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e BACKGROUND

As humans, we see to be particulary interested in predictions. Whether it comes to the
ther, il

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 skflis'and abiltes.

This s where as: I
o candidats knowiedge. sk, sbifes, and personalty (Muchnsky & Howes, e
order o male nferences about the candicate

PSYCHOLOGICAL

ASSESSMENTS

Psychological testing involves _fests,

questionnaires, each of which is used for a different purbose

in organisations. For personnel selection, abilty tests such

cogniive or psychormotor tests are used. along with knowledge
bilty of an

it cogniive abiity

& 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 s Hunter, 1998).

last. few. years, the growing jmportance of information and communication
Bchmetony I nine Fild of £S B
. with ts
posiive effcts on personnelselection beng explored by Frtarent papers such as Roulin
etal. (2021
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58 7+ Gpinétesting is more converien, accessie, and low cost, bt
CoTaE i o gt o ] S, ety ek Aok
foctored; as discussed by Peariman et al. 2009, With the pandemic having
oot o S s s e Yo, Busabass tnaiohed 1o e e Space op
eone whioh s o ek on o pcome
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As such, from a recruitment standpoint, understanding the ifferences between oniine
and hybrid assessment is more Important now than ever, and the change in modaity of
‘hese assessments leads us to an important question
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Achieving the imj

LEAST IMPORTANT TO ME

FACE TO FACE
SSESSMEN

Face-to-face assessment in Industrial-Organizational psychology is a form of persarinel
individual's bty or the fit betwieen that individual's

characteristics and the job or task they are applying for, through means of direct,in-person

+ interview and psychological tests leg. personality tests, cognitive tests)

PR os SRS EE

High response rate, ensure the quality of collected data and minimize non-respanse and

false responses: a5 face-to-face assessment is in-the-moment, the interviewee wil be

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

5 Lavaas 208, 2551

Notfisbl verbal and non-verbal cues: during a face-to-face assessment i< easir
the

wee is confident or not, whether*they are
enthusiastic about the job position or notl

3 osFrarea ne: Ly 2000, . 261

Prusence f infaryiawer: the prasence'of the nterviewer cuiog the 2ssesament alows the
et 1 sk o catfcaions o some Glesions o s e seseseme

Use of complex questions ask for more ndmore
e e e

ity to coftrol nteractions énd tentions the interviewer can contro speciic variables in
the session, such as the number of people in the assessment, the location and

the assessment at-hand, rather than being distracted by other factors [eg. noises,
Internet disruption

CONS

e consiyaint: as fice-to-face assessmentis n-the-mament, the iterviewee may not
+ have enough time ta think about or polish their response on the spat
. lawskas 208 72590
Time-consuring: e durston of g faceto-face dssassment. which i often longer than
h
Fon some =t S s el esponaa; G o1 U irtarviewancs the
Banetaiey of boh pore

Data collection and dta ey face-to-face assessment wil usualy requre
manal data collction and cata entry. which can be more time-cansuming for
administrators and ints 0 being prone to mistakes during
o nterviewers. overlosking data during data collection
due ta inexperience or lack of training) ®

ost 2 face-o-face assessment session often requites 2 lcation, equpment
fe. lapops, computis, camera forrecorded nterviews, Hand sanitzer papers s well
52 it traing fo nterviewers, and cost of ransporation or Fienvienets and
i rvasres, Al o these ok Comiote t ghar cost of the assesament

Confidentiality: ane of-the biggest concérns for intérviewees is the s

assurance In ordef for them to share such information when needed

Uereinge 2005, sk 20082551
Safety: with the
Paca (s of Ifechond 1 bats e kerviear s Harvemes

CONSIDERATIONS

ent. panning of the assessment todis and, assessment methods:
of the assessment sfiould properly plan the
y and ensure the qualty
sonalfty test. Intelligence test) ahd
uctured or unsiructured interview) used should also be
Getermined pice o the cate of the dssessment .

* Sufficient training for interviewers and administrators interviewers and
shoui be welained in orcerto know how 1o work with
le from different backgrounds, ask proper questions, administer
appropriate tests, while also avoid biases and other misconducts during the assessment.
terviewers 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.q. date, time. lacation,
duratiohof the assessment privacy polcy. etc) shoud be adequataly provided. A brief
recap of the session before ending, as well as reassurance of confideritalty, is also

acvigable. Both parties snouid aiso exchane contact detals in case of any nquires after -

the session.

Persianal safety heasure: during the COVID-S fandeic, procedures should follow proper
sty guidelines ta ensure the wel-being of everyone. .

ONLINE/REMOTE
SSESSMENTS

Virtual Oniine Assessment are Digital Selection Procedures, which cari be defined as any
procedure that makes use of digital communication technology for the purpase of ading
fection and and mobie

based Involve: by
appications, onine p: 24 mievmews gamified
nf and s0cal mecia s o . 20201
Here we mainly focus on the general concerns regarding onine assessments,

PROS

Stuational fudgent tests [S1Ts) are tradiionally text -based and ‘are often compited
e.In detailed st videoin SJTs
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responses aré recorded by answedng a standard set of q
“valuated by aither computer Al o ater.

Virtual interviewing decreases cost and increases canvenience for
applicants and the companies that are involved
o " 1 Mosesn e

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

CONSIDERATIONS

Itis mportant o note that thee are indusgies that wil not be suitableor employees to
sufferéd tremendo

o be physically present an sheciic workaies

L e L 12620) reccry poined ut tasks whichréqure cscussion, assating and

is hypothesized that positions that may allow for
Scenarios may be more suitable for online
s Whie posiions that feauie'the

sical presence such as cooking and fage to *
ervices may be less sutatye for onine personnel

%7  FINDINGS

Does the online ‘gap’ bring about sy differences?

Though being thre na physical sense ard shared space s  saple of quaitative intarviews, -
om has meant being there dwreremlv for m(ervlewers and participants. Somewhat
R e e ully plan, let alone in exactly where the
e e el AR 0
(Diffe et al, 2021}

A key consideration Is the purview ~ the range of vision, insight and/or understandings
nducting interviews. Choppy purviews that
regularly resided outside ofdrect conrol leg, Internet stablty. etc) can
le what is
Qe et . 2021

being seen in which were typically
rivate locations that were never used for in-person intervi
distuptions with parcel deliveries, fire alarm checks, garder
and the cn af some shared home olfice spaces that foutinel challenged the
abilty to secure a quiet erwlr:mrrnen( B listen (and privately talkl.
tal

In term:
(elephnne s in-persan mlerwew assescments for deoresswe dsorders o]
ntal ilne:

Eohiarer . 30

What are peaples’ attitudes towards.the anline format?

Iiterviewer ratings afe lower in technology-mediated interviews; this may *
accur for several reasons. Applicants may not be able to demanstrate their
social skils when their abilty to impression manag is reskicté

were less favorable in interviews, possibly
appicants' abilty to impression manage is restricted. Because applicants are less

echnology-mediated interviews because they feel impersonal.
[Blacksmith et al, 2016

RECOMMENDATIONS

conveyed on.

yality of the assessments. These include fechnologicaly-nduced anxiety.
issues of fairness etc. i

Thaugh online assessements are viable, we syggest that minimally. a

fyid approach shouid b sed for Mighakes, decisions. should
ace-to-face situations not be an opton. .

should show human _‘presence’

on  video ions) -

the inclusion o  th

generally view computer-only based interactions less
favourably than their counterpart.

In canclusion. what we give up in physical presence
and purview, we gain in subjective convenience, cost
Savitg, giobal reach and safety mn Ight of the
pandemic.
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