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Face to Face 
  Assessments

Face-to-face assessment in Industrial-Organizational psychology is a form of personnel 
assessment used to measure an individual’s ability or the fit between that individual’s 
characteristics and the job or task they are applying for, through means of direct, in-person 
interview and psychological tests (e.g., personality tests, cognitive tests).                        
                          (Rohde et al., 1997; Vinchur & Bryan, 2012) 

Pros
High response rate, ensure the quality of collected data and minimize non-response and 
false responses: as face-to-face assessment is in-the-moment, the interviewee will be 

more likely to answer most questions truthfully. Furthermore, information such as gender, 
age, or race is less likely to be falsified during face-to-face assessment 

(Lavrakas, 2008, p. 259).

Notifiable verbal and non-verbal cues: during a face-to-face assessment, it is easier 
for the interviewer to notice verbal and non-verbal cues expressed by the 

interviewee, which can reflect the interviewee’s feelings about the questions and 
statements (e.g., whether the interviewee is confident or not, whether they are 

enthusiastic about the job position or not) 
(DeFranzo, n.d.; Lavrakas, 2008, p. 261).

Presence of interviewer: the presence of the interviewer during the assessment allows the 
interviewee to ask for clarifications for some questions or items in the assessment tool. 

(Jennings, 2005; Lavrakas, 2008, p. 259).

Use of complex questions and probing: interviewers can ask for more information and more 
detailed responses for specific questions 

(Jennings, 2005; Lavrakas, 2008, p. 259).

Ability to control interactions and attention: the interviewer can control specific variables in 
the session, such as the number of people in the assessment, the location and 
surroundings of the session, as well as ensure that the interviewee will have more focus on 
the assessment at-hand, rather than being distracted by other factors (e.g., noises, 
technological distractions, Internet disruption and disconnection) 

(Jennings, 2005; DeFranzo, n.d.).

cons
Time constraint: as face-to-face assessment is in-the-moment, the interviewee may not 
have enough time to think about or polish their response on the spot 

(Lavrakas, 2008, p. 259).

Time-consuming: the duration of a face-to-face assessment, which is often longer than 
that of other types of assessment, such as telephone interview, can be a disadvantage, as 
it may depend on some factors, such as the response time of the interviewee, or the 
punctuality of both parties 

(Jennings, 2005).

Data collection and data entry: face-to-face assessment will usually require 
manual data collection and data entry, which can be more time-consuming for 
administrators and interviewers, while also being prone to mistakes during such 
processes (e.g., biases from interviewers, overlooking data during data collection 
due to inexperience or lack of training) 

(DeFranzo, n.d.)

Cost: a face-to-face assessment session often requires a location, equipment 
(e.g., laptops, computers, cameras for recorded interviews, hand sanitizer, papers), as well 
as prior training for interviewers, and cost of transportation for interviewers and 
interviewee. All of these would contribute to the higher cost of the assessment 

(DeFranzo, n.d., Jennings, 2005, Lavrakas, 2008, p. 259).

Confidentiality: one of the biggest concerns for interviewees is the privacy of their 
sensitive information. Interviewer would need to gain the interviewee’s trust and give them 
assurance in order for them to share such information when needed 

(Jennings, 2005, Lavrakas, 2008, p. 259).

Safety: with the current situation of the COVID-19 pandemic, face-to-face assessment may 
pose threats of infections to both the interviewer and interviewee.

considerations
Sufficient planning of the assessment tools and assessment methods: 
interviewers or administrators of the assessment should properly plan the 
assessment in order for the session to go smoothly and ensure the quality 
of the data. Types of tests (e.g., personality test, intelligence test) and 
interviews (e.g., structured or unstructured interview) used should also be 
determined prior to the date of the assessment.

Sufficient training for interviewers and administrators: interviewers and 
administrators should be well-trained in order to know how to work with 
different people from different backgrounds, ask proper questions, administer 
appropriate tests, while also avoid biases and other misconducts during the assessment. 
Interviewers and administrators should also have sufficient knowledge on the questions 
they are asking and the tools they are administering.

Starting and ending the session: Information on the assessment (e.g., date, time, location, 
duration of the assessment, privacy policy, etc.) should be adequately provided. A brief 
recap of the session before ending, as well as reassurance of confidentiality, is also 
advisable. Both parties should also exchange contact details in case of any inquiries after 
the session.

Personal safety measure: during the COVID-19 pandemic, procedures should follow proper 
safety guidelines to ensure the well-being of everyone.

Background

psychological 
assessments

As humans, we seem to be particularly interested in predictions. Whether it comes to the 
weather, illness, or even the future, we are keen to predict events in order to prepare to deal 
with them effectively. This holds true even for businesses. When hiring employees, it is 
almost impossible to determine the competency of a candidate because interviews offer 
only a glimpse into a person’s skills and abilities. 

This is where assessments are crucial; these provide a quantifiable measure to learn about 
a candidate’s knowledge, skills, abilities, and personality (Muchinsky & Howes, 2019) in 
order to make inferences about the candidate. 

Psychological testing involves tests, surveys, and 
questionnaires, each of which is used for a different purpose 
in organisations. For personnel selection, ability tests such as 
cognitive or psycho-motor tests are used, along with knowledge 
tests, personality tests and interviews to determine the suitability of an 
individual to a role, with generally cognitive ability being tested (Robertson 
& Smith, 2010). These tests began as in-person testing tools during personnel 
selection, and have been used to predict job performance and attainment in training 
(Schmidt & Hunter, 1998). 

In the last few years, the growing importance of information and communication 
technology (ICT) in the field of I-O psychology has been discussed. With globalisation, and 
the growing networks of companies, ICT provides unique opportunities and access, with its 
positive effects on personnel selection being explored by different papers such as Roulin 
et al. (2021).

problem
statement

Online testing is more convenient, accessible, and low cost, but it 
comes with its own legal and ethical concerns, especially when not 

proctored, as discussed by Pearlman et al. (2009). With the pandemic having 
lasted for a little over two years, businesses transitioned to the online space for 

operations, which has an effect on both personnel selection as well as performance 
appraisal. It seems as though online assessments have become a part of our collective 

new normal, and will remain for the years to come. 

As such, from a recruitment standpoint, understanding the differences between online 
and hybrid assessment is more important now than ever, and the change in modality of 

these assessments leads us to an important question: 

Are the costs, convenience, accuracy (validity), and 
consistency (reliability) of assessment tools affected 

by their modality?

Online/remote
  Assessments

Virtual Online Assessment are Digital Selection Procedures, which can be defined as any 
procedure that makes use of digital communication technology for the purpose of aiding 

the organizations during selection and recruitment, such as computer, internet and mobile 
based communication. Involves internet based techniques under five main categories of 

methods (online applications, online psychometric testing, digital interviews, gamified 
assessment and social media.) (Woods et al., 2020). 

Here we mainly focus on the general concerns regarding online assessments.

Pros
Situational judgment tests (SJTs) are traditionally text-based and are often completed 
online. In virtual assessments, the presentation of detailed scenarios through video in SJTs 

has some potential advantages, such as more positive applicant reactions.  
(Woods et al., 2020) 

When comparing behavioral video-based response (which records applicants’ response) 
and written response (where the candidate wrote their answer and submitted it online). 
Video-recorded response mode was a more significant predictor of job performance. The 

applicants perceived video recorded mode more positive than online written response .
Digital interviews may be mediated through video conferences. The interviewee’s 
responses are recorded by answering a standard set of questions, which will then be 

evaluated by either computer AI or rater. 
(Woods et al., 2020)

Virtual interviewing decreases cost and increases convenience for 
applicants and the companies that are involved. 

(Woods et al., 2020; Moseson et al., 2020)

Virtual recruitment may increase the efficiency and allow for more 
individuals to take part in clinical research. 

(Moseson et al., 2020)

cons
Situational judgment tests (SJTs) are traditionally text-based and are often completed 
online. In virtual assessments, the presentation of detailed scenarios through video in SJTs 

has some potential advantages, such as more positive applicant reactions.  
(Woods et al., 2020) 

When comparing behavioral video-based response (which records applicants’ response) 
and written response (where the candidate wrote their answer and submitted it online). 
Video-recorded response mode was a more significant predictor of job performance. The 

applicants perceived video recorded mode more positive than online written response .
Digital interviews may be mediated through video conferences. The interviewee’s 
responses are recorded by answering a standard set of questions, which will then be 

evaluated by either computer AI or rater. 
(Woods et al., 2020)

Virtual interviewing decreases cost and increases convenience for 
applicants and the companies that are involved. 

(Woods et al., 2020; Moseson et al., 2020)

Virtual recruitment may increase the efficiency and allow for more 
individuals to take part in clinical research. 

(Moseson et al., 2020)

considerations
It is important to note that there are industries that will not be suitable for employees to 
WFH, such as sports, travel, entertainment, and restaurants, that suffered tremendously 

during the pandemic (Howe et al., 2020), this occurs due to reasons such as the drastic 
decrease in their customer base, and these industries may contain fewer positions that 

can transit into remote work due to the nature of their services that require the workers 
to be physically present on specific worksites. 

Lund et al. (2020) recently pointed out, tasks which require discussion, assisting and 
caring for others would be nearly impossible to transit into virtual work. Positions that 

may be ideal for WFH scenarios contain characteristics such as individual control 
over work pace, low need for physical requirements, and communication. A 

study of WFH in Japan showed that high-wage, highly educated, 
white-collar workers in metropolitan areas tend to engage in WFH. 
These individuals and employees who were long commuters tend 

to exhibit a relatively small reduction in WFH productivity 
than other workers 

(Morikawa, 2020). 

It is hypothesized that positions that may allow for 
WFH Scenarios may be more suitable for online 

personnel assessment. While positions that require the 
employee’s physical presence such as cooking and face to 

face customer services may be less suitable for online personnel 
assessment

Findings
Does the online  ‘gap’ bring about any differences?

 

Though being there in a physical sense and shared space is a staple of qualitative interviews, 
Zoom has meant being there differently for interviewers and participants. Somewhat 

disorientating, we were no longer able to fully plan, let alone influence exactly where the 
interviewee would be when they spoke with us.

(Oliffe et al., 2021)

A key consideration is the purview – the range of vision, insight and/or understandings 
drawn from what is observed while conducting interviews. Choppy purviews that

regularly resided outside of direct control (e.g., Internet stability, etc.)  can 
muddle what is seen and heard.

(Oliffe et al., 2021)

Individuals reconcile being seen in home environments, which were typically 
private locations that were never used for in-person interviews. In addition, 

disruptions with parcel deliveries, fire alarm checks, gardening and neighbour 
noise, and the din of some shared home office spaces that routinely challenged the 

ability to secure a quiet environment in which to actively listen (and privately talk). 
(Oliffe et al., 2021)

In terms of parallel research, there is strong evidence of equivalence between clinical 
telephone and in-person interview assessments for depressive disorders, generalized 
anxiety, panic disorder, drug misuse, psychosis, PTSD, mental illness symptom severity. 

(Cornwell et al., 2018)

What are peoples’ attitudes towards the online format?

Interviewer ratings are lower in technology-mediated interviews; this may 
occur for several reasons. Applicants may not be able to demonstrate their 

social skills when their ability to impression manage is restricted.

Applicant reactions were less favorable in technology-mediated interviews, possibly 
applicants’ ability to impression manage is restricted. Because applicants are less 
able to impression manage in technology-mediated interviews, perceptions of unfairness 

and feelings of frustration occur. Applicant reactions may also be lower in 
technology-mediated interviews because they feel impersonal.

(Blacksmith et al., 2016)  

In terms of viability of the online platform, there are no discernable differences. However, we 
still recommend that the assessment be validated for the medium that it is intended to be 
conveyed on. 

The online medium itself, however brings about other challenges unrelated to the 
validity of the assessments. These include technologically-induced anxiety, 
issues of fairness etc.

Though online assessements are viable, we suggest that minimally, a 
hyrid approach should be used for high-stakes decisions, should 
face-to-face situations not be an option.

Online assessments should show human ‘presence’ 
(i.e., turning on video and/or voice functions) . 
This ensures the inclusion of the ‘human element’ 
(e.g., rapport building, impression forming), as people 
generally view computer-only based interactions less 
favourably than their counterpart.

In conclusion, what we give up in physical presence 
and purview, we gain in subjective convenience, cost 
saving, global reach and safety in light of the 
pandemic.
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