
VALIDITY AND RELIABILITY OF THE JOB

Businesses use employment testing to help make decisions about hiring and promoting employees. Employers use a
variety of tests, including personality, intelligence, job skills, knowledge, physical ability, situational judgment and
language proficiency tests. Test validity and.

When a test has adverse impact, the Uniform Guidelines require that validity evidence for that specific
employment decision be provided. A high inter-rater reliability coefficient indicates that the judgment process
is stable and the resulting scores are reliable. For example, a very lengthy test can spuriously inflate the
reliability coefficient. It is directly related to the job for which a person is being considered, and it measures
one or more important job characteristics. Think of it this way: If you measure the length of your dining room
table at 72 inches, it should be 72 inches the next time you measure it. For example, construct validity may be
used when a bank desires to test its applicants for "numerical aptitude. Second, the content validation method
may be used when you want to determine if there is a relationship between behaviors measured by a test and
behaviors involved in the job. Validity evidence indicates that there is linkage between test performance and
job performance. Content validity identifies specific behaviors, knowledge and tasks required for a given job.
Validity also describes the degree to which you can make specific conclusions or predictions about people
based on their test scores. This estimate also reflects the stability of the characteristic or construct being
measured by the test. Reliability is about consistency, or the extent to which the test produces similar results
under similar conditions. Use of valid tools will, on average, enable you to make better employment-related
decisions. They do not express a preference for any one strategy to demonstrate the job-relatedness of a test.
Both from business-efficiency and legal viewpoints, it is essential to only use tests that are valid for your
intended use. Methods for conducting validation studies The Uniform Guidelines discuss the following three
methods of conducting validation studies. Is it reliable? Therefore, you may find it advantageous to use
professionally developed assessment tools and procedures for which documentation on validity already exists.
When evaluating the reliability coefficients of a test, it is important to review the explanations provided in the
manual for the following: Types of reliability used. Each type of estimate is appropriate under certain
circumstances. It is important to understand the differences between reliability and validity. The group s for
which the test may be used. It gives the margin of error that you should expect in an individual test score
because of imperfect reliability of the test. For example, was the test developed on a sample of high school
graduates, managers, or clerical workers? For example, a writing ability test developed for use with college
seniors may be appropriate for measuring the writing ability of white-collar professionals or managers, even
though these groups do not have identical characteristics. A good test also gives decision makers information
not obtained through other methods, such as applications, resumes, interviews, reference checks and work
samples. Similarly, a test's validity is established in reference to specific groups. Fairness evidence. The
criterion-related validity of a test is measured by the validity coefficient. The test may not be valid for
different groups. For example, an individual's reading ability is more stable over a particular period of time
than that individual's anxiety level. Construct validity identifies which dimensions of a test relate to one
another. Validity gives meaning to the test scores. The possible valid uses of the test. Test manuals and
reviews should describe Available validation evidence supporting use of the test for specific purposes.
Consider the following when using outside tests: Validity evidence. Pre-Employment Assessments: Validity
Vs. Job similarity.


