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7
Personality and intelligence (cognitive reasoning) have a long history 
of use in selecting and developing the best talent. Over the last 30 years, 
research in the field of human resource assessments, including the rise 
of digital tools, has evolved personality and ability assessments into 
predictable and accurate recruitment solutions.1 There is consistent 
evidence about their growing power in predicting job performance,2  
and an increasing number of top companies are using professional 
personality and cognitive assessments as a tool for selection decisions.

The relationship between personality, cognitive ability, and job 
performance has been a frequently studied topic in psychology.3 
Franziska Leutner and Tomas Chamorro-Premuzic conducted a 
review of studies dating back more than 30 years, finding evidence 
that personality and ability assessments are effective in predicting 
individual on-the-job performance, yet are underutilised in 
companies globally.4 Perhaps of more concern is the existence of a large 
discrepancy between research findings and HR practitioners beliefs as 
to the validity of objective selection techniques. Specifically, research 
from over 5,000 HR professionals revealed that practitioners have far 
less faith in personality and ability assessments as predictors of job 
performance than the research should indicate.5

A growing number of leading companies are using personality and 
cognitive assessments as a model for the identification, selection, and 
1 Clarke, “Personality Assessment and Big Data”
2 Forsey, “Personality Indicates Job Performance”
3 Barrick et al., “Personality and Performance at the Beginning of the New 

Millennium” 9-30
4 Leutner and Chamorro-Premuzic, “Stronger Together” 
5 Rynes et al., “HR Professionals’ Beliefs about Effective Human Resource 

Practices” 149-174

Personality & ability as predictors of job performance

Personality & Ability 
Assessment
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and spend their time and energy. So, how do we fully understand the 
predictive power of cognitive reasoning and personality in predicting 
job performance?

The predictive power of cognitive reasoning
General mental ability (GMA), or cognitive reasoning, is the speed at 
which a person can process information, and it comes as no surprise 
that it has been found to be one of the most powerful and reliable 
predictors of job performance.11 People with higher GMA find it 
easier to develop relevant job knowledge, solve problems, build logical 
arguments, make effective decisions, and adapt to complex or novel 
situations.12 When combined with other selection methods, such as 
work sample tests or interviews, cognitive tests add significantly to the 
predictive information available to the decision-maker.13

Measuring cognitive ability is not only helpful for predicting 
performance potential, it also helps to determine person-job fit. 
The better the person-job fit, the higher the job satisfaction and the 
lower the chance of turnover. When making selection decisions, a 
primary goal should be to find a candidate who best matches the job 
requirements.14

History of cognitive tests
From as early as the 7th century, the Chinese were testing civil servants 
using written tests of their verbal reasoning and creative ability. One 
thousand years later in the 1700’s, assessments of navigation skill were 
being used to measure the ability of applicants for the British navy.15  
Measuring ability and potential was a better predictor of performance 
at sea than status.

Fast forward to 1905 where Alfred Binet and Theodore Simon 
developed the first widely used ability test, the Binet-Simon 
11 Forsey, “Personality Indicates Job Performance”
12 Schmidt and Hunter, “General Mental Ability in the World of Work” 162-173
13 Schmidt et al., “The Validity and Utility of Selection Methods in 

Personnel Psychology”
14 Schmidt and Hunter, “General Mental Ability in the World of Work” 162-173
15 Vernon, “Statistical Methods in the Selection of Navy and Army Personnel,” 139-153

development of top talent. For example, Google employs the most valid 
assessment techniques to select their staff, ignoring résumés and grades, 
and instead combining personality and cognitive measures to gain an 
insight into a candidate’s problem-solving ability, conscientiousness, 
and leadership potential.6

In an age where it is habitual for organisations across all industries 
to embrace a data-driven approach to decision making regarding 
prospective and current employees, the use of scientifically defensible 
personality and intelligence tools is far from widespread.7 The 
opportunity is there, as there are approximately 40 million assessments 
sold per year, not all of which are reliable or valid, yet an estimated 
4 billion people in the global workforce. That is only a 1% market 
penetration rate, so many people go through their careers without very 
having their potential, performance, or development areas measured 
through a valid and predictive assessment. 

Today, using an assessment model integrating the most job-relevant 
and predictive components of personality and ability beats any 
interview three times.8 Big data and talent analytics are decidedly 
the future of HR, as they are incredibly powerful predictive and 
descriptive tools for selection decisions. By assessing personality and 
cognitive ability, recruiters are able to embrace talent analytics to find 
and hire the best candidates. It is crucial, however, to make note of the 
difference between data derived from good and bad assessments – as 
only wrong decisions can be made from a poorly structured assessment 
that collects the wrong data.9

More than ever, job performance is becoming a multi-dimensional 
construct that indicates how well employees perform their tasks, take 
initiative, and solve problems creatively.10 Furthermore, it indicates 
the extent to which they complete tasks, utilise available resources, 
6 Bock, Work Rules.

7 Leutner and Chamorro-Premuzic, “Stronger Together”
8 Clarke, “Personality Assessment and Big Data”
9 Schmitt, “Personality and Cognitive Ability” 45-65
10 Rothmann and Coetzer, “The Big Five Personality Dimensions and Job 
Performance” 68-74
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model came a simpler approach by Howard Gardner and Thomas 
Hatch, who identified seven relatively independent forms of 
information processing.  Their model incorporated logical, linguistic, 
musical, spatial, bodily, intrapersonal, and interpersonal factors which 
are perhaps a precursor to emotional intelligence. The focus needs 
to be on detecting distinctive human strengths and using these as a 
way for an employer to understand person-job fit and identify areas of 
development and improvement for employees.

Cognitive testing today
There is consistent proof that ability tests are some of the best methods 
for predicting simple job performance.  Metanalyses published over 
the years have provided a review of general cognitive ability, as well 
as specific aspects of cognitive ability, as predictors of training success 
and performance.19 Simple measures of general cognitive ability 
account for about 20-25% of the variance in job performance, and as 
job become more complex, cognitive ability tests will become an even 
more important predictor of potential and performance.20 

Figure 2. Compiled by Talegent; adapted from Schmidt, Oh, & Shaffer, (2016). 

The validity and utility of selection methods in personnel psychology: practical and 

theoretical implications of 100 years of research findings; De Meuse, Hallenbeck, 

Dai, & Tang, (2009). Global talent management: Using learning agility to identify 

high potentials around the world.

19 Ones et al., “In Support of Personality Assessment in Organizational 
Settings.” 995-1027

20 Schmitt, “Personality and Cognitive Ability” 45-65

Selection Procedures Validity Relative Strength 
of Procedure Description

Cognitive Ability 
Measures 0.65 Very Strong Relatively inexpensive and generalisable.

Structured Job 
Interviews 0.58 Strong Expensive to develop and time 

consuming.

Personality based EQ 0.32 Moderate Relatively inexpensive, standardised and 
useful for development.

Learning Agility 0.30 Moderate A key measure of high-performance 
potential.

Personality based 
Conscientiousness 0.22 Moderate Relatively inexpensive, standardised and 

a valid personality measurement.

Years of Job 
Experience 0.16 Weak Often the same amongst entry level 

applicants

Intelligence Scale. They produced an assessment of 30 items that 
measured attention, memory, and verbal reasoning ability to identify 
school children that needed remedial studies. A later revision which is 
known as the Stanford-Binet Intelligence Scale is still in use today, and 
remains one of the most widely used intelligence tests.16

Figure 1. The Seven Intelligences table17

Based on these intelligence scales, Guilford developed a more 
structured approach incorporating multiple intelligences. His three-
dimensional model included five types of components, five types 
of operations, and six types of product, linking to 150 independent 
abilities which predicted an intelligence score.18 From this complex 

16 Cherry, “Alfred Binet and the History of IQ Testing”
17 Gardner and Hatch, “Multiple Intelligences Go to School” 4-10
18 Guilford, “The Stucture of Intellect,” 267-293

Intelligence End-States Core Components

Logical-
mathematical

Scientist
Mathematician

Sensitivity to, and capacity to discern, 
logical or numerical patterns; ability to 
handle long chains of reasoning.

Linguistic
Poet
Journalist

Sensitivity to the sounds, rhythms, and 
meanings of words; sensitivity to the 
different functions of language.

Musical
Composer
Violinist

Abilities to produce and appreciate rhythm, 
pitch, and timbre; appreciation of the 
forms of musical expressiveness.

Spatial
Navigator
Sculptor

Capacities to perceive the visual-
spatial world accurately and to perform 
transformations on one’s initial 
perceptions.

Bodily-
kinesthetic

Dancer
Athlete

Abilities to control one’s body movements 
and to handle objects skillfully.

Interpersonal
Therapist
Salesman

Capacities to discern and respond 
appropriately to the moods, 
temperaments, motivations, and desires of 
other people.

Intrapersonal

Person with 
detailed, 
accurate self-
knowledge

Access to one’s own feelings and the ability 
to discriminate among them and draw 
upon them to guide behaviour; knowledge 
of one’s own strengths, weaknesses, 
desires, and intelligences.
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The ability to work with data and make data-based decisions will 
become an increasingly vital skill across many jobs as employers build 
a workforce with solid skills in data analysis and presentation. This 
is resulting in shifts in expected skill requirements. From a skills 
perspective, employers will need to understand the impact this may 
have on their employees’ current skillsets and work practices, and what 
can be done to develop them.21 

Figure 3. Expected emphasis on workforce skills as AI/robotics are integrated 

in the enterprise.

A recent Global Trends report by Deloitte, which surveyed more 
than 11,000 HR professionals, found that as technology becomes 
more central to our work, organisations are increasing their focus on 
essential skills such as complex problem solving (63%), cognitive ability 
(55%), and social skills (52%) when hiring. Overall, a wide range of 
occupations will require a higher degree of cognitive ability as part of 
their core skill set. In fact, more than half of all jobs that are expected 
to increase the need for cognitive abilities and complex problem-
solving skills as part of their core skill set. Only 6% of jobs requiring 
high cognitive ability today are expected to see this decline in future. 
And it is very likely that that ability tests have a key role to play in 

21 World Economic Forum, The Future of Jobs.



- 117 -- 116 -

Verbal reasoning
The ability to understand verbal and written information, apply 
it, and draw accurate conclusions. This score should indicate how 
easily candidates will understand relatively complex material, such as 
research information, reports, and correspondence.

Logical reasoning
The ability to pick up on trends and patterns within data and apply 
these to solve problems. This score should indicate how easily 
candidates will learn new information and integrate this with their 
existing knowledge, particularly in regards to strategic or intangible 
concepts.

sourcing and selecting talent for these cognitively complex roles.22 It 
is, therefore, crucial to assess these high demand skills and abilities in 
future talent.

The usage of ability tests in work relevant contexts has come a long 
way. Today, Talegent’s portfolio of aptitude tests includes not only six 
different cognitive ability measures in a traditional framework, but also 
the change to measure learning agility through gamification.

Talegent tests available

Numerical reasoning
The ability to understand, apply, and make decisions based on 
numerical information. This score should indicate how easily 
candidates will understand data presented in tables and graphs.

22 Deloitte, 2018 Global Capital Trends.
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Competencies and cognitive reasoning

Specific competencies incorporate personality together with cognitive 
reasoning results to provide an integrated understanding of an 
individual’s anticipated behaviour in a certain realm. By combining 
personality scales generated through self-report data with ability 
results, we get an understanding of an individual’s expected work 
style or preferences, along with their mental ability. For example, the 
Talegent’s ‘Communication’ competency combines verbal reasoning 
results with their behavioural responses around social awareness, 
influencing, and self-confidence. In this way, we not only see how 
skilled a candidate is at interpreting and applying verbal or written 
information (verbal reasoning), but also how well they can leverage 
that ability to adjust their style (social awareness), persuade others 
(influencing), and come across as confident (self-confident), to be an 

Mechanical reasoning
The ability to understand the effects of physical forces on elements 
within a mechanical system. This score should indicate how well 
candidates will be able to comprehend relationships between 
mechanical elements and forces in practical situations.

Spatial reasoning
The ability to understand the effects of physical forces on elements 
within a mechanical system. This score should indicate how well 
candidates will be able to comprehend relationships between 
mechanical elements and forces in practical situations.

Fault finding
The ability to understand complex systems and diagnose faults. This 
score should indicate how easily candidates can locate precisely where 
a system has broken down. 
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Advantages of adaptive testing
Tests are faster: 
Perhaps the most significant advantage of adaptive testing is that it 
makes candidate testing faster than ever before. Because adaptive 
testing is targeted to the ability level of each specific candidate, it avoids 
asking questions which are too hard or too easy for that candidate, and 
consequently contains fewer questions.

Tests are more accurate:
Adaptive testing is often more precise than traditional testing 
methods, and is especially good at identifying candidates who lie at 
the extreme ends of ability. Because of this, it outstrips traditional 
testing at detecting the subtle differences between top scorers and 
differentiating their performance. Conversely, traditional testing 
is good at accurately categorising candidates in the mid-range, but 
increasingly loses precision as results get more extreme.

It’s harder to cheat:
Psychometric testing has become increasingly sophisticated to the 
point where it’s hard to cheat – but not impossible. Someone could 
conceivably get a hold of the questions and work out how to answer. 
But the beauty of adaptive testing is that no two candidates are given 
the same test, so they can’t give one another a heads up as to which 
questions to expect.

effective communicator. All this is presented in an interactive report 
which demonstrates a candidate’s performance against a relevant 
comparison group.

Intelligence measures are consistently proven to be valid predictors of 
career-related outcomes. Extensive meta-analytic studies of the various 
predictors of job performance report validities of r = 0.65 for cognitive 
ability.23 The maximum incremental validity from interviews is only 
20%.24 Thus, having a selection technique in your back pocket that is 
consistent, scalable, and objective as well as being more effective than 
a traditional interview is a no brainer. Not only has this research been 
reinforced for the last 50 years, it has also been recently validated by 
Lazlo Bock, former SVP of People Operations at Google, in his book 
Work Rules.25 Cognitive ability tests are an easy-to-administer, cost-
effective method of assessing candidates that have been found to be 
very consistent and valid in their measurements.26

Adaptive testing
Adaptive testing is a new form of testing in which the assessment adapts 
itself to the ability level of the test taker in order to increase precision 
and reduce assessment length. The principal difference between 
traditional and adaptive testing is how questions are administered. A 
traditional test asks candidates every question from a set list and uses 
this to determine their ability. Adaptive assessments present different 
items to different candidates, based upon the estimated ability level of 
the candidate. Therefore, the test cannot use the number of correct 
items to calculate a candidate’s percentile score, as candidates have 
been asked different questions. In contrast, non-adaptive assessments 
present the same items to each candidate completing the assessment. 
Thus, they use the number of correct answers in the calculation of the 
candidate’s percentile score.

23 Schmidt et al., “The Validity and Utility of Selection Methods in 
Personnel Psychology”

24 Leutner and Chamorro-Premuzic, “Stronger Together”
25 Bock, Work Rules.

26 Butcher, Oxford Handbook of Personality Assessment. 
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influencing how people evaluate their own careers. Equally, leaders 
with problematic personality characteristics create high levels of 
turnover and underperformance in their teams and organisations.

History of personality testing
Personality is a highly complex topic that has fascinated researchers 
and theorists for the past few centuries. Personality testing, as we 
know it today, has its roots in nineteenth-century Europe, and was 
pioneered by Sir Francis Galton, who conducted several experiments 
on mental processes and the measurement of psychological attributes.28 
One of the first standardised objective tests was the 1943 Minnesota 
Multiphasic Personality Inventory (MMPI), which was not only 
standardised but also provided validity scales designed to detect 
impression management.29

Carl Jung published a typology of personality including the concepts 
of introversion and extraversion in the 1920s,30 which were built on 
by Katharine Cook Briggs and Isabel Briggs Myers who developed 
the Myers-Briggs Type Indicator (MBTI) in order to help people 

28 Butcher, Oxford Handbook of Personality Assessment.

29 Framingham, Minnesota Multiphasic Personality Inventory (MMPI.

30 Jung, Psychological Types.

Factor Associated Trait

Extraversion Sociable, gregarious, assertive, talkative, 
active

Conscientiousness Dependable, thorough, careful, 
responsible, organised, hardworking

Openness to Experience
Imaginative, cultured, curious, original, 
broad-minded, intelligent, artistically 

sensitive

Agreeableness
Courteous, flexible, trusting, good-

natured, cooperative, forgiving, soft-
hearted, tolerant

Neuroticism Anxious, depressed, angry, embarrassed, 
emotional, worried, insecure

How does adaptive testing measure ability?
As each candidate is presented with different items, they cannot 
be scored based on the number of correct or incorrect items. The 
assessment is set up so that each item has an associated difficulty. 
This difficulty is calculated through an analysis of thousands of real 
candidate responses. As a candidate progresses through the assessment, 
every question allows the system to estimate their underlying ability, 
using item difficulty. This is why it is valid to compare candidate 
results when they have answered different questions, because it is the 
underlying ability of the candidate which is being compared, not the 
number of items they got right or wrong.

How to make the most of adaptive testing
Answering more items correctly does not necessarily mean that a 
higher score will be obtained, because the system is looking at the 
difficulty of each item, rather than the number of items. To gain a more 
in-depth understanding of a candidate’s ability, we encourage the 
use of the full version of Talegent’s adaptive assessments. However, 
where timing is a critical factor, the express versions will still offer a 
solid understanding of the candidate’s cognitive ability in a shorter 
assessment.

Adaptive testing offers numerous advantages over traditional testing 
initiatives including test length, test precision, and cheating difficulty. 
As we move into the future, adaptive testing is more and more likely 
to be adopted by recruiters due to these factors, and the improved 
candidate experience it offers.

The predictive power of personality testing
Personality is a key aspect of employability. When recruiters assess 
a candidate’s ability to perform a job, they not only look at their 
cognitive ability, but also their motivations, conscientiousness, and 
how they interact with others.27 Like cognitive assessments, personality 
questionnaires are a consistent predictor of subjective career success, 
27 Heggestad and Morrison, “An Inductive Exploration of the Social 

Effectiveness Construct Space” 839-874
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guiding developmental interventions, particularly in leaders.37

The Talegent PATH® Personality Questionnaire has two different 
scales assessing response style. 

Talegent tests
Talegent has developed the PATH Personality Questionnaire which 
gives employers deep insight into the behaviours and tendencies 
of individuals – the way they think, how they relate to others, their 
preferred work style, and more. These measures can be analysed in 
relation to the key role competencies exhibited by top performers for 
a given role.

37 Barrick et al., “Personality and Performance at the Beginning of the New 
Millennium” 9-30

The degree to which an individual is receptive to feedback. 
Low scorers on this scale may tend to resist feedback, and 
are more likely to be defensive when faced with criticism. Low 
scorers are therefore more likely to distort their responses in 
a defensive or favourable manner than high scorers.

The degree to which an individual is aware of their own 
strengths and limitations. Low scorers on this scale are more 
likely to have a limited understanding of their weaknesses, 
or may seek to conceal them in order to positively manage 
their impression on others. Therefore, their responses may be 
unintentionally distorted and may not accurately reflect the 
respondent’s true nature.
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find jobs that matched their personalities.31 Several researchers 
have independently assessed and identified five similar personality 
dimensions: Extraversion, Conscientiousness, Openness to 
Experience, Agreeableness, and Neuroticism (or Emotional Stability). 
These are now commonly known as the Big Five, while the model 
itself is referred to as the Five Factor Model. The Big Five been used 
extensively in personality assessment.32 

Personality testing today
Personality assessments have changed in other ways since their initial 
conception. One main development is in their validity, which has 
increased significantly over the years.33 In many countries, psychological 
associations have developed strict standards and guidelines for the 
design and use of psychological tests. Norming procedures have 
improved, scoring has been standardised, and measures – such as 
impression management scales – have been introduced to minimise 
distortion.34 As such, an extensive range of tests have been developed 
for different purposes, including selection and development, and with 
different underlying models of personality.

While the Big Five remain a core tenet in personality research, there is 
also compelling evidence for the validity of other constructs to predict 
career-related outcomes. For example, other components of personality 
that have been linked to career success include self-evaluations, 
proactivity, entrepreneurial personality, and integrity.35 An advantage 
of personality measures is that they do not have an adverse impact on 
increasing workforce diversity.36 Personality is not just an essential 
predictor of career-related outcomes, it also enables higher levels of 
career success and job performance by increasing self-awareness and 

31 Briggs Myers, The Myers-Briggs Type Indicator.

32 Rothmann and Coetzer, “The Big Five Personality Dimensions and Job 
Performance” 68-74

33 Butcher, Oxford Handbook of Personality Assessment.

34 Schmitt, “Personality and Cognitive Ability” 45-65
35 Rothmann and Coetzer, “The Big Five Personality Dimensions and Job 

Performance” 68-74
36 Hunt et al., Diversity Matters.
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Execution
This cluster shows a candidate’s tendency towards following rules and 
guidelines, and taking a methodical and detail approach in their work. 
High scorers make fulfilling promises a priority, but are not afraid to 
take risks. They remain focused and engaged despite distractions.

Drive
Candidates who are high in this cluster thrive in a fast-paced 
environment and a full workload. They are competitive and highly 
motivated to succeed, and are comfortable making quick, confident 
decisions.

Self presentation
These two scales identify candidates who are aware of their strengths 
and limitations, and are welcome feedback from others in order to improve. 

Interpersonal
Candidates high in the scales on this cluster are confident in their 
powers of persuasion, and are able to confidently take lead and 
motivate a team. They connect easily with others, are comfortable 
discussing feelings, and trust quickly. These candidates can adapt their 
behaviour to suit different situations and enjoy working with a wide 
range of people.

Temperament
This cluster identifies candidates who strongly believe in their 
capability to succeed, and rarely display signs of stress. They can easily 
adapt to change, enjoy variety, and maintain a positive outlook despite 
challenge.

Thinking
Candidates with high scorers here should evaluate information 
critically, use past experience and data to solve problems, and be driven 
to develop their skills and knowledge. They seek new and creative 
solutions and enjoy applying abstract concepts to solve problems. 
These candidates are able to focus on the big picture for long-term 
impact.
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does the report contain comprehensive interpretation text that changes 
based on how a candidate has profiled, it also includes interview questions, 
development tips, and an onboarding guide for each specific candidate.

Personality profile charts and cognitive reports can be derived from 
the same data, along with Talegent’s EQ, Leadership Potential, Grit, 
and Team Types report. Using a combination of reports that are fit 
for purpose based on a single data source can provide a well-rounded 
picture of an individual’s ability, style and potential in the workplace.

Personality and cognitive testing: stronger together
Personality and reasoning ability can account for different domains of 
on-the-job performance, providing incremental validity. Specifically, 
this combination predicts performance for individual contributors 
through to leadership roles. While personality and cognitive ability 
are not the only factors linked to job performance, and their combined 
performance power is hard to match. 

However, correlations between cognitive ability measures and 
personality measures are typically low. Meta-analytic correlations 
between four of the Big Five constructs and cognitive ability have 
been reported to be less than .10.38 So the bottom line is, given the 
lack of relative correlation between cognitive and personality, there 
is real hope that combinations of the two do indeed produce a 
superior predictor of job performance. This is further enhanced by 
the fact that there are low intercorrelations of the Big 5 measures; thus 
the magnitude of combining relevant personality constructs with 
cognitive measures are incrementally and consistently predictive 
of performance as this data can be gathered in a standardised way.39 
Similarly, Schmidt et al. have shown that combining other selection 
tools such as cognitive ability tests or work samples with personality 
measures adds to the accuracy of the selection process.40

Applications of personality and ability assessments
Talegent’s PATH suite, which contains a personality questionnaire and 
a range of cognitive ability assessments, generates several reports that 
can be applied both pre-hire and post-hire. 

The epicentre of these reports is the Cognitive & Competency report, 
which provides detailed insights into a candidate’s strengths and 
weaknesses in relation to a competency set of your choosing. Not only 

38 Barrick et al., “Personality and Performance at the Beginning of the New 
Millennium” 9-30

39 Ones et al., “In Support of Personality Assessment in Organizational 
Settings.” 995-1027

40 Schmidt et al., “The Validity and Utility of Selection Methods in Per-
sonnel Psychology”
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Based on an analysis of a candidates preferred tendencies gathered 
from their self-report data, and the standardised PATH personality 
profile is sorted by cluster.

Each personality scale is reported on with a narrative description 
outlining the strengths and development areas based on a candidate’s 
item responses.  

Profile

Figure 4. Interactive Personality Profile

Interactive personality profile
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Each competency is described with narrative text that outlines the 
subtle nuances of the candidate’s personality tendencies within that 
competency. Comments on ability are also made where the competency 
includes a cognitive component.

Behavioural interview questions with specific probes are available to 
explore and confirm candidate scores on each competency.

Figure 5. Competency & Cognitive Report

Competency and Cognitive
An overall recommendation is calculated based on a derived weighting 
of each competency. Typically competencies are equally weighted to 
contribute equal variance to the overall score. These weightings 
can be adjusted through the results of validation studies. Some 
competencies contain cognitive scores, such as Evaluation which 
includes logical reasoning, together with self-report items from the 
personality questionnaire. Other competencies like Directing Action, 
Flexibility, Self Insight and Resilience are based entirely on personality 
questionnaire responses. 
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Standard Terminology Other Terminology

(Well) Above Average • Key Strength
• Above Expectations

Average

• Capable
• Competent
• Similar to most
• Typical
• Meets expectations

(Well) Below Average

• Potential to develop
• Development area
• Below expectations
• Developing

Hiring Manager Report:
Similar to the Cognitive & Competency report, the Hiring Manager 
report provides detailed information as to how a candidate profiled at 
the competency level. However, this information is presented in a more 
summarised format, without percentiles, enabling hiring managers 
who are not trained in psychometrics to get the most out of the data.

Figure 6. Hiring Manager Report
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Figure 8. Delivering Feedback Report
Figure 7. Candidate Feedback Report

Delivering Feedback Report:
An alternative to the candidate feedback report, the delivering 
feedback report is designed to be used by HR practitioners or hiring 
managers to provide verbal feedback to candidates. The report guides 
you through the feedback process, using prompts and candidate-
friendly text that can be read verbatim.

Candidate Feedback Report:
More than ever, candidates who apply for jobs at your company may 
also be clients. For this reason, providing them with feedback not 
only aids selection and increases the candidate experience, it also 
benefits your brand. The candidate feedback report is designed to give 
a candidate a snapshot of how they performed in the assessment in an 
engaging and digestible format. It contains interpretation text as well 
as development tips to help candidates improve in certain areas.
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Figure 10. Grit Report

Figure 9. Emotional Intelligence Report

Grit:
The Grit report can be derived from an individual’s responses to the 
PATH personality questionnaire. The report shows how a candidate 
has profiled against the four facets of grit: self-belief, self-control, 
problem analysis, and persistence. It contains interpretation text, 
development tips, and employer recommendations for each competency.

Emotional Intelligence:
The Emotional Intelligence (EQ) report can be derived from an 
individual’s responses to the PATH personality questionnaire. The 
report shows how a candidate has profiled against the four facets of 
emotional intelligence: self-management, relationship management, 
social awareness, and self-awareness. It contains interpretation 
text, development tips, and employer recommendations for each 
competency.
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Figure 12. Team Types Report

Team Types:
The Team Types report can be derived from an individual’s responses 
to the PATH personality questionnaire. The report shows how likely 
a candidate is to adopt each role within a team, and to what extent. It 
contains behavioural text for each of the eight team types, shown below, 
along with employer recommendations.

Figure 11. Leadership Report

Leadership:
The Leadership Potential report can be derived from an individual’s 
responses to the PATH personality questionnaire, and their results on 
the logical reasoning assessment. The report shows how a candidate has 
profiled against the six facets of grit: inner drive, novel problem solving, 
social intelligence, growth mindset, self-management, and desire to 
lead. It contains interpretation text, development tips, and employer 
recommendations for each competency.
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needs to be considered carefully when designing the selection journey. 
This very much affects how candidates perceive the relevance of the 
measures being administered to gather predictive data, and may 
well affect their validity as well. With an increasing focus on the 
candidate experience, the utility of cognitive ability as a predictor of 
job performance is moderated by the tools with which it is measured 
and interpreted. 

Faking and cheating on cognitive and personality constructs does 
occur. However, this can be minimised by using adaptive testing, and 
considering where and how data is collected throughout the candidate 
journey. Clear communication to the candidate on the importance 
of accurate and honest responses is critical. Relationships between 
predictor variables, such as interviews or cognitive measures, and the 
outcome variable of job performance, need to be continually explored. 
Continued caution regarding the existence of faking on noncognitive 
measures is warranted. 

Overall, personality measures predict job performance if the 
constructs are chosen and applied based on a job analysis that has 
identified the key competencies critical for success. HR professionals, 
hiring managers, and researchers need to be fully aware of the changes 
in skills required so that they can design their selection system a 
create a more integrated candidate experience and collect predictive 
data throughout the candidate journey. This research on selection 
helps us to understand the utility of accurately measuring ability and 
personality constructs to predict individual job performance.

In addition to the interactive reports, the data from PATH assessments 
can be displayed in an interactive stack rank table, as seen below. This 
provides recruiters with an easy way to view the scores of multiple 
candidates across dimensions. The user is can order the table by any 
score below by clicking the column name.

Figure 13. Stacked rank table

Summary
Over 50 years of literature, containing thousands of studies on 
cognitive ability and personality, has provided human resource 
professionals with findings that can be applied in sourcing, selecting 
and developing talent. Measures of cognitive ability consistently 
predict job performance in most, if not all, jobs and situations.

Modern personality constructs are sub facets of the Big Five, and their 
associated personality items are valuable measures of incremental 
job performance. Combining personality and cognitive measures 
into a tight competency model provides a useable framework for HR 
practitioners and hiring managers to apply in selecting the best talent. 

Administration of candidate assessment measures in adaptive 
scenarios, rather than a static model, enables the measurement of 
applied cognitive reasoning. The quality of the candidate experience 
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