standards or cut-points 

	PUBLISHING AND ONGOING REFINEMENT 
	· Compiling the test manual
· Submitting the measure for classification

· Publishing and marketing the measure
· Ongoing refinement and updating


1 PLANNING PHASE
· Specifying the aim of the measure

The test developer needs to clearly state the following:

· Purpose of the measure
· What attribute, characteristic, or construct it will measure

· Whether the measure will be used for screening purposes or in-depth diagnostic assessment, or for competency-based selection and training purposes

· What types of decisions could be made on the basis of the test scores
· For which population the measure is intended 

· Whether the measure can be individually administered and/or administered in a group

· Whether the measure is paper-based or computer-based; and
· Whether it is a normative measure (where an individual's performance is compared to an external reference or norm group), an ipsative measure (where intra-individual as opposed to inter-individual comparisons are made), or criterion-referenced (where an individual's performance is interpreted with reference to performance standards associated with a clearly specified content or behavioural domain). 

· Defining the content of the measure 

The content of a measure is directly related to the purpose of the measure

· The construct (content domain) needs to be operationally defined. For example, in educational settings, learning outcomes in specific programmes form the basis for defining the constructs to be tapped. In organisational settings, test developers base the operational definition of the construct to be tapped on a job analysis that identifies the competencies needed to perform a job successfully. 
· The purpose for which the measure is developed must be considered. If the measure needs to discriminate between different groups of individuals (e.g. to identify high risk students who need extra attention), information will have to be gathered about the aspects of the construct on which these groups usually differ (this is known as criterion keyring). For example, a construct such as academic aptitude, high risk students find it very difficult to think critically. Therefore, if a measure aims to identify high risk students, items related to critical thinking should be included. 
· Developing the test plan (specifications)

The format of the test needs to be considered. Test format consists of two 
aspects: a stimulus to which a test taker responds and a mechanism for 
response.

Test items provide the stimulus. Common item formats are the following:

· Open-ended questions: no limitations are imposed on the test takes
· Forced-choice items: e.g. multiple choice questions and true or false items. An alternative forced-choice format, ipsative format, the test taker has to choose between two or more attributes, for example do you prefer science or business? 
· Sentence completion items
· Performance-based items: such as where apparatus (e.g. blocks) needs to be manipulated by the test-taker, a scientific experiment performed, or an essay must be written. 

When it comes to the method of responding to an item, there are various 
methods such as the following:

· Objective formats: where there is only one response that is either correct - e.g. multiple choice options - or is perceived to provide evidence of a specific construct - e.g. as in true-false options. 
· Subjective formats: where the test taker responds to questions verbally (e.g. in an interview) or in writing (e.g. to an open-ended or essay type question) and the interpretation of the response depends on the judgement of the assessor. Projective tests such as the 
· Rorschach Inkblot test are an example of a subjective answer format.  
2
ITEM WRITING

· Writing the items


Depending on the type of measure being developed, a few pointers for 
item writing are the following:
· Wording must be clear and concise
· Use language that is appropriate for the target audience

· Avoid using negative expressions and double negatives

· Cover only one central theme in an item

· Avoid ambiguous items

· Vary the positioning of the correct answer in MCQ's

· All distracters for MCQ's should be plausible (i.e. the distracter 
should be as attractive as the correct answer)
· True and false statements should be approximately the same 
length and the number of  true statements should be 
approximately equal to the number of false statement 

· The nature of the content covered should be relevant to the 
purpose of the measure (e.g. you would not expect a personality
 
measure to contain an item asking what the capital of Kenya is.)

· Reviewing the items
· After a pool of items has been developed, it should be submitted to a panel of experts for review and evaluation
3
ASSEMBLING AND PRE-TESTING THE EXPERIMENTAL VERSION OF THE 
MEASURES 
· Arranging the items
· The items needs to be arranged in a logical way in terms of the construct being measured

· Finalising the length
· Although sufficient items have to be included to sample the construct being measured, the time test-takers will need to read items also has to be considered
· Answer protocols
· For paper-based tests, decisions need to be made as to whether items will be completed in the test booklet, or whether a separate answer sheet (protocol) needs to be developed. 
· Developing administration instructions
· Care needs to be taken in developing clear, unambiguous administration instructions for the experimental try-out of the items. 
· Pre-testing the experimental version of the measure
· The measure should be administered to a large sample of approximately 400-500 from the target population. 
· Information should be gathered about which items test-takers generally seemed to find difficult or did not understand

4
ITEM ANALYSIS


The purpose of item analysis is to examine each item to see whether it serves the purpose for which is was designed. 
Item analysis helps us to determine how difficult an item is, whether it discriminates between good and poor performers, whether it is biased against certain groups, and what the shortcomings of an item are.
· Determining item difficulty

· The difficulty of an item (p) is the proportion or percentage of individuals who answer the item correctly
· The higher the percentage of correct responses, the easier the item; the smaller the percentage of correct responses, the more difficult the item
· The difficulty value is closely related to the specific sample of the population to which it was administered. A different sample might yield a different difficulty value
· One of the most useful aspects of the p-value is that it provides a uniform measure of the difficulty of a test item across different domains or dimensions of a measure
· P-value = Number of people who answered item correctly


     Number of people who took the measure

· Determining discriminating power
· Good items consistently measure the same aspect that the total test is measuring. One would expect individuals who do well in the measure as a whole to answer a good item correctly, while those who do poorly on the measure as a whole would answer a good item incorrectly
· The discriminating power of an item can be determined by means of the discrimination index and item-total correlations
· To compute the discrimination index (D), performance on an item is compared between the upper 25 per cent of the sample and the lower 25 per cent of the sample. If the item is a good discriminator, more people in the upper group will answer the item correctly
· An item-total correlation can be performed between the score of an item and performance on the total measure. A positive item correlation indicates that the item discriminates between those who do well and poorly on the measure. An item-total correlation close to zero indicates that the item does not discriminate between high and low total scores and a negative item-total correlation is indicative of an item with poor discriminatory power. Correlations of 0.20 are considered acceptable. 

5
REVISING AND STANDARDISING THE FINAL VERSION OF THE MEASURE

· Revising the items and test
· Items identified as being problematic during the item analysis phase need to be considered and a decision needs to be made for each one regarding whether it should be discarded or revised
· Selecting items for the final version
· The test developer now has a pool of items that has been reviewed by experts on which empirical information regarding item difficulty, discrimination and bias has been obtained. Based on this information, the selection of items for the final measure takes place

· Refining administration instructions and scoring procedures
· Based on the experience and feedback during the pre-testing 
phase, the administration and scoring instructions need to be 
modified 
· Administering the final version
· The final version is now administered to a large, representative sample for the purpose of establishing the psychometric properties (validity and reliability) and norms

6
TECHNICAL EVALUATION AND ESTABLISHING NORMS                
· Establishing validity and reliability 
· The psychometric properties if the measure need to be established

· Establishing norms, setting performance standards or cut-scores
· If a norm-referenced measure is developed, appropriate norms need to be established. 

· An individual's test score has little meaning on its own. However, by comparing it to that of a similar group of people (norm group), the individuals score can be meaningfully interpreted

· If criterion-referenced measures are used, cut-scores or performance standards need to be set to interpret test performance and guide decision-making.

7
PUBLISHING AND ONGOING REFINEMENT                        
· Compiling the test manual   

The test manual should:

· Specify the purpose of the measure 

· Indicate to whom the measure can be administered 

· Provide practical information (such as how long it takes to administer the measure)

· Specify the administration and scoring instructions 

· Outline the test development process followed

· Provide detailed information on the types of validity and reliability information established
· Provide information about the cultural appropriateness of the measure and the extent to which test and item bias has been investigated 
· Provide information about when and how norms were established and norm groups were selected (a detailed description of the normative sample's characteristics must be provided such as gender, age, cultural background, educational background, socio-economic background, status and geographic location).  
· Where appropriate, provide information about how local norms and cut-off scores could be established 
· Indicate how performance on the measure should be interpreted 

· Submitting the measure for classification 
· It is important that a measure be submitted to the Psychometrics Committee of the Professional Board for Psychology. 

· Publishing and marketing the measure      
· Test developers and publishers should take care not to misrepresent any information or to make claims that cannot be substantiated (for example, if the norms for a measure have not been developed for all cultural groups in SA, the promotional material should not claim that the measure can be administered to all South Africans. 

· market the measures to the appropriate target market 
· Promotional material should not provide examples of actual test items or content, as this could invalidate their use if this information were to be released in the popular media. 

· Ongoing revision and refinement          
· Revising a measure largely depends on the content of the measure. When item content dates quickly, more frequent revisions may be necessary 

· A further factor that influences the timing of the revision is the popularity of the measure. The more popular a measure, the more frequently it is researched. 

STUDY UNIT 5
CROSS-CULTURAL TESTING 

The EEA provides guidelines and addresses the cross-cultural aspects of psychological assessment in the South African context. 

Terminology
· Test translation: refers to the process of converting a measure from one language to one or more other languages (e.g. from English to Setswana), while still retaining the original meaning
· Test adaptation: is also based on retaining the original meaning but refers to that process of making a measure more applicable to a specific context while using the same language. In adapted tests, the language remains the same but the words, context, examples, etc are changed to be more relevant and applicable to a specific national, language, and/or cultural group. For example, in a South African adaptation of a test, references to the British pound would be changed to the South African rand. 
REASONS FOR ADAPTING ASSESSMENT MEASURES 
· To enhance fairness by allowing persons to be assessed in the language of their choice
· To reduce costs and save time. It is often cheaper and easier to translate and adapt an existing measure into a second language than to develop a new measure. 
· To facilitate comparative studies between different language and cultural groups
· To compare newly developed measures to existing norms, interpretations and other available information about established and respected measures. 
Important considerations when adapting measures  

1. Administration

It is important for the assessment practitioner to:
· Be familiar with the culture, language, and dialect of the test-taker

· Have adequate administration skills and expertise

· Possess some measurement expertise 

2.
Item format


Item format refers to the type of questions (items) used in any measure, for example, MCQ, true/false or essay questions. In a cross-cultural context it cannot be assumed that all test-takers will be equally familiar with the specific item formats used in the measure. For example, students in SA are more familiar with essay type questions while those in America are more familiar with MCQ. A solution to this problem is to include a balance of different item formats in the measure. 
3.
Time limits


In some cultures it is commonly accepted that the better or brighter students are the ones who complete the tasks first. However, in other cultures, answering questions quickly and blurting out a response is often regarded as rude or impolite. Instead, intellectual ability is associated with thoughtfulness and careful consideration of your response. Consequently, in such cultures the concept of speed is not seen as a significant factor in cognitive ability. Thus measures that have time limits can place some test-takers at a severe disadvantage. The best solution to this problem is to minimize test speed as a factor when assessing test-takers. 
DESIGNS FOR ADAPTING MEASURES
1. Equivalence in cross-cultural comparisons 
· For measures to be equivalent, individuals with the same or similar standing on a construct, such as learners with high mathematical ability, but belonging to different groups, such as Xhosa- and Afrikaans- speaking, should obtain the same or similar scores on the different language versions of the items.   

· If not, the items are said to be biased and the two versions of the measure are NON-EQUIVALENT. 

· To ensure that measures are equivalent, they are adapted using judgemental and/or statistical designs. 

2. Judgemental designs for adapting measures 


Judgemental designs for establishing equivalence of adapted measures are based on the decision by an individual, or group of individuals, on the degree to which the two measures are similar. The common designs used are: Forward-translation designs and back-translation designs. 

a. Forward-translation designs

· In this design, the source version of a measure (referred to as the original language source), is translated into the target language. 
· In one version of this design, a sample of target test-takers answer the target version of the measure and are then questioned by the judges about the meaning of their responses 
· Judges decide if the responses reflect a reasonable representation of the test items in terms of cultural and linguistic understanding
· The main judgement is whether test-takers in the target language perceive the meaning of each item the same way as the source language test-takers. 


b.
Back-translation designs

· In back-translation, the original measure is first translated into the target language by a set of translators, and then translated back into the original language by a different  set of translators. 
· Equivalence is usually assessed by having source language judges check for errors between the original and the back-translated version of the measure. 
· Example, a test is translated from Zulu to Setswana, back-translated in Zulu by different translators, and the two Zulu versions are assessed for equivalence by a group of judges with expertise in Zulu.  
3. Statistical designs for assessing equivalence 


The statistical designs used to assess the equivalence of translated measures are dependent on the characteristics of participants (i.e. monolingual, bilingual, or multilingual speakers) as well as on the version of the translated instrument, that is, original, translated, or back translated. 

1. Bilingual test-takers 

· In this design, both the source and the target versions of the measures are administered to test-takers before comparing the two sets of scores. 
· The advantage of this design is that since the same test-takers take both versions of the measure, differences in the abilities of test-takers that can confound the evaluation of translation equivalence will be controlled. 
2. Source and target language monolinguals

· In this design, source language monolinguals take the source version and target language monolinguals take the target version of a measure
· The source version can either be the original or back-translated version of the measure
· The two sets of scores are then compared to determine the equivalence of the two measures
· The advantage of this design is that since both source and target language monolinguals take the version of the measure in their respective languages, the results are more generalized to their respective populations. 
3.
Source language and monolinguals

· In this design, equivalence of the measure is based on the scores of source language monolinguals who take both the original and the back-translated version of the measure. 
· The advantage is that the same sample of test-takers is used and scores are therefore not confounded by test-taker differences
BIAS ANALYSIS AND DIFFERENTIAL ITEM FUNCTIONING (DIF)
The bias analysis process implies an unfair advantage/disadvantage to one or more groups. Thus, when adapting or developing a measure, it is essential to eliminate any unfair advantage or disadvantage to any test-taker irrespective of their cultural, social, economic, and/or linguistic background. This is especially relevant to cross-cultural settings and must begin at the test conceptualization phase. 
A judgemental analysis is conducted before a measure is administered and involves a group of experts reviewing the measure for any items that could cause bias as well as ensuring that the content, for example, language, examples, and pictures would not be offensive to any groups or individuals. 
A statistical analysis on the other hand, is conducted using the data obtained from administering the measure and involves the use of statistical methods. 
1. Differential item functioning (DIF)

· When differential item functioning (DIF) is investigated, statistical procedures are used to compare test results of test-takers who have the same ability but who belong to different cultural (or language) groups. 

· Definition of differential item functioning: an item shows DIF if individuals having the same ability, but from different groups, do not have the same probability of getting the item right.  

· It is unreasonable to compare test-takers with different levels of ability since their test scores will inevitably differ (irrespective of their cultural or linguistic backgrounds)

· Statistical methods cannot detect bias as such. Rather, these methods merely indicate that an item functions differently or that it provides different information for test-takers with the same ability but who belong to different subgroups, for example; male and female

· An item that exhibits DIF may or may not be biased for or against any group unless specific evidence indicates otherwise 

2. ITEM RESPONSE THEORY (IRT) - a statistical method for detecting DIF 
· Item response theory (IRT) is a test theory used to develop and assemble test items, detect bias in measuring instruments, implement computerized adaptive tests, and analyse test data. 
· By applying IRT, it's possible to analyse the relationship between the characteristics of the individual (e.g. ability) and responses to individual  items
· A basic assumption if IRT is that the higher an individual's ability level is, the greater the individual's chances are of getting an item correct
· This relationship is graphically represented by the item characteristic curve (ICC). 
· The x-axis represents the ability level of test-takers while the y-axis represents the probability of answering an item correctly. 
· The difficulty level of an item is indicated by the position of the curve on the x-axis
· The slope of the curve indicates the discriminating power; the steeper the slope, the higher the discriminating power
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· The curve:

· The S-shaped curve indicates that people with low ability have a low probability of answering correctly while those with a high ability have a high probability of answering correctly

· The point at which the shape of the curve changes from concave to convex (where it turns) is called the inflection point. This point also indicates the difficulty level (b- parameter) of the item

· An effective item will have a steeper slope (higher a-value) which indicates better discrimination (distinction) between people at that particular level

· An effective item should also have a c-value (guessing index) that is relatively low

· The three-parameter item-response model:

· The three parameters referred to are the a-parameter (discrimination index), the b-parameter (difficulty index) and the c-parameter (difficulty index). The three-parameter model uses all three of these parameters. 

· For the two parameter model, the c-parameter is not used and is assumed to be equal for all questions (and assumed to be equal to 0)

· For the one-parameter model (or Rasch), only the b-parameter (difficulty index) is used. The c-parameter and the a-parameter are both assumed to be constant with c = 0 and a = 1
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Item response theory (IRT) and differential item functioning (DIF) detection
· Once item characteristics and test-taker ability measures are calculated, the item characteristic curves (ICCs) of the groups under investigation can be directly compared - this can be done graphically or statistically and involves determining whether any significant differences exist between the respective ICCs
· Since the ability levels of both groups are equal, the ICCs of both groups SHOULD be equal
CRITICAL APPROACH TO TESTS
Any standardised tests released by a respectable test development organisation for use by psychologists will be accompanied by a test user's manual containing information on:

· The purpose of the test

· The target population

· Development and standardisation

· Specification of norm scores

· Administration instructions

· Reliability coefficients

· Validity coefficients

STUDY UNIT 6

USING PSYCHOLOGICAL TESTS

CONTROL OF PSYCHOLOGICAL TESTS 

In every profession there are certain qualifications that you need to have to be able to perform certain responsibilities.

1. Statutory control of the use of psychological assessment measures in South Africa 

a. Why should the use of assessment measures be controlled?

· Item content might tap into personal information and this might cause psychological trauma to the individual being assessed. 
· Feedback regarding psychological assessment results needs to be conveyed to the person being assessed in a caring, sensitive way so that he/she does not suffer any emotional or psychological trauma
· Assessment measures can also be misused which can have negative consequences for those being assessed
· For the reasons mentioned above, the use of assessment measures need to be controlled so that the public can be protected
· Controlling the use of psychological measures by restricting them to appropriately trained professionals should ensure that:
i. The measures are administered by a qualified, competent assessment practitioner and that assessment results are correctly interpreted and used
ii. The outcome of the assessment is conveyed in a sensitive, empowering manner, rather than in a harmful way
iii. The purchasing of  psychological assessment material is restricted to those who may use them
iv. Test developers do not prematurely release assessment materials (e.g. before reliability and validity have been adequately established)
v. The general public does not become familiar with the test content as this would invalidate the measure
b. How control over the use of psychological assessment is exercised in South 
Africa   


Statutory Control

· In SA, the use of psychological assessment measures is under statutory control. This means that a law (statute) has been promulgated that RESTRICTS the use of psychological assessment measures to appropriately registered psychology professionals. 
· According to the Health Professions Act 56 of 1974, the use of measures to assess mental, cognitive, or behavioural processes and functioning, intellectual or cognitive ability or functioning, aptitude, interest, emotions, personality, psychophysiological finctioning, or psychopathology constitutes an act that falls in the domain of the psychology profession. 
· Within the psychology profession, there are various categories of professionals who may use psychological measures to varying extents 
The different categories of psychology professionals who may use psychological measures   
· There are five categories of professionals within the profession of psychology in SA, namely, Psychologists, Registered Counsellors, Psychometrists (independent practice), Psychometrists (supervised practise), and Psychotechnician 
· Psychologist: A psychologist may administer, score, interpret and report on ALL measures and may perform specialised assessments (e.g. forensic, neuro-psychological). May purchase psychological assessment measures and can set up private practice and bill clients for assessment. Masters degree and 12 months internship required, 70% for national board exam
· Registered counsellor: Can administer, score, interpret and report on certain measures. May purchase some psychological assessment measures. Can set up a private practise and bill clients. B.Psych; 720 hours in a supervised practicum and 70% for national board exam
· Psychometrist (independent practice): Can administer, score, interpret and report on certain measures. May purchase certain psychological assessment measures. Can set up a private practise and may bill clients. BPsych or equivalent with a psychometry focus that includes 720 hours in a supervised practicum, or a psychometrist can work under a psychologist for 3 years to log 720 hours of practical training, 70% in national board exam
· Psychometrist (supervised practice): Administer, score and provisionally interpret measures under a psychologist's supervision (excludes projective and specialist measures). Can participate in feedback and co-sign the report. May NOT purchase psychological assessment measures. Cannot practice independently; must work under a psychologist. BPsych or equivalent with a psychometry focus, 720 hours of practical assessment and 70% in board exam
· Psycho-technician: Administer, score, and interpret standardised group or individual screening-type tests. May NOT perform specialised tests. Must work under supervision and may not bill clients for assessment. Bachelors degree in Psychology; 6 months internship; pass a national exam set by the Psychometrics Committee

The classification of psychological measures

· Classification = is a process whereby a decision is made regarding the nature of a measure and who may use it 
· There are two main reasons why measures need to be classified in SA:
i. Measures have to be subjected to a classification process to determine whether or not they should be classified as a psychological measure 
ii. Various categories of psychology professionals may use psychological measures to varying extents, and certain other professionals can also be permitted to use psychological measures in the course of their assessment 
· The Psychometrics Committee of the Professional Board has been tasked with psychological assessment measures, including the classification of psychological measures  
· A test is classified as psychological when its use results in the performance of a psychological act
· The process of classifying a measure also takes into consideration whether the nature of the content of the measure and the results from it may have negative psychological consequences for the individual 
· Test developers should send any new measures to the Psychometrics Committee to be classified. The Committee also has the right to request a test developer or publisher to submit a measure for classification 

The Professional Board for Psychology and the protection of the public

· One of the main functions of the Professional Board for Psychology is to protect the public
· In view of the statutory regulation that restricts the use of psychological measures to appropriately registered assessment practitioners, the publics interests are served in two ways:
i. Members of the public may contact the Professional Board directly if they feel that assessment practitioners have misused assessment measures or have treated them unfairly or unprofessionally during the course of the assessment
ii. The Professional Board serves the interests of the public by laying down training and professional practice guidelines and standards for assessment practitioners 
2.
Fair and ethical assessment practises 


a. What constitutes fair and ethical assessment practices?
· The appropriate, fair, professional, and ethical use of assessment measures and results 
· Taking into account the needs and rights of those involved in the assessment process
· Ensuring that the assessment conducted closely matches the purpose to which the assessment results will be put 
· Taking into account the broader social, cultural, and political context in which assessment is used and the ways in which such factors might affect the assessment results, their interpretation and the use to which they are put
b. Why assessment practitioners need to ensure that their assessment 
practises are ethical 
· The relationship between the person being assessed and the assessment practitioner in many ways reflects a power relationship. 
· There will always be an imbalance in power between the parties concerned where assessment results are used to guide selection, placement, training and intervention decisions. Assessment practitioners hold a great deal of power as they have first-hand knowledge of the assessment measures and will directly or indirectly contribute to the decisions made on the basis of the assessment results 
· It is precisely due to the power that assessment practitioners have over test-takers that assessment practitioners should ensure that this power is not abused through the use of unfair or unethical assessment practices 
c. Professional practices that assessment practitioners should follow:

· Informing test-takers about their rights and the use to which the assessment information will be put
· Obtaining consent of test-takers to assess them, use their results for selection, placement or training decisions, and report the results to relevant third parties
· Treating test-takers respectfully regardless of culture, language, gender, age, etc
· Being thoroughly prepared for the assessment
· Maintaining confidentiality  
· Establishing what languages would be appropriate and fair to use during the assessment 
· Only using measures that they have been trained to use
· Administering measures properly
· Scoring measures correctly and using appropriate norm or cutpoints
· Taking background factors into account when interpreting test performance 
· Communicating test results clearly to appropriate parties
· Using assessment information in a fair, unbiased manner 
·  Researching the appropriateness of the measures that they use and refining, adapting or replacing them where necessary 
d. Rights and responsibilities of test-takers 

Test-takers have the right to:

· be informed of their rights and responsibilities 
· be treated with respect
· be assessed on appropriate measures that meet the required professional standards
· be informed prior to the assessment regarding the purpose and nature of the assessment
· be informed whether the assessment results will be reported to them
· be assessed by an appropriately trained, competent assessment practitioner 
· know whether they can refuse to be assessed and what the consequences of their refusal might be
· know who will have access to their assessment results 
Test-takers have the responsibility to:

· read and/or listen carefully to their rights and responsibilities 
· treat the assessment practitioner with respect
· ask questions prior to and during the assessment session 
· inform the assessment practitioner of anything within themselves (e.g. that they have a headache) or in the assessment environment (e.g. noise) that might invalidate their results
· follow the assessment instructions carefully
· represent themselves honestly 
e. Preparing test-takers

· Taking a test is not necessarily something that is within the frame of reference of all South Africans. Therefore, if we wish to employ fair assessment practices to provide all test-takers with an equal opportunity to perform to the best of their ability on assessment measures, we have to prepare test-takers more thoroughly prior to assessing them
· By having either practice examples, completed under supervision for each measure in the battery, or practise tests available, test-takers can be prepared more thoroughly 

· Where computerised testing is used, test-takers need to be familiarised with the keyboard and/or mouse and need to be given the opportunity to become comfortable with a computer before they are expected to take a test on it

· Preparing a test-taker prior to a test should not be confused with the related, yet different concept of coaching. Coaching provides extra practice on items and tests similar to the "real" tests, giving tips on good test-taking strategies, and providing a review of fundamental concepts for achievement tests
 3.
Multiple constituents and competing values in the practice of assessment 

a. Multiple constituency model

The parties who play a role in the psychological assessment context include:

· The person being assessed (or the test-taker)

· The assessment practitioner

· Other parties with a vested interest in the process and outcome of the assessment  (such as an organisation, human resources practitioner, parents, labour unions, Professional Board for Psychology) 

· The developers, publishers, and marketers 

b. Competing values 

· The utility value of psychological assessment for multiple constituents involved in the assessment context is largely dictated by their own goals, needs, and values:
i. Assessment practitioners, psychologists, HR Managers: Goal - is to generate valid and reliable assessment information. Values - Professionalism, ethical conduct, unbiased decisions, promoting fairness and equity. Motive - professional and ethical conduct
ii. Assessment or Business, or Employer organisations: Goal - making valid and reliable decisions regarding selection, job placement and training. Values - assessment must be practical (easy to administer) and economical, fair assessment practises must be followed. Motives - understanding and approving individual or organisational functioning, performance or development 
iii. Test-taker: Goal - to present an actual picture of themselves. Values - to be treated fairly and to be given the chance of performing to their capabilities. Motives - to gain employment, promotion or get an opportunity to further their development 
iv. Unions: Goals - pursuit of non-discriminatory personnel decisions. Values - Fairness, equity, and unbiased decisions. Motives - enhancing fairness and equity
v. Professional Board, Government: Goals - serving the interests of the public. Values - Fairness, equitable assessment practices. Non-discriminatory practices. Setting standards. Controlling practices. Motives - protecting the public and promoting the well-being of all citizens
vi. Developers, publishers, and marketers: Goal - developing valid and reliable measures. Values - Scientific and theoretical integrity in the development of measures. Motives - developing empirically sound measures. Selling assessment measures to make a living  
ADMINISTRATION OF PSYCHOLOGICAL TESTS 

A.
Preparation prior to the assessment session
1. Selecting measures to include in the test battery


Various factors influence the measures that the assessment practitioner choose to 
include in a test battery. Among these are:

· The purpose of the assessment (e.g. selection, neuropsychological), the competencies or constructs that need to be assessed 
· Demographic characteristics of the test-taker 

· Whether the test-taker has a mental disability 

· Whether the test-taker is differently-abled (e.g. partially blind or deaf)

· The amount of time available to perform the assessment

· The psychometric properties (validity and reliability) of available measures 

· Whether the assessment practitioner has the necessary competencies to administer the measures selected and whether he/she is permitted to use these measures 
2. Checking assessment materials and equipment

· It is advisable to make a list of the number of booklets, answer sheets, pencils and other materials required
· It is advisable to have 10% more than the required quantity of the materials 

· The assessment booklets and answer sheet should be checked for any mistakes as well as any pencil markings that might have been made by previous test-takers 
3.
Becoming familiar with assessment measures and instructions 

· The assessment practitioner should ensure that he/she knows all aspects of the material to be used (such as knowing which different forms of the assessment measure will be used, how the materials should be distributed, etc)
· Memorizing the exact verbal instructions is essential in most individual assessments
4.
Checking that assessment conditions will be satisfactory 

· The assessment practitioner should ensure that seating, lighting, ventilation, temperature, noise level and other physical conditions in the assessment venue are appropriate. 
· Special provisions may have to be made for physically challenged or physically different test-takers. 
· There are various ways of minimizing cheating during group assessments: seating arrangements (e.g. leave an adequate space between test-takers); preparing multiple forms of the assessment measures and distributing different forms to adjacent test-takers; and using multiple answer sheets, that is, answer sheets that have different layouts. 

5. Personal circumstances of the test-taker and the timing of the assessment 

· The activities that test-takers are engaged in preceding the assessment situation may have a critical impact on their performance during assessment, especially when such activities have led to emotional upheaval, fatigue or other conditions.
· A person's physical wellbeing at the time of assessment is very important. If for example, a child has had a cold or is suffering from an allergy, he/she will find it difficult to concentrate and perform to the best of his/her ability. In such instances, it would be advisable to re-schedule the assessment
· Medication has also been shown to impact on levels of alertness as well as cognitive and motor functioning

· The time of day when an assessment session is scheduled is also very important. Young children, the elderly and those who have sustained head injuries often tire easily and should thus be assessed early in the day

· Where a person has an emotional, behavioural, or neurological condition or disorder, the timing of assessment is critical if valid assessment data is to be obtained. The motor and mental functions from a person suffering from depression may be slower as a result of the depression. A hyperactive child may be so active and distractible that it is impossible for him/her to complete the assessment tasks. In such instances, it is better to treat the mood or behavioural disorder before the individual is assessed.
6. Planning the sequence of assessment measures and the length of assessment sessions

· A measure that is relatively easy and non-threatening is usually administered first. This will help test-takers to settle in and not feel overwhelmed at the beginning of the assessment.
· Measures that require intense concentration, complex reasoning and problem-solving are usually placed in the middle of an assessment battery. (Placing them in the beginning of an assessment session could be threatening to the test-takers and placing them at the end, when they are tired could result in the assessment practitioner not being able to elicit the best possible performance and effort from test-takers
· The final measure should also be a relatively easy, non-threatening measure, which paves the way for the test-takers to leave the assessment session on a positive note.   

· The length of an assessment session depends mainly on the level of development and mental and physical status of test-takers. 

· The assessment session should seldom be longer than 45 minutes to 1 hour for preschool and primary school children and one-and-a-half hours for secondary school learners as this corresponds to the period of time that they can remain attentive to assessment tasks.
7. Planning how to address linguistic factors

· The Psychometrics Committee of the Professional Board for Psychology has suggested the following:
· A test-taker should be assessed in a language in which he/she is sufficiently proficient. 

· If a measure is administered in a test-takers second or third language, the assessment process should be designed in such a way that threats to the reliability and validity of the measures are minimised in this regard. The assessment practitioner could make use of bilingual communication when giving test instructions, so as to ensure that the instructions are understood and the best performance is elicited 
· A measure should only be administered by an assessment practitioner who possesses a sufficient level of proficiency in the language in which it is being administered
8.
Planning how to address test sophistication

In studies with alternate form of the same test, there is a tendency for a second score to be higher 
· The implication is that if a test-taker possesses test-sophistication and especially if the assessment measure contains susceptible items, the combination of these two factors can result in an improved score; in contrast, a test-taker low in test-sophistication will tend to be penalised every time he/she takes a test that includes test-wise components
· Individuals lacking exposure to specific test materials or test formats may be at a disadvantage
· It has been proven that short orientation and practice sessions can be quiet effective in equalising test sophistication 
9.
Informed consent                          


Test-takers should be informed well in advance about when and where the assessment measure is to be administered, what sort of materials it contains and what it will be assessing. 
· Informed consent is an agreement made by a professional with a particular person to permit the administration of a psychological assessment measure and/or obtain other information for evaluative or psychodiagnostic purposes. This should be captured in writing 
B.
The assessment practitioner's duties during assessment administration
1.
The relationship between the assessment practitioner and the test-taker 

i. Adopting a scientific attitude 

· The assessment practitioner should adopt an impartial, scientific, and professional attitude when administering an assessment measure.
· It is the assessment practitioner's duty to ensure that every test-taker does his/her best, but he/she may not assist anyone by means of encouraging facial expressions, gestures, or by adding words of encouragement to the instructions, etc
ii. Exercising control over groups during group assessment

· The assessment practitioner should exercise proper control over the assessment group. The test-takers should obey the test instructions explicitly 
iii. Motivating test-takers 

· To motivate test-takers positively is not easy since no direct reward can be offered to them for good achievement and no procedure can be prescribed as to how they can best be motivated
· One way of motivating test-takers is to ensure that they will benefit in one way or another from the assessment 
· Assessment practitioners should be aware of the effects of expectancy and of reinforcing responses when motivating test-takers 
iv. Establishing rapport      

· Rapport refers to the assessment practitioner's efforts to arouse the test-taker's interest in the assessment measure, to elicit their cooperation, and to encourage them to respond in a manner appropriate to the objectives of the assessment measure
· The assessment practitioner must endeavour to motivate the test-taker to follow the instructions as fully and conscientiously as they can. Normally the test manual provides guidelines for establishing rapport. Any deviations from the standard suggestions for establishing rapport should be noted and taken into account in interpreting performance 
· In general, test-takers understand instructions better and are better motivated if the assessment practitioner gives instructions fluently, without error and with confidence
v. Dealing with assessment anxiety 

· There are many practises designed to enhance rapport and also serve to reduce anxiety. Procedures which encourage and reassure the test-taker will help to lower anxiety. The assessment practitioner's own manner will contribute towards the same goal
· There are two important components with regard to the nature of assessment anxiety:

i. Emotionality: comprises feelings and physiological reactions (such as increased heartbeat)
ii. Concern: includes negative self-orientated thoughts such as an expectation of doing poorly
vi. Providing assessment instructions   

· Assessment instructions which have been carefully rehearsed beforehand should be read slowly and clearly  
· Providing instructions is the most important task of the practitioner: it is important that the practitioner gives the directions in precisely the way that they are presented in the manual as this could effect validity and reliability
vii.  Adhering to time limits

· Assessment practitioners should always adhere strictly to the stipulated assessment times. Any deviation from these times will render the norms invalid.
· Where the instructions stipulate that the test-taker should be given a break, the length of the breaks should also be strictly adhered to. These breaks are an integral part of the standardisation of the assessment measure and should not be omitted
viii. Managing irregularities   

· The practitioner should always be alert to any irregularities and deviations from standardised procedures. Practitioner should be aware of signs related to low motivation, distractibility, and stress in the test-taker                      
· The practitioner should also keep a record of factors related to the test-taker as well as environmental and situational factors that could impact on test performance and should take these factors into account when interpreting results
ix. Recording assessment behaviour

· Practitioners should keep a close record of a test-takers behaviour during a sessions
· Which tasks seem to cause the most anxiety? Which tasks seem to be the easiest?
FIGURE: ASSESSMENT ADMINISTRATION
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x. Suggestions for assessing young children

· set down to the child's level by bending or kneeing to look in the child's eye. In this way you will immediately get the child's attention and you will send a strong non-verbal message to the child about his/her importance. Spend some time getting to know the child first
· Introduce the assessment to the child as a series of games to be played. The practitioner needs to stimulate a desire on the child's part to give his/her best effort. A friendly approach is important 
· Young children require a specific and clear structure in an assessment situation. The child needs to know exactly what is expected of him/her
· It is permitted that children should not be permitted to use rubbers as they delete very important information. Rather give them another piece of paper of they want to re-draw something 
· Use a direct verbal challenge such as "I want you to listen carefully to me" if the practitioner notices the child's attention start to wonder 
xi. Assessment of individuals with physical disabilities 

· The assessment needs to be adapted and tailored by modifying the test items, content, stimuli, material, adjusting or abandoning time limits  to use
· National disability organisations as well as practitioners that specialise in assessing individuals with disabilities can also be consulted 
xii. Assessment of mental disability 

· The intellectual level used to demarcate mental disability is an IQ of 70-75                         
· The purpose of assessing mentally challenged people is to be able to design and place them in appropriate training programmes 
C. The assessment practitioner's duties after assessment administration

1. Collecting and securing assessment materials 

· After administering assessment measures, the practitioner should collect and 
secure all materials
· The booklets and answer sheets must be counted and all other collected 
material checked
· The Safekeeping of assessment measures and results is closely related to the 
confidential nature of the assessment process itself  
2.
Collecting and securing assessment materials 

· Having administered the measures, the practitioner should write up the 
process notes immediately, or ASAP 
· Process notes should contain: date of assessment, which measures were 
administered, and any important observations about the behaviour of the 
test-taker 
· The assessment measures also need to be scored, norm tables consulted and 
finding interpreted 
COMPUTERISED ASSESSMENT
· The first computer-based test battery developed in SA which dealt with ability measurement in an adaptive manner was the Computerised Adaptive General Scholastic Aptitude Test (GAST-Senior). 
· The Learning Potential Computerised Adaptive Test (LPCAT) is a further computer-adaptive measure that has been developed.  
· The Career Preference Computerised Adaptive Test (CPCAT) uses an adaptive three-dimensional model of career-related preferences based on career fields, activities, and environments. The CPCAT can be used for career counselling in individual assessment, screening and selection purposes and development purposes
Advantages of computer-based testing:

· Ultimate levels of standardisation of assessment instructions are achieved 
· The potential biasing effect of the assessment practitioner is eliminated
· There is a reduction in the amount of time needed for the assessment
· It provides the opportunity to obtain more information about test-takers , as well as providing instant scoring that allows for prompt feedback
· It has become possible to measure spatial and perceptual abilities to a far greater extent than is possible with paper-based tests
· Computerised assessment is particularly useful to test-takers who have physical and neurological disabilities 
· Assessment can be individually tailored 
· It provides the practitioner with a greater element of control 
· Fewer practitioners and assistants are needed during the administration of a computerised measure
· Errors that arise from inaccurate scoring by practitioners are decreased 
· Computerised testing increases test security as test materials cannot be removed from the test room easily
Disadvantages of computer-based testing:

· Copyright violations when measures are made available on the internet      
· Lack of security when measures are made available on the internet
· Problems of confidentiality 
· Computer-generated assessment reports still require clinical judgement as far as interpretation is concerned 
· Computerised scoring routines may have errors or may be poorly validated 
· Computerised testing involves high costs in item development as a much larger item pool is required in order to address the issue of security and over exposure to items 
· Computerised packages are sometimes unnecessarily costly and the psychometric properties of the computerised measures have not always been researched adequately 
· Qualitative information about test-taking behaviour and problem-solving strategies cannot be accessed readily during computerised testing
· Human-computer interface issues arise in that test-takers may have a phobia about using computers ; this could raise anxiety levels and in turn have a negative effect on performance 
· Lack of computer literacy could impact negatively on the test-takers performance. In this regard, there is a need to expose test-takers to a practise session
Challenges of internet delivered testing

· Performance: disrupted connections to the Internet sometimes results in testing being interrupted. Timed testing cannot always be done in reliable way via the internet 
· Security: concerns of the test, the test-taker's identity and test results
· Authenticating the identity of the test-taker is a very real problem in Internet-delivered testing 
· Data generated from an internet delivered test are stored on a central server which allows for greater levels of security 
· Fairness: Test-takers who have not had access to computer technology and the internet are likely to disadvantaged by this
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ASSESSMENT OF COGNITIVE FUNCTIONING 
INDIVIDUAL TESTS OF AVAILABILITY

Individual tests of availability are generally applied in clinical settings or in cases where an in-depth assessment of the individuals' ability is required.  
With individual ability tests, the examiner needs to be a highly qualified and trained person because the interaction between the examiner and the examinee also provides information that is used in the assessment of ability. The examiner may, for instance, judge emotion, motivation or concentration, while also taking note of characteristics such as self-confidence and persistence. 
Defining intelligence 

We can distinguish between different types of intelligence: biological intelligence, psychometric intelligence, and social (or emotional) intelligence. Biological intelligence: we focus on the physical structure and functioning of the brain in way that can be measured objectively (e.g. we can measure reaction times). Psychometric intelligence: implies that we mainly use standardized psychological tests to measure levels of functioning on psychologically defined constructs. Social (or emotional) intelligence: defines the construct of intelligence in terms of adaptive behaviour and argues that we must define intelligent behaviour within the particular context where we find it. 
Theories of intelligence 
1. One general factors: Spearman - single general (g) factor could be used to explain differences between individuals. Different measures of cognitive ability correlate positively with each other, indicating that they measure some shared abilities or construct. Even when multiple factors are identified, second order factor analysis usually indicates some underlying general factor. 
2. Multiple factors: Thurstone - he identified seven primary mental abilities; verbal comprehension, general reasoning, word fluency, memory, number, spatial, and perceptual speed abilities. 
3. Biological measures (reaction time and evoked potential): Speed of information processing forms an integral part of general intelligence. Because these measures do not rely on past learning, they can be administered to persons of any age and level of abilities. 
4. Multiple intelligences: Gardner identified several mental skills, talents, or abilities making up what he defines as intelligence. These are musical, bodily kinaesthetic, logic-mathematical, linguistic, spatial, interpersonal and intrapersonal skills. 
5. Stages of cognitive development: Piaget - four different stages of cognitive development can be identified: sensorimotor (birth - 2 years); pre-operational (2 - 6 years); concrete operational (7 - 12 years) and formal operational (12 years +)
6. Contextual intelligence: Sternberg - proposes that intelligence be seen in terms of the contexts in which it occurs rather than seeing it only as something we obtain from test results. Socio-cultural factors and contexts should be taken into account. Sternberg proposed a triarchic theory of intelligenc; which includes the componential (analytical) component, experiential (creative) intelligence, and contextual (practical) intelligence. 
7. Conceptual intelligence and the systems of information processing approach: (or cognitive processing approach) - intelligence is seen as based on three components: attentional processes, information processes, and planning processes. 
8. Dynamic assessment: dynamic assessment is a specific approach to assessment which incorporates training into the assessment process in an attempt to evaluate not only the current level of cognitive ability, but also the potential future level of ability. It is based on Vygotsky's theory which distinguishes between the level of functioning a person can reach without help and the level of functioning a person can reach with help. Vygotsky's theory incorporates the view that lack of educational or socio-economic opportunities affects cognitive functioning and may prevent someone from reaching their full potential.  

De Beer developed the LPCAT, a dynamic, computerised adaptive measure for the measurement of learning potential. These tests provide not only the current level of performance achieved by an individual, but and incorporating a learning experience as part of the assessment, are also able to provide information on future potential levels of achievement. 
9.
Emotional Intelligence: the measurement of emotional intelligence refers to the behavioural and interpersonal adjustment of the individual to a particular environment or situation. The traditional ways of looking at intelligence does not allow for the role that our emotions play in thought, decision-making, and eventually in our success. Examples of measurements of emotional intelligence = MEIS (Multifactor Emotional Intelligence Scale and EQ-I (Emotional Quotient Inventory)


Information that should be supplied on tests:

· Background to the development of the tests
Some information on the development of a test helps to put the test in context. The reason why the test was developed could help us to understand its format and content. Important information would also include the context for which the test was developed, with the year in which it was first published and some historical background. 
· Description of the test
The description of the test provides information about the number and types of subsets for instance. It will give some background for the selection of item types and may provide information on the reason for including the particular item types. A description of the age groups for which the test can be used may also be included in the description.
· Administration and scoring information
This section of the information provides more details about testing procedures, the number of items that are administered, test times and how scoring is done. 
· Norms and standardisation
Information on the standardisation of the test is important since the standardisation or norm group is the reference group with which the examinee is compared when test results are interpreted.  Sufficient information should be given so that the examiner can decide whether the test is appropriate for a particular individual. Norm samples should be representative of a clearly defined population and its common for norm samples to be stratified to match the proportions of the population in terms of geographic region, community size, cultural group, and gender. Further information may include conversion of raw scores to standard scores and the types of scales used
· Reliability information    
 Reliability refers to the consistency of measurement. Information on the reliability of an instrument is essential to evaluate the psychometric soundness of the instrument. Types of reliability determined and the statistical indices found for each type of reliability should be reported.
· Validity information    
Validity refers to whether the instrument measures what it should measure. When you read the information provided about a specific test, its important to note that the test construction is a human activity, and as such, there may be elements that are not satisfactory and need adjustment or redoing at a later stage. 
Some information on well-known international tests:

· The Stanford-Binet Intelligence Scale
The first Stanford-Binet Intelligence Scale was published in 1916. It has an adaptive 
procedure, and good preparation by a trained examiner is important for smooth 
administration. There are about 15 subsets that cover major cognitive areas namely: 
verbal reasoning, abstract/visual reasoning, quantitative reasoning and short-term 
memory.  The test takes approximately 30-90 minutes to administer and can be used for 
ages two to adult. It provides a single score reflecting ability. 
· The Wechsler scales      

The first Wechsler scale was published in 1939 and the initial focus was on ability testing 
of adults. There are three versions, one for adults, one for school children, and one for 
preschool children. It covers measurement from age 3 to 74 over the three scales, the 
separate verbal IQ and performance IQ tests are provided. 
· The Kaufman              

This clinically administered individual instrument was developed in the 1980s and the 
early 1990s and covers ages 2.5 to 85 overall in two versions. It is based on the 
information processing model and provides four global scales, namely sequential 
processing, simultaneous processing, mental processing composite and achievement. 
Multiple scores can be used for profile analysis or diagnostic interpretation.  
· Differential ability scales 

This scale is based on the British Ability Scales which was developed during the 1970s. 
It provides a general ability level, but can also provide a profile of strengths and 
weaknesses, since the aim for its use is differential diagnosis and treatment planning. 
The core subtests measure g (general ability) and are based on a hierarchical model of 
abilities. 
· Das-Naglieri Cognitive assessment system

This measure which is based on the PASS (Planning, attention, simultaneous, and 
successive processing) model was published in the late 1970s. It covers age 5 - 17 years 
and was specifically designed to link assessment with intervention. It is based on Luria's 
theory of cognition and brain organisation and measures basic cognitive functions 
involved in learning - independent of schooling.
It is important to be able to distinguish between different tests, not only in their quality, but also in their particular focus. You should be able to make a competent decision on which test(s) to use in which situations. 
Group tests of ability

Group tests are so named because they can be administered to groups of people at the same time. This necessitates standard and uniform administration and scoring procedures. While individual tests are used primarily in clinical settings, group tests are used most often in educational or industry settings. 
	INDIVIDUAL TESTS
	GROUP TESTS

	Administered to individuals one at a time
	Administered to groups of people at the same time

	Open-ended questions can be used easily
	Most questions are in multiple choice format

	Instructions are individually orientated and may differ from person to person, depending on the responses given
	Uniform and standard instructions and scoring

	Some items may be omitted, once again depending on the answer
	All examinees answer the same items in the same sequences

	Behavioural observation included in the observation
	Behavioural observation not used


The meaning of IQ
· Tested intelligence, or intelligence test scores (cognitive ability scores) should be used to describe rather than try to categorise a person. Many stereotypes have been the result of such labelling and it is often difficult to move beyond them. If you were told as a child at school what your IQ was and it was NOT in the context of individual feedback by a qualified psychologist, it serves as an example of the incorrect use of IQ scores. A lot of damage can be done when such information is not handled correctly. 
· Intelligence is a composite of several different functions and is not a single unitary ability as it is often incorrectly interpreted. The qualifications for successful achievement differ between cultures and at different times. Can you think of someone who is not intelligent in the "conventional" (psychometric, IQ score) sense, but who have achieved much in life and made a success of their lives? An example is Albert Einstein who was not a good scholar but became one of the greatest scientists of all time. 
· The IQ can be seen as both a measure of prior achievement and a predictor of future achievement. In this context, it is important to note that achievement here refers to academic and/or scholastic achievement, because these are the types of criteria that are generally used to evaluate and validate ability tests
· There are many important psychological functions that are not measured by intelligence tests, including aspects such as musical or artistic ability or creativity. Success in some fields does not requires a high IQ as measured in the conventional psychometric way
· People's emotional state and level of motivation clearly affect performance in general, as well as performance in ability tests. If people come to a test situation emotionally upset because of some personal crisis, it is clear that the scores that day will not be a true indication of their ability, because of the poor concentration, distractibility and emotional upset. 
· Different approaches are followed in the measurement and evaluation of measures of cognitive ability (or intelligence), such as standard approaches, information-processing techniques. Each approach takes a certain view-point on what ability entails and consequently, also how it should be measured. For example, if you believe that musical ability is an important aspect of general ability, you will include measures of musical ability in your assessment instrument. Someone else, who believes that short-term memory is an important aspect of ability, will include such measures in an ability test. 
How to decide on what questionnaire to use for assessment:

· Step 1: Identify who you wish to evaluate, for what purposes and exactly what information you need to make the required decision
· Step 2: You will have to identify instruments that are applicable in a psychometric sense, i.e. you will have to look at the norm group so that you can see whether the test is suitable for your purpose and sample. The test needs to be standardised for South African use if it was constructed overseas. 
Heritability and modifiability 
· "Heritability" and "modifiability" refer to the way intelligence or cognitive ability is viewed

· "heritability" refers to a person's inherited or genetic traits, which are generally viewed as fairly immutable to change. People who favour this viewpoint tend to believe that a person is born with a certain capacity for cognitive achievement and that a large portion in the variance in scores of ability is attributable to hereditary differences

· People who favour the "modifiability" viewpoint argue that external factors affect the development of cognitive ability and that a larger proportion of the variance in scores is attributable to environmental factors and that it is possible to modify ability at a later stage. 
Impact of cultural diversity

· Signs of a narrowing and possibly disappearing gap across race groups on cognitive test results has been noted ; this is indicative of similarities between people in terms of cognitive processes. 
· Differences in test results of various cultural groups can often be attributed to the general level of acculturation of a group, compared to the norm group for which the measures are constructed and against whose results comparisons are made. 
· Cross-cultural assessment of cognitive ability: Researchers consider three aspects when investigating the cross-cultural equivalence of measures: construct equivalence, method equivalence, and item equivalence
· Construct equivalence: refers to the fact that one needs to investigate and ensure that the construct being measured is equivalent across different subgroups
· Method equivalence: reference is made to the way in which the measures are supplied - ensuring that the contextual and practical application of measures do not lead to differences between subgroups.
· Item equivalence: On an item level, for item equivalence, one also needs to ensure that different subgroups do not respond differently due to the way that it has been constructed. 
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MEASURES OF AFFECTIVE BEHAVIOUR, ADJUSTMENT AND WELLBEING

WELLBEING IN THE WORKPLACE
Two key elements of wellbeing: an absence of disease/illness (health) and the presence of physical and emotional health (mental health).
Why does wellbeing matter?
· Because healthy employees are generally better employees, which in turn, impacts on productivity, thus leading to the improvement of the company

· Employers have a moral and ethical responsibility to support their employees. This is in part, due to the fact that some illnesses such as stress can be caused by working conditions and job demands.
The cost of ill-health

· Mental health (depression in particular) and HIV/AIDS appear to be the most prevalent wellness-related issues that are currently confronting companies
Determinants of wellness in the workplace

Every job has demands that require some physical and mental effort from the employee. These demands can be a result of:
· Work relationships: poor or unsupportive relationships with colleagues, isolation and unfair treatment
· Work-life balance: work interferes with home and personal life, long working hours and work unsocial hours
· Overload: unmanageable workloads and time pressures
· Control: lack of influence in the way that the work is organised and performed, not involved in decisions
· Resources and communication: adequate training for the job, proper equipment and performance feedback
· Job insecurity: Skills become redundant; and fear of job loss
· Pay and benefits
· Other aspects: unpleasant physical work conditions, difficult customer relationships, and constant organisational change

Wellness programmes
· Numerous companies report favourable outcomes of wellness programmes. These outcomes include: decreased absenteeism, reductions in health risks, increased quality of work life and increased morale.
· Despite the positive outcomes reported, low employee involvement in wellness programmes is a cause for concern. Low participation may be due to:  1) people may rationalise their health problems and believe that it "will happen to someone else", 2) they can be resistant to such a change in the employer-employee relationship, 3) they may not be willing to make the necessary to make the lifestyle changes and 4) they may believe that a good medical aid is sufficient thus relying on treatment interventions rather than preventative measures
· A typical wellness programme will comprise activities encompassing all the essential elements of well-being - health awareness and promotion, chronic disease management and preventative programmes.
· Both mental and physical health will receive attention in wellness programmes
MEASURES OF WELLBEING

Assessment of well-being in the work context
1. Sources of work stress inventory (SWSI)
· South African developed questionnaire aimed at measuring occupational stress as well as identifying a possible source of work stress  
2. Maslach Burnout Inventory (MBI)
· The MBI measures the burnout of individuals.
3. The Utrecht Work Engagement Scale (UWES)
· The UWES measures the levels of work engagement of university students and adults
4. The Minnesota Satisfaction Questionnaire (MSQ) 
· The MSQ is used in the assessment of job satisfaction. It taps affective responses to various aspects of one's job
5. Work Locus of Control Scale (WLCS)             

· The WLCS consists of 16 items and was developed to measure the work locu of control of individuals               
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PERSONALITY ASSESSMENT 

WHAT ARE PERSONALITY TESTS?
There are traits or characteristics that are generally accepted as personality. 

Personality tests cannot be failed and no preparation is necessary. They are measurements of emotional, motivational, interpersonal and attitudinal characteristics. 

The various classifications of personality tests are:

· Self-report inventories

· Interests and attitudes

· Projective techniques

DEVELOPMENT OF PERSONALITY INVENTORIES

Self-report inventories are sets of standard questions with no right or wrong answers that seek information about personality characteristics. 
· They are simple questionnaires with MCQ's about the person's behaviour and personal style
· They are easy to administer and score and are relatively inexpensive

· The responses in these questionnaires are categorised and conclusions/profiles made from them

· There are various approaches used in the development of personality inventories:

1. Content-related procedures: the emphasis is on the content relevance of the items to the behaviour to be assessed. The advantage of this approach is its simplicity and directness. However, it lacks the features that prevent or detect response bias
2. Empirical criterion keying: This refers to the development of a scoring key in terms of some external criterion. The responses are treated as diagnostic or symptomatic of the criterion behaviour with which they are associated

3. Factor analysis: This has been used to classify personality traits and is ideally suited for reducing the number of categories necessary to account for behavioural phenomena

4. Personality theory: This is test constructed with the framework of a personality theory

· Advantages of self-report inventories: 

· Self-report inventories are applied according to uniform and specific instructions

· Test responses are scored in a uniform manner through the use of an answer key or marking grid

· Norms for the interpretation of test results rely on scientifically selected population samples
· Personality traits of a substantial number of individuals can be compared with the aid of a personality questionnaire
· Disadvantages of self-report inventories: 

· Some test items are obvious and can lead the testee into giving dishonest repsonses
· Validity of personality questionnaires can differ from situation to situation
· Scores may sometimes be obtained on a trait which the testee does not posses
· Some items may be ambiguous and the testee may feel that two answers could be given or an explanation needs to be added
TEST-TAKING ATTITUDES AND RESPONSE BIAS

Explanations of the test-taking attitudes and response biases (see examples: Study Guide page 90):

· Faking: respondents may choose answers that create a favourable impression or a bad one

· Social desirability: tendency to give responses that are thought to be socially acceptable

· Impression management: conscious lying designed to create a specific effect desired by the respondent

· Self-deception: positively biased responses that the test taker actually believes to be true

· Response sets and response styles: Acquiescence = tendency to answer "true" or "yes"
Some approaches used to meet these problems:

· Construct test items that are socially neutral to reduce faking and related response sets

· Construct special scales to address social desirability and other impression management responses

· Include specific items that will be answered in a socially desirable manner only by those who exhibit such behaviour
· Construct items with two alternatives that are both desirable or undesirable to the respondent 

· Strike a balance between "yes" and "no" responses

TRAITS, STATES, PERSONS AND SITUATIONS

Individuals are unique, and they do not behave the same way in all situations. The uniqueness of individuals implies differences in behaviour, just as different emotional conditions imply different behaviour. Your behaviour can be expected to be different if you are angry or tense to when you are relaxed, just as it may be different in different situations. Your behaviour can also be expected to be different from that of a person from a different cultural background to yours. 
CURRENT STATUS OF PERSONALITY INVENTORIES

· When evaluating the current status of anything, one of the main questions is whether the status is good, average, or bad. The same question can be posed on personality inventories. 
· Personality inventories, like other instruments in SA are currently being improved. Concerns over issues, such as representativeness of samples used for norms, validity and reliability, fairness and language differences are being examined.
· Questions on long-standing problems, such as social desirability and impression management are common to personality inventories research. 
· In general the current status is good with many opportunities in research for additional growth and technical improvement of personality inventories  
INSTRUMENTS AVAILABLE IN SOUTH AFRICA

1. The sixteen personality factor questionnaire (PF)
· The 16 PF is based on the factor analysis approach. It is one of the widely used personality assessment instruments in vocational guidance, selection, counselling, clinical evaluation and academic work. The 16 Pf was developed by Cattell in 1949 and is currently on its 5th edition. It is a typical performance, pen-and-paper group test with a testing time of 45-60 minutes. 
· There are 16 traits and they are all bipolar, i.e. at the one pole there is a low amount of the trait and at the other pole there is a high amount of the trait.
· For example: Warmth - low score = Reserved; high score = warm




Reasoning - Low score = concrete; high score = abstract




Emotional stability - low score = reactive; high score = stable
· An important aspect to take note of is that the development of the 16 PF was not guided by any particular psychological theory. Items and scales were not selected because they correlated with important external criteria such as psychopathology or leaderships. Rather, the scales were chosen and refined because they were identified through factor analysis as representing important and meaningful clusters of behaviours

2. The Meyers Briggs type Indicator (MBTI)      
 This measure is based on Jung's theory of psychological types
· It consists of four bipolar scales. Namely; Introversion-Extraversion  (E-I), Thinking-Feeling (T-F), Sensing-Intuition (S-N), and Judgement-Perception (J-P)
· Extraversion tends to direct their energy to the outside world and seek interaction with other people. Introverts direct their energy to their inner world of ideas and concepts and tend to value privacy and solitude 

· Sensing individuals rely on information gained through the senses and can be described as realistic. Intuitive individuals rely on information gained through unconscious perception and can be described as open-minded
· People high on thinking make decisions in an impersonal and rational way, whereas Feeling individuals prefer decisions made on subjective and emotional grounds
· People with a Judgement preference seek closure and an organised environment, while individuals with a preference for Perception are characterised by  adaptability and spontaneity  

· By combining the four poles of the scales, it is possible to identify sixteen personality types. One such type might, for example be ENTP (extraversion, intuition, thinking and perception) or ISFJ (introversion, sensing, feeling, and judgment)

· The emphasis of the MBTI falls on assigning the individual to one of sixteen different types of people, people who are assigned the same type are assumed to share similar characteristics

3. Occupational Personality Questionnaire (OPQ) 
 The OPQ is an SHL product. It is used as an assessment tool in selection, counselling, occupational research, training and development, assessment centres and as a management tool
· It comprises a series of questionnaires from which users can choose the one most suitable for their particular application (e.g. a questionnaire suitable for the selection of managers would not be suitable for school leavers)
· The estimated time for completion of these questionnaires ranges from 20-50 minutes

· Concept model (CM): this questionnaire gives a detailed picture of how individuals see themselves. The CM forms the basis for the OPQ applications, which are team types, Leadership and subordinate styles and selling or influencing styles

· Factor model. This questionnaire gives a summary of the main personality characteristics based on factor analysis. Some of the dimensions are outspoken, traditional, optimistic, and competitive 

· Images. Images give a broad overview of personality by measuring 6 dimensions derived from the word IMAGES as imaginative, methodical, achieving, gregarious, emotional and sympathetic

· OPQ applications. This can be used for the development of managers or supervisors and sales staff for counselling purposes. It looks at team types, leadership and subordinate styles, selling or influencing styles

· OPQ perspectives. This questionnaire gives information about individuals in terms of how they are seen by others. It is completed by a third person who might be that individual's manager, colleague or friend

· Sales personality questionnaire. It is used specifically for sales groups. It measures 11 dimensions based on interpersonal, administration, opportunities and energies, such as confidence, forward planning, creativity, and results orientation

· Customer Service questionnaire. It has been developed for people who have direct customer contact

· Work style questionnaire. It is most relevant for skilled, semi-skilled and unskilled staff

PROJECTIVE ASSESSMENT TECHNIQUES 

Projective techniques are characterised by unstructured tasks. For example, if someone gave you a paper with nothing written on it and asked you what your thoughts were about it, what would you reply?
Projective techniques use the assignment of unstructured tasks to generate an almost unlimited variety of responses. The results of these responses are seen as revealing the covert and unconscious aspects of personality. The focus is not on the measurement of a few personality traits, but on the composite picture of the whole personality.
· Inkblot techniques: The Rorschach is the most popular. It has 10 cards with inkblots and respondents are expected to say what the blots represent. Scoring looks at the location, determinants and content of responses

· Pictorial techniques: The Thematic Apperception Test (TAT) uses cards with vague pictures from which respondents are expected to make up stories 

· Verbal techniques: Use word association and sentence completion

· Performance techniques: They call for relatively free self-expression, including activities, such as drawing and the dramatic use of toys
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CAREER COUNSELLING ASSESSMENT 

Career counselling involves making career-related decisions based on information about the individual. Some of the information used is obtained by means of psychological assessment measures used in career counselling. Measures of cognitive ability, adjustment, and personality are used together with measures of interest, and values to make career decisions
An interest is a response of liking and is measured by interest inventories, which are used to assess a person's interests in different fields of work

An attitude is a strong feeling or belief about someone or something. It is inferred from overt behaviour and usually involves value judgements

Opinions are less influential than attitudes. They are seen as a viewpoint on specific issues
Values are related to life choices. They are more general and resistant to change than the others (above)

MEASURING INTEREST

Self-directed search questionnaire (SDS)
· SDS is a self-exploration inventory which links the examinee's score to fields of work. Holland's interest questionnaire is aimed at high school learners/students and young adults. 
· It is a self-administered, self-scored and self-interpreted questionnaire 
Nineteen-field interest inventory (19 FII)

· The 19 FII was published as a measure of vocational interest
· It is an interest questionnaire with a testing time of 45 minutes and is aimed at high school learners in grade 10 -12, students and adults
· The pen-and-paper test consists of nineteen fields of interest
· The test also measures the extent to which a person is actively or passively involved in activities, and the interests/activities are work or hobby related
· Fields of interest: fine arts, performing arts, language, historical, service, social work, sociability, public speaking law, creative thinking, science, practical fields, numerical, business, clerical service, travel, nature and sport
Interest does not always imply ability. If people like music and singing, it does not mean that they know how to sing.
Interest inventories differentiate between work and hobby related interests. Example, being interested in fishing does not mean you want to become a fisherman by profession
ASSESSMENT OF VALUES

Values arise from people's needs: because we need something, we start to value that particular thing.
Values may be considered as important motivators of behaviour because people strive to achieve or obtain the things that they value and to move away from the things they do not value.
The Values Scale may be used to assess the relative importance that an individual places on activities.

CAREER COUNSELLING

· A model for developmental career counselling consists of 4 stages. 1) Preview - the counsellor reviews the clients records and background information , 2) Depth-view - the counsellor assesses the clients work values, relative importance of different life roles, career maturity, abilities, personality and interests, 3) The client and counsellor integrate all the information in order to understand the clients positions in terms of the career decision-making process and 4) last stage involves counselling with the aim of addressing the career related needs identified during the assessment process
· Career development questionnaire: identifies 5 components of career maturity = self-knowledge, decision-making, career information, the integration of self-knowledge with career information  and career planning
· Langley emphasised that the career counsellor should not only assess whether the client knows him/herself and the world of work, but also whether the individual is able to integrate this material in a meaningful way
· The importance of the work role is another important aspect of career counselling assessment from a developmental perspective
STUDY UNIT 11
USES OF TESTING AND ASSESSMENT RESULTS

ASSESSMENT IN INDUSTRY
	TYPE/KIND OF MEASURE
	USES IN INDUSTRY
	REASONS FOR USE
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Assessment of individuals 

Personnel selection
Two approaches are used in the application of psychological measures for selection purposes. 
· In the first instance, individuals are compared with job specifications in terms of their personal characteristics or personality traits. This approach is called an input-based approach because individuals are matched with what is required from a job. This approach is also called the psychometric evaluation or testing approach. For example, a fisherman must have persistence, and the ability to resist boredom. Personality, aptitude and ability tests can assess these characteristics, traits or job requirements in a valid and reliable manner.
· The second approach is an outcome based approach where individuals are compared in relation to the required output standards of a job. In this instance, the aim is to determine whether the individual has the necessary competencies to perform a particular task or job. (This approach is also referred to as the competency assessment approach). The ability to read fluently, to write, to operate a lathe or to drive skilfully are all examples of  competencies that might be required to perform a particular job.
· In the first approach is a predictive approach where personal characteristics are matched with job requirements or specifications. In the second approach, a person's competencies are addressed in order to determine whether they meet minimum performance criteria or standards
Performance ratings or assessment 
· Psychometric theory is also applied in the assessment or rating of a person's job performance. Here we also have input- and output- based approaches.
· The input approach refers to the evaluation of a persons input such as personality, personal attributes, or characteristics that are important for achieving high performance standards.
· In the output approach only those job competencies as specified by the job requirements are assessed. 
Situational tests                 

· Commonly used in the Assessment Centre or Situational Judgement Test context
· Simulations: simulations attempt to recreate an everyday work situation. Participants are requested to play a particular role and to deal with a specific problem
· Vignettes: Similar to simulations but are based on a video presentation in which a candidate is requested to play the role of a particular person and to deal with the problem

· Leadership group exercises: A group of candidates is requested to perform a particular task or to deal with a specific problem while being observed

· In-basket tests: in-basket test typically consists of a number of typical letters, memos and reports that the average manager confronts in his/her in-basket (or these days email). The candidate is required to deal with the correspondence in an optimal way
· Interviews: Interviews can be structured or unstructured.
· Assessment centres: Assessment centres are described as a combination of the above-mentioned exercises where candidates are observed 
Assessment of workgroups or work teams

These types of assessments are mainly used for diagnostic and development purposes and ARE NOT classified as psychological measures. 
· Group processes: Aspects such as leadership, conflict handling, negotiation, communication, group dynamics, and decision-making are some of the group processes that can be assessed 
· Group characteristics: Groups can be assessed and categorised in terms of their own unique characteristics, such as their level of cohesion, group developments stages, etc
· Group Structure: groups can also be assessed in terms of their structure, such as status of members in terms of their primary reference group
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INTERPRETING AND REPORTING ASSESSMENT RESULTS

Interpretation

After you have administered a measure and obtained a score, you have to decide what the result means for the person who was assessed. A TEST SCORE ON ITS OWN IS MEANINGLESS!! A person's profile of scores should be interpreted only after investigating all available personal information, including biographical and clinical history, evaluation by other professionals, as well as test results. The most important reason why a score such as IQ cannot be interpreted as constituting an exact quantification of an attribute of an individual is that we have to take measurement error into account. The standard error of measurement indicates the band of error around each obtained score, and examiners should be aware of the SEM for each subset before interpreting the test-taker's score 
THE RELATIONSHIP BETWEEN INTERPRETATION AND VALIDITY 
In order to assess results in a meaningful way, there must be some relation between the results and what is being interpreted on the basis of those results.  For example, if you test nonverbal intelligence of a person as 74, meaning that the person has below average nonverbal skills, we must know that the person indeed has poor nonverbal skills.

Descriptive interpretation

· Descriptive interpretations try to describe the test-takers as they are and in terms of the way they behave at the time of testing
· For example, a descriptive interpretation of an IQ score of 100 would be that the test taker is average.
· Descriptive interpretations do not include attempts to interpret a score in terms of prior ability or disadvantage or in terms of future predicted behaviour
· Descriptive interpretations are dependant on construct, content, and concurrent validity
· For example, on completing an interest inventory, Lebo has a higher score for scientific than practical interests. The descriptive interpretation that Lebo is better at research-related activities than mechanical ones, can only be made if sufficient information is available about the validity of the measure. There has to be proof that the assessment measure does in fact measure research and mechanical abilities (CONSTRUCT VALIDITY). The items in the measure should be suitable for the standardization population. For example, the content of the items should actually reflect scientific or practical interests (CONTENT VALIDITY). The test scores should correlate with scores on other measures of the same characteristic (CONCURRENT VALIDITY).
Casual interpretation 

· Casual interpretation refers to the kind of interpretation that is made about conditions or events in a test-taker's background, based on assessment results. For example, the decision may have to be made as to whether a child has the ability to do well in an academic course or would do better in a technical school. If the child has worked hard and despite a supportive environment, still struggles with academic tasks, the interpretation could be made that there is some condition (perhaps a learning disability) that makes academic study difficult.
Predictive Interpretation

· Example: Andrea obtains high scores for numerical ability, three-dimensional reasoning, and mechanical insight on an aptitude measure. The counsellor interprets these scores as meaning that Andrea has the ability to follow a career in the field of engineering. This is an example of predictive interpretation 
Evaluative interpretation

· Evaluative interpretation combines an interpretation of a test score with a value judgement based on available information about the test-taker. Evaluative interpretations lead to a recommendation, which can only be justified if the validity of the other information is known. For example, a woman who has a specific reading disability does well on an intelligence measure and wants to know whether she should study law. She also has an interest in accounting and business. The counsellor makes the following evaluative interpretation: despite her above average intellectual ability, it is recommended that she does not study law due to her reading difficulty, but should rather pursue her interest in the business field.
· This recommendation implies that a reading disability will have a negative effect on the ability to study law and presumes that a reading disability predicts performance in law (predictive validity). On the other hand, the assumption is made that a reading disability will not affect performance in the business world
What does validity have to do with the interpretation of assessment results?

Interpretations of test scores depend on the validity of the measure of the information used. The different forms of interpretation are to a greater or lesser extent related to the different types of validity

METHODS OF INTERPRETATION

1) Mechanical interpretation of assessment results 
· The mechanical approach is the psychometric or statistical way of looking at assessment results 
· i.e. an assessment result is interpreted purely as a statistics. Those who use this method of interpreting assessment results do so on the basis that it is objective, reliable, scientific, mathematically founded, and verifiable. 
· It rests on the empirical approach to understanding behaviour, which rests on the assumption that all behaviour is observable and measureable. 
· Mechanical interpretation includes the use of profile analysis and comparison of standard scores as well as regression and discriminant analysis. In this way scores are used like a recipe 
· A profile is defined as a graphical representation of a client's test scores which provide the test user with an overall picture of the testee's performance 
2)
Non-mechanical interpretation of assessment results 

· In non-mechanical interpretation, assessment scores are not regarded as statistics, but meaning inferred from assessment results 
· This approach is described as impressionistic or dynamic, because it is more sensitive and encompasses a more holistic view of the test-taker 
· The assessment practitioner uses background information, information gained from interviews, as well as test results to form an image of impression of the test-taker 
INTERPRETATION OF NORM-REFERENCED TESTS 

In a norm-referenced measure each test-taker's performance is interpreted with reference to a relevant standardisation sample.  
For example, on the SSAIS-R, the mean scaled score for each subset is 10. This means that a child who obtains a scaled score of 10 is considered average in comparison to the performance of all the children in the normative sample. Therefore, it is important to establish that the particular child you are assessing is similar to the characteristics of the normative sample. 
If they do not match, you do not have a basis for comparison and your interpretation of the test score will not be meaningful.
The results of norm-referenced measures are often reported, such as percentile ranks or standard scores, which are calculated on the basis of the performance of the group on whom the measure was normed.
In practice, it often happens that the test-taker does not exactly match the normative sample. For example, in South Africa we often have to use measures that we normed in other countries. This factor MUST be taken into account when interpreting assessment results. In this instance, the score cannot be considered an accurate reflection of the test-taker's ability but should be seen as merely an approximate inidcation.
INTERPRETATION OF CRITERION-REFERENCED MEASURES

Whereas norm-referenced measures are interpreted within the framework of a representative sample, criterion-referenced measures compare the test-taker's performance to the attainment of a defined skill or content. In other words, the focus is on what the test-taker can do, rather than on a comparison with the performance of others (norm-referenced). 
An example of a criterion-referenced measure is a school or university exam. The test-taker is required to master specific subject content and exams are marked accordingly, irrespective of how well or badly other students perform.
PRINCIPLES FOR CONVEYING TEST RESULTS 

There are certain practical and ethical considerations to be taken into account when conveying assessment results to test-takers. 
Ethical considerations 
Certain professional ethical values guide the use and interpretation of results as well as the way in which these results are conveyed.
1. Confidentiality 

· Psychological services are strictly confidential. This means that a psychologist may not discuss any aspect relating to clients (or test-takers) without their consent 
· However, in some circumstances, a psychologist may be compelled by law to provide assessment results. The situation in SA dictates that if you suspect abuse of any kind, you are required BY LAW to report it. In matters of sexual abuse, it is generally best to encourage the person concerned to report the problem themselves. In the case of a child, it is more difficult, if you decide to report the matter yourself, make sure that you have all the facts first, to take steps to protect the child and to ensure that professional services are available to the family to deal with reactions to the matter.
2. Accountability 

· The psychologist is, at all times accountable for the way in which assessment measures are used and the interpretations that are made, as well as for protecting the security of test results
A TEST-TAKER'S BILL OF RIGHTS 

	Respect and dignity
	Always, not negotiable

	Fairness
	Unbiased measures and use of test data

	Informed consent
	Agreement to assessment with clear knowledge of what will happen; right to refuse

	Explanation of test results
	Clear and understandable explanation

	Professional competence
	Assessment practitioner's well trained

	Labels
	Category descriptions should not be negative or offensive

	Linguistic minorities 
	Language ability should not compromise assessment results

	Persons with a disability
	Disability should not compromise assessment results 

	Confidentiality 
	Guarantee that assessment results will not be available to others without your express permission

	
	


Methods of conveying assessment results 
· The assessment practitioner should be prepared to be supportive of the test-taker's emotional reactions to the results

· The assessment practitioner also needs to show respect for the test-taker's rights and welfare 
· Assessment results should be conveyed with sensitivity and directed at the level on which the test-taker is functioning 
· It is helpful to ask the test-taker about his/her own knowledge or feelings about the aspect of behaviour that was assessed
· Assessment results should be conveyed in a way that will best serve the original purpose for which the test was administered 
· Assessment results should be conveyed in general terms, in descriptive form rather than as numerical scores 

REPORTING ASSESSMENT RESULTS IN WRITTEN FORM

The following are general guidelines for effective report writing:

· Provide identifying information - including the date of the assessment
· Focus on the purpose for which the individual was tested
· Provide relevant facts only 

· Write the report with the nature of the audience in mind (if the report is for parents it may be more personal or informal, but if it's directed at an organisation, different information may be required

· Comment on the reliability and validity of the assessment 
· List the assessment measures and other information-gathering techniques (e.g. an interview) that were used

· Concentrate on the test-taker's strengths and weaknesses that constitute differentiating characteristics 
· Use general, understandable terms to describe behaviour 
· Focus on interpretations and conclusions - test scores are not included in reports but may be divulged on special requests

· Where recommendations are made, it must be evident to the reader why or how these flow from assessment results 

· Uphold ethical standards and values 
· Authenticate the report. i.e. sign it and include your credentials 
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FACTORS AFFECTING ASSESSMENT RESULTS 

VIEWING ASSESSMENT RESULTS IN CONTEXT
The biological context

· One of the most obvious factors that affect test performance is chronological age. This is why measures are developed for certain age groups based on the skills and interests characteristic of that particular age group. For example, in infant and pre-school measures, which differ in content according to the age range they cover. Measures for infants include items that largely measure sensory and motor development whereas measures for older children focus more on the child's verbal and conceptual abilities

· An important part of the assessment process involves taking a thorough medical history. Previous trauma such as a stroke or head injury can have a permanent effect on intellectual ability. 

The intrapsychic context (people's experiences and feelings about themselves)

· Transient conditions refer to everyday events that unexpectedly crop up and upset us sufficiently so that we are "not ourselves" and cannot perform as well as we normally do. Stress and anxiety can interfere with normal functioning, such as the ability to think clearly, to concentrate, and to act on pans and intentions.
· Psychopathology: Cognitive functioning is negatively affected by disorders like anorexia and bulimia nervosa. Depression is frequently manifested in problems with memory and psychomotor slowing, as well as with effortful cognitive tasks
The social context 

· There is a strong relation between scores on intelligence measures and scholastic and academic achievement. Schooling experiences influence how people think or the reasoning strategies they use, how they approach problems, their ability to deal with issues in an independent way, as well as their ability to work accurately and quickly
· Language is generally regarded as the most important single moderator of performance on assessment measures. This is because performance on assessment measures could be the product of language difficulties and not ability factors (if a measure is administered in a language other than the test-taker's own home language) 
· Culture:  people who do not share the same culture as test developers are at a disadvantage when taking this particular measure
· Environmental factors: We need to consider factors relating to socio-economic status and the degree of exposure to an enriching social environment as well as factors relating to the individual's immediate environment, such as socialisation experiences in the home. Environmental factors determine the types of learning experiences and opportunities to which we are exposed which in turn, affects our level of ability 
· Home environment - there are certain child rearing practises (such as parental responsivity and the provision of home stimulation) that have shown to promote the development of competence and cognitive ability that are tapped by traditional measures of development  
· Socio-economic statues (SES): refers to the broader indices of a person or family's social standing. The major indicators of SES are education, occupation and income. A persons SES is important because it determines the type of facilities that are available (such as schools, libraries and clinics) 
· Urbanisation: Urban children show superiority over rural children in terms of cognitive performance 
METHODOLOGICAL CONSIDERATIONS

Test administration and standardised procedures
· Each assessment situation is unique and assessment practitioners may have to adjust the standardised procedures slightly. Flexibility and minor adjustments to test procedures are often desirable or even necessary. However, changes should not be random but should be done deliberately and for a reason
Interpreting patterns in test scores 

· A test score is just a number, therefore one should not place too must emphasis on a specific score 
· There are many potential sources of error and these have to be explored before you can decide whether the test score really represents the person's level of ability 
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THE FUTURE OF PSYCHOLOGICAL ASSESSMENT  
DEMYSTIFYING, RECONCEPTUALISING, AND REDISCOVERING THE USEFULNESS AND SCOPE OF PSYCHOLOGICAL ASSESSMENT 
Demystifying psychological measures and their use
· Psychological assessment often appears to take on mystical proportions for the lay person. The notion that a psychologist, by asking a few questions and getting a client to do a few things (like making a pattern with blocks), can deduce the intelligence of the client or aspects of his/her personality is intriguing and may fill the lay person with awe. 
· Not only is psychological assessment a bit of a mystery to the ordinary person, but the misuse of assessment has left many South Africans with a negative perception of psychological assessment and its use

· Whether people think that assessment measures are mystical or whether they have negative perceptions about their use, the issue that needs to be addressed is how we debunk the myths and negative perceptions that people hold about psychological assessment:

· One way of debunking the myths and changing perceptions would be to launch a large-scale information dissemination campaign to inform all South Africans about psychological assessment and its benefits. The personal benefits of psychological assessment such as greater self-insight and a better understanding of oneself, as well as the ability to identify aspects that need development or to inform career decisions, need to be highlighted. Opportunities should also be created for the general public to express their fears. Information regarding the value of psychological assessment, the ethical use of assessment, and the psychometric standards that assessment measures need to meet should also be disseminated to company directors, managers, etc. 
Widening the use of assessment measures and assessment technology   
· Traditionally, psychological assessment has been limited to the assessment of individual attributes. This provides the field of psychological assessment with a very specific psychometric or testing flavour. Measures that can assess organisational processes, functioning, and attributes are much needed
TRAINING IN PSYCHOLOGICAL ASSESSMENT 

Gaining clarity about what should be focused on in training
· Assessment practitioners should be trained in how to properly inform test-takers, how to motivate them to participate in the assessment, and how to establish rapport with the test-taker and put them at ease. Test-takers should receive understandable feedback on their assessment results
THE CHALLENGE OF TECHNOLOGY IN PSYCHOLOGICAL ASSESSMENT  
Example: VAT (Virtual Assisted Testing) - has to do with stretching the virtual frontiers of psychological assessment by using virtual reality technology. By means of virtual reality technology, a work environment can, for example, be realistically created and a person's potential performance in such a real life situation can be assessed. One of the advantages of VAT is that it can assess complex patterns of cognitions (e.g. attention, memory, quick reaction time) and personality traits (e.g. control of emotions, stress, and coping) Such patterns are difficult to assess in an interrelated way using traditional assessment methods
Evaluation of computer-based and internet-delivered testing

ADVANTAGES OF COMPUTER-BASED TESTING

· Ultimate levels of standardisation 
· The potential biasing effect of the assessment practitioner is eliminated as the computer administers and scores the measure in an objective way
· There is a reduction in the amount of time needed for the assessment 
· It provides the opportunity to obtain more information about test-takers, as well as providing instant scoring that allows prompt feedback
· Given the graphic capabilities of computers, it has become possible to measure spatial and perceptual abilities to a far greater extent than is possible with paper-based tests
· Computerised assessment is particularly suitable for test takers who have physical and neurological disabilities 
· Assessment can be individually tailored - this is useful when groups of people are being assessed as the effects of cheating are minimized 
· It provides the assessment practitioner with a greater degree of control
· Fewer assessment practitioners are needed during the administration of a computerised measure 
· The errors that arise from inaccurate scoring by assessment practitioners are decreased when scoring is done by a computer 
· Computerised testing increases test security as test materials cannot be removed from the test room easily 
DISADVANTAGES OF COMPUTER-BASED TESTING 

· Copyright violations when measures are made available on the internet      
· Lack of security when measures are made available on the internet
· Problems of confidentiality 
· Computer-generated assessment reports still require clinical judgement as far as interpretation is concerned 
· Computerised scoring routines may have errors or may be poorly validated 
· Computerised testing involves high costs in item development as a much larger item pool is required in order to address the issue of security and over exposure to items 
· Computerised packages are sometimes unnecessarily costly and the psychometric properties of the computerised measures have not always been researched adequately 
· Qualitative information about test-taking behaviour and problem-solving strategies cannot be accessed readily during computerised testing
· Human-computer interface issues arise in that test-takers may have a phobia about using computers ; this could raise anxiety levels and in turn have a negative effect on performance 
· Lack of computer literacy could impact negatively on the test-takers performance. In this regard, there is a need to expose test-takers to a practise session
Challenges of internet delivered testing

· Performance: disrupted connections to the Internet sometimes results in testing being interrupted. Timed testing cannot always be done in reliable way via the internet 
· Security: concerns of the test, the test-taker's identity and test results
· Authenticating the identity of the test-taker is a very real problem in Internet-delivered testing 
· Data generated from an internet delivered test are stored on a central server which allows for greater levels of security 
· Fairness: Test-takers who have not had access to computer technology and the internet are likely to disadvantaged by this
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