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£_£!____! P T E R I 

INTRODUCTION. 

A. Th!_Eurpose of the selection procedures. 

At the end of 1948 the National Ins titute for Personnel 

Research (N.I.P.R.) organised. a series of testing pro­

cedures for the selection of administrative trainees for 

a large industrial organisation. The fruitful results 

obtained by the British War Office and the Civil Service 

selection Boards in the application of approved techniques 

for similar purposes supplied the basis on which the 

battery of tests was constructed. While having regard for 

this established approach as well as the controll i ng influence 

impos ed by the stipulations of the contract, the N.I . P.R. 

was abl e to d ev~se a battery which provided scope for its 

specific interest in research. 

The industrial organi sation's demands were, briefly, 

that the N.I.P.R. should, aftet' the completion of the 

testing programme, submit recommenda tions for the accept ... 

ance of twenty-five to thirty applicants on the proposed 

training scheme, the ultimate purpose of which was to 

create a trained and experienced reserve of employees 

capable of executing h l.gh-level administra tive duties; 

particular emphasis in the selection of .the trainees was 

consequently placed . on a superior standard of achievement 

throughout the ser ies of t e sts. 

The ba t tery of t est s endeavoured to ensure comple t e 

coverage of a ll as~ects consi dered r elevant. 

t h es e we r e - (i) i nna te mental abiliti es. 

Br oadly 

(ii) f ami ly, educa t i ona l and occupa t i ona l ( i f 

a ny) background. 

(iii) i nt e rper s onal r e l a t i ons i n g roup si tuations . 

( i v) interpersonal relations of a f ac e-to- f ace 

nature . 
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(v) personality make-up. 

(vi) the manner and effectiveness of dealing 

with administrative problems in actual 

situations and, subsequently, in the form 

of considered reports. 

(vii) clinical interview where the amassed in-

formation was reviewed in gestalt form to 

confirm both the favourable considerations 

and possible flaws or weaknesses. A 

short statement of the general principles 

considered while selecting and design­

ing the tests to be used in the battery 

follows in Section B. (~) 

I 

B. The p~££~etric method of assessing t~st perform-

ance in the PF~~nt Bat~erl• 

The psychometric method of as r essment is applicable 

to the whole of any battery in which each test and test 

situation is as~ essed by means of a definite score or sys-

tem of points. The subsequent weighting of each test 

score included in the battery allows the final recommen-

dations to be placed in an order of merit more discrimin­

ating than (Ref. 1 pages 149 - 151) would be possible as 

a result of purely subjective. methods of assess ing per-

forroance and potential. 

(~) A detailed r eport of the principles involved, methode 

used a nd the results of the project as a whole is given by 

A.G. Arbous {Ref. 1). The present paper is concerned with 

one aspect of these selection procedures. The writer was 

not involved in the ·planning and preparation referred to in 

Chapters 1 and 2. 

The work recorded in Chapter 3 Section A W~c un~crtaken 

by the Industrial Research Team of which the writer is a 

member. The writer's individual research beg ins in Chapter 

3 Section B. 
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Procedures incorporating tests to investigate each 

of the aspects listed in A must naturally be comprehensive. 

Moreover, each test situation (over and above the actual 

scores obtained from the pencil and paper tests) was · de­

signed so as to provide psychometric assessments rather 

than purely descriptive comments. The testing procedures 

accordingly citezmnded that the candidates complete each of 

the following:-

( i) Test A( F) ,a measure of genera .. l mental ability. 

(ii) Test M, a measure of abstract reasoning ability. 

(iii) Test H, a measure of number ability. 

(iv) Test G, a measure of ability to perceive essen-

tials in a given mass of detail. 

(v) A written project; ability to deal with admini­

strative problems on paper. 

(vi) A Trial Interview; an inter-personal situation 

of a face-to-face nature. 

{vii) Two group discus Pions (Assigned Leadership and 

Leaderless Group discussions); assessment of 

personality attributes, potential and performance 

in a group. 

(viii) A biographical inventory. 

At the conclusion of the testing procedures a report 

was written on each candidate at which stage he could be 

appraised in relation to biB total performance. The 

following main headings were dealt with in the report:-

1. Full names, age, etc., 

2. Family record (i.e. orphaned, divorced, health, etc,). 

3. Educational record. 

4. Occupational record. 

5. Motivation as evident in 3 and 4. 

6. Test results. 

7. Temperament and personality qualities. 

8. Recommendation (accept, borderline or reject). 



Apart from the factual information listed, general com­

ments followed where specifically relevant. 

Tests (i) to (v) above conform readily with the re­

quirements of the psychometric methods of assessment. 

Though these assessments do not throw any light on section 

7 of the report, teste (vi) and (vii) were designed for 

this purpose. The dynamic organisation of personality, 

however, renders more difficult a psychometric assessment 

of its attributes; for the same reason it is also diffi­

cult to evaluate the performance in situations where per­

sonality is an active force. The disadvantage inherent 

in the practice of assigning values to specific and 

apparently individual aspects of personality (implicitly 

so by virtue of their assessment) was considered to be out­

weighed by the following benefits:-

(i) the inclusion within the battery of a measure of 

a candidate's personality make-up remedies the 

deficiency presented by an array of purely ob­

jective pencil and paper test scores. The 

validated inclusion of such a measure ensures 

that due cognisance is taken of the significance 

of personality qualities in conjunction with other 

more readily recognised abilities. (Ref. 2 pages 

9- 11). This is of special importance when con• 

sidering the purpose of the selection procedures. 

(ii) The Asses~ments and accompanying comments made 

available by two of these situations (test (vii)) 

are the test results from which the Final Ratings 

are obtained; these are measures of overall po­

tential in the administrative field in which special 

note is taken of personality attributes. (In due 

course this Final Rating was found to correlate 

highly (.600) with the criterion of success and to 

contribute considerable weight (.322) to the 
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battery's predicting efficiency). 

The results of the Trial Interview (test (vi)) were 

not included either in the Final Rating or as individual 

test results in the batte~because of the view that the 

assessors' consistency had been impaired by subjective 

influences (page28). The present paper is concerned with 

the analysis which led to this view and the subsequent 

study of the aese_ssmente and its findings. 

----~----------~-----
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C H A P T E R II 

!!ill._TRIAL INTERVIEW 

A. The obJect of the Trial Interview. 

The battery of tests includes two situations in test 

(vii) (Leaderless group discussion and Assigned Leadership 

group discussions) which enable the team of as~essors to 

observe for almost three hours each candidate's performance 

within a group of six or eight fellow applicants. The 

assessors' attention is focussed mainly on the personality 

attributes for the purpose, not only of getting to know 

more about each individual in general terms, but also of 

deriving an otherwise unobtainable value which can con­

tribute a weight to the battery's predicting score. 

It was anticipated that the Trial Interview (test (vi)) 

would strengthen the conclusions or reveal possibleweaknesses 

in the asee.esments made in the above two group tests (test 

(vii)). In so·dQin~ the benefits mentioned in Chapter I, 

section B would be within more certain reach. :Moreover, 

it was considered that observatiomof the candidate's be­

haviour in an interpersonal situation of a face-to-face 

nature while in a position of authority would be signifi­

cantly indicative of possible success or failure as an ad­

ministrator. Also, the need was felt to determine more 

satisfactorily a candidat~s ability to make shrewd assess­

mente of human potentialities when faced with the task of 

employee placement. In view of the practical experience 

gained in England (Chapter 1, section A) as well as on 

theoretical grounds, this ability was considered to be one 

of the many which administrators should possess. 

The purpose of the Trial Interview can accordingly be 

summed up as follows. Usually the gestalt impression of 

a candidate is gained from a review of the quantitative 

assessments obtained from the pencil and paper teswand an 
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appraisal of his personality make-up during the clinical 

interview. The Trial Interview (as well as the two group 

discussions) was included in the battery for the purpose 

of improving this situation by obtaining a reliable quan­

titative measure of personality attributes. The final 

assessment made on each candidate would therefore be de· 

rived pot only from quantitative ratings representative 

of both pencil and paper scores (as was the case origin­

ally) but from the personality as~essmente as well. 

This would enable the N.I.P.R. to supply Management with 

a listed table of recommendations in order of merit thus 

replacing the original three broad and insensitive cate­

gories of recommendation, viz .• , accept, borderline and re­

ject (Chapter 1, section B 8). Once this is achieved and 

due regard is given to both the criterion of success and 

Management policy, the level of acceptance in terms of the 

final battery score can be determined satisfactorily. 

B. Method of administration of Trial Interview. 

The candidates are prepared by being told that they 

will have to interview a female applicant for the post of 

secretary/assistant to a senior executive (full details of 

the Trial Interview test are recorded in reference 1 ap­

pendix pages 60 ·- 74). Each candidate is given sufficient 

time (about thirty minutes) to examine closely the inform­

ative data s·upplied:· 

(i) specifications a nd requirements of the new post 

for which application is being made. 

(i i ) test i monials from the applicant's past employers. 

(iii) testimonials from the nominee of the applicant's 

home town. 

He is allowed to prepare notes on method of approach and 

trea tment of the pending interview if he considers it 

n ece E> sary. The material given to each candidate, though 
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comprehensive, is presented in such a way that the appli­

cant's personality and occupational inadequacies are not 

readily ap~are.nt; moreover the situation as devised in­

cludes several blind alle-ys into which the less vigilant 

interviewer will be led. The candidate, assuming the 

role of senior official, is acGomodated in an office where 

he interviews the applicant for the purpos.e of establish­

ing the extent of her suitability for the post. 

It is important to strese the fact that the candidate 

is left in no doubt as to what is required of him, viz., 

he has to interview the applicant (being prepared in terms 

of the information supplied) and determine, in the light of 

the corroborative {or otherwise) data elicited during the 

interview, whether she is to be offered the poet. The 

interviewer may conduct the proceedings in either English 

or Afrikaans. 

The applicant whose identity is cloaked under the nom­

de-plume of Miss P.C. van Jaa rsveld, is in actual fact a 

trained a.nd experi enced member of the N. I.P.R. staff. Her 

duties as sole observer necessitate a complete report and 

assessment without having the opportunity of consulting 

other raters in order to clear up pointe about which she 

may be doubtful and uncertain. Moreover, the very na ture 

of the test situation makes it impossible for her to 

control in any direct way the manner in which the inter­

view is conducted, its thoroughness and effectivenes s. Her 

instru((Tt i ons, as regards imparting the correct though lees 

satisfactory information about her work record, motivation 

and sense of responei'bility both at school and in later life 

are as follows. Mise van Jaaraveld's first answer to any 

question must conform to the information supplied in the 

letter of application. For instance, to t~e interviewer's 
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possible question - 11Why did you fail J"unior Certificate in 

1938?" - her initial reply must be - "Besides not caring 

for Arithmetic, I had an unpleasant Mathe teacher, who in­

variably made life unpleasant for me. I was unable to do 

myself justice and failed Arithmetic." However, if he 

probes further and. asks confirmation of this in another way 

using a different approach she must reply with the correct 

answer - nActually, I prevailed on my father to take me 

away from boarding school and I lived with my aunt. As a 

result I had too many parties and my schoolwork suffered." 

The situation which has been developed in this way is 

revealing. It is designed to enable a reliable estimate 

(confirmation or otherwise of the assessments made during 

the two group discussions) to be obtained of an applicant's 

ability to evaluate human material; likelihood of accept­

ing facts at their face value; method, manner and deport­

ment when in a position of authority, as well as several 

additional "ability" and "personality" a-epects listed in 

section C below. 

At the conclusion of the interview the candidate is 

instructed to draft a letter to his immediate superior re­

commending the acceptance (or otherwise) of Miss van 

Jaareveld for the poet. This letter was rated by three 

independent assessors. Tbe agreement between these assess­

ors was so poor that the ratings were not used. (Ref. 1 

pages 51 - 52). 

c. Meth~ of assessing Performance. 

1. Gen~ral. 

The following four aspects of the Trial Interview 

situation allow the assessments and comments on the candi­

date's personality and performance in the test to cover a 

wide field. 

(i) Interviewer's letter to hie superior. 
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(ii) Interviewee's report. 

(iii) Quantitatively, by means of rating scales used 

by the interviewee. 

(iv) Subj€ctively in relation to all other data 

gathered during the testing procedure. 

Though the value of (1) a nd (iv) abc.ve is considerable in 

relation to the total overall picture, the pres ent study is 

especia lly concerned with (ii) and (iii) (Chapter II, section 

A) • 

2 . The interviewee's report is designed to pre­

sent noteworthy coimnents on three aspects emerging from the 

Trial Interview situation:-

a. Temperament a nd Personality. 

b. The method, thoroughnes~ and effectiveness of the 

interview. 

c. The interviewer's letter to his superior. The 

report and the outcome of the interview may be 

viewed in its entirety more satisfactorily when 

the interviewee has ascertained whether the contents 

of the drafted letter are representative of the in­

terview proper or not. In some cases an adequate 

and sea rching interview was followed by a mediocre 

and incomplete sta tement of facts in the l etter. 

Some cases were found where hopelessly inadequate 

i nterviews wer e followed by r ec i t a ls ba sed purely 

on the contents of the materia.l originally suppli ed, 

or by s tatements produced by fertile and ingenious 

imag inations. 

The comments embodied i~ the interviewee's r eport 

are of a supplementary nature to t he rating r ca les described 

below. A profi le a pparent when v i ewing the distribution of 

r a tings assumes significance when accompanied by explanatory 

notes . Thi s arrangement of perspective is of part i cular 



-14-

use in anomalous instanceA where a very low assessment may 

be indicative of the inhibiting functions of extreme nervous-

ner;s on potential rather than of low ability as such. 

3. The Eating scales provide the means whereby 

the purpose of the test rray be achieved. The other re .... 

lated aspects eerve the fu~ctions of supplementation and 

corroboration; with them as reference a meaningful in-

terpretation of the rating scales is possible where necessary. 

Moreover, in the event of significantly varying standarde 

being used by the raters, notes for the basis of a dis-

cussion to remove the discrepancy are available. 

Two rating scales are used. In the first one 

five individual "Personality" items and five individual 

"Ability" items are rated on a six-point scale. The 

eecond one consists of an overall assessment on a nine~ 

point scale. 

The grouping of items under headings of "Per-

eonality" and "Ability" must to some extent be arbitrary and 

therefore not absolutely satisfactory. While recognising 

this li~itation, justification for the broad classification 

suggested to the as~esEors by Arbous (Ref. 1) is found in 

the views of various leading authorities. An examination 

of the points outlined by Tredgold (Ref. 3 pages 66 - 78) 

in his study of the normal mind reveals that the listed 

"Personality" items can be readily associated with the fac-

tors or variables characteristic of the conative and 

affective fields. Similarly , though not quite s o con-, 

v)ncingly, the "Ability" items are identified with the 

variables of the cognitive fie·ld.. Moreover Tredgold's 

views are not unsupported and isolated. The He:;rmans 

a nd Wiersma t heory developed by Biesheuvel (Ref. 4 pages 
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1 - 15) provides similar corrobor~tion with the additional 

recommendation of having been satisfactorily tested em-

pirically. 

Therefore, though the original grouping of 

"Personality" and "Ability" items was made for the con-

venience .of trje assessors, the writer believes it was 

largely justified. But at no stage is it suggested or 

implied that the ratings of one or more of these items 

is a measure of Personality as such or Ability as such. 

Moreover, the use of the tern:s"Personality" items and 

"Ability" items (later "Personality" Total and uAbility 11 

Total a8 well) with inverted commas throughout the text 

will serve as a constant reminder of this. 

(a) The assessment of individual items covers two 

fields as follows:-

(1) Personality make-up as revealed in an inter­

personal situation of an intimate nature with 

emphasis 

( i) 

( i i) 

(iii) 

(iv) 

( v) 

on:-

self confidence. 

presence (i.e. poise, bearing, 
social effectiveness) 

pleasantness of manner. 

ability to impose his personality 
on interviewee. 

ease of establishing social contact. 

(2) Ability, not only in conducting the interview 

but also in evaluating the personality qua­

lities of the interviewee and differentiating 

between essentialcs and n cr.HH=:s entials in the 

data supplied. The facets of thi s broadly 

defined field on which special attention is 

focussed are:-

(vi) perseverance in getting at f acts. 
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(vii) effective use of questions. 

(viii) effective use of data supplied. 

(ix) effectiveness of control of situation. 

(x) appreciation of requirements of 
situation. 

The rating scale used together with a verbal description of 

the re J.ative values is as follows:-

H H . H H 
0 0 Q) Q) 0 0 

•rl ·rf ttJ b;; •d ·d 

1:;~ H ru ..s::: (\j H :>.H 
Q) ~ H h[o ~~ Q) H Q) 

Q) ~· ' ~ 0 Q) •rl Q) p, Q) p 
::>, ~ ....::!~ ::1:! :> ::J :> ::J 

H H <: (fJ (fJ 

0 1 ? 5 4 5 

(b) One overall assessment by the interviewee 

is made on the following scale for each interviewer;-

r-l 
(\j 
~ '0 H 
0 H 0 0 

•rf 0 0 Q) Q) Q) Q) 0 
+' · rl Cl M ttc b.f b!; p., 
p . H (\j (\j (\j IS: (\j 
Q) Q) >. ..s::: H H H 0 H H >. 
C) p. H !:1.1 Q) Q) a: (1) r-! Q) 0 H 
>< J5 (j) •rl :> :> 0 :> Q) :> 0 (j) 

J:;L' !> t11 ~ <: ....::!<: ~-=; (:\., ::> 
:"• 

A+ A A- B+ B B- C+ c C-

The assessor is instructed to place an "X" under the 

appropriate letter. 

There is an important difference between 

the assessments of the individual ittims in (a) and the 

overall ass essments in (b). The assessments ~de on the 

scale in (a) represent the raters' evaluations of the listed 

items in terms of the extent to which the attributes or 

qualit ies are manifested ~n~ the Tria~Interview situation. 

The Overall Assessments, on the o·ther hand, though bas ed 

on the observed performance in the test, are made bearing in 
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mind the purpose for which the selection procedures are 

being conducted, i.e., 

"From what I have observed, which position on the 

scale represents this candidate's potential ceiling, 

with particular reference to personality attributes, 

in relation to the demands which he will have to meet 

as an administrator?" 

The desirability of obtaining uniformity of standards was 

further considered by instructing the assessors that a 

rating of-B + was to signify that, in terms of the applicant's 

performance in the situation, he just qualified for accept­

ance on the training scheme. Similarly a rating of B in­

dicated that he just failed to qualify for acceptance. 

The interpretation of administrative duties 

.which was used throughout the testing procedures can beet 

be clarified by quoting the definition made known to and 

used by all the assessors (Ref. 1 Annexure page 57):-

"Administrative jobs refer to positions which are con­

cerned with the formulation of policies or drawing up 

of plans. The incumbents are expected to pos ~ ess 

knowledge, experience and wisdom; and to be able to 

make shrewd assessments of the values and poten­

tialities of men, machines and systems. The re­

sponsibilities of the positions are heavy for in them 

rests in the first instance the success of the under­

taking a s a whole, by planning the effective co-ordi­

nati on of constituent elements, a nd b eing able to think 

into the future . 11 

As sessments with the use of rating sca les are 

subject to several well-known sourc es of error. The inter­

viewees' pre-tes t briefing included a review of these. 

---~-------------------~------
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C H A P T E R III 

RESULTS. 

Altogether 219 interviews were conducted. 

allocated to the interviewees as follows:-

Mrs. B 104 

Mrs. P 

Rest (4 Raters) 

69 

46 
219 

A. The Overall Assessment. 

These were 

1. The characteristics£! the frequency distri­

butions of the teste included in the battery. 

The scores and assessments obtained by the can­

didates in the battery's tests and situations were die• 

tributedw.ith the following reeulte. 

(a) Test A(F) (Fig. 1) 

(b) Test M (Fig. 2) 

(c) Written Project (Fig. 3) 

(d) Overall Assessment of the interviewer by the 

interviewee (Fig. 4) 

(e) Final Rating on two group teste (Fig. 5). 

The tests listed on page six but not included in the battery 

were omitted on account of being considered unsuitable for 

the reaeone given by Arboue (Ref. 1 pp 52, 65 - 69). 

The frequency distribution of the overall aesese­

ment (O.A.) is bimodal. The pronounced modes are sepa­

rated by two class intervals. The remainder of the fre­

quency distributions are definitely unimodal though skewness 

is apparent particularly in the Written Project (W.P.) and 

the Final Rating (F.R.). Furthermore t~e ten frequency 

distributions of the assessments of the individual items 

are also unimodal (Sets of Figures 6 and 7). Owing to the 
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fact that these fifteen distributions refer to the same 

219 casest distinct bimodality in only one of them is 

particularly striking. 

Howevert there is no known method of testing 

for the significance of the bimodality of a distribution; 

besides, little is known of the effect of bimodality on 

reliability coefficients and prediction. Clearly a fuller 

appreciation of these problems will require advanced mathe-

matical investigations. Though the need for a strict test 

is therefore realised, it was impossible to apply one in 

this case. Other means were accordingly used in an effort 

to determine the factor(s) causing the emergence of this 

bimodality. 

2. Varying standards used by the Raters. 

The first aspect investigated was the possibility 

that differing standards bad been used by the raters re­

sulting in bimodality when all the assessments were pooled 

to form one frequency distribution. 

(a·) All Raters (Fig. 4) 

{b) Mrs.B (Fig. 8) 

(c) Mrs. p (Fig. 9) 

(d) Rest of Raters (Fig. 10). 

The marked bimodality of each of these distributions dispels 

this first suggestion. 

3. Non-homogeneity of the group. 

several explanations were investigated in view 

of the possible non-homog eneity of the group of a pplicants. 

An almost equal number of candidates was drawn 

from the two official language groups of the Union, the 

numbers being 113 Afri kaans-speaking a nd 106 English-speak­

ing . The candidates were further representative of two 

groups of employee material: -

(i) employees of the sponsor organisation (internal 
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candidates) in whose case the qualification of a University 

degree or comparable diploma was not enforced. 

(ii) external candidates, most of whom had University 

education while some had professional experience as well. 

The regrouping of candidates was carried out as follows:" 

(a) Internal and external applicants (Figs. 11 and 12) 

(b) Afrikaans speaking and English speaking groups 

(Figs. 13 and 14). 

The groups were broken down still further in terms of the 

Raters' as~es~ments. 

(c) Mrs. B + Rest- a~sesements of Afrikaans - speaking 

(Fig. 15). 

(d) Mrs. B + Rest- assessments of English- speaking 

(Fig. 16). 

Reference to these frequency distributions shows 

clearly that they all reveal the bimodal characteristics so 

defititely absent in the distributions of the battery's re­

maining test results. At this early stage of the investi­

gation it t herefore appears more probable that the reason for 

the distribution's bimodality will be found in an inherent 

psychological or structural feature of the test and a study 

of the following aspects becomes appropriate. 

4. Administration of the testing procedures. 

On account of the pending departure of the Director 

of the N.I.P.R. and the heavy programme necessary for testing 

over 200 candidates, it was decided to pass the apparently 

more promising appl i cants through the procedures first. 

The letters of application formed the basis of thi~ rough 

selection. It was therefore considered possible that the 

candidates tested in December, 1948 were superior to those 

tested in January, 1949 and the following distributions were 

made:-

(a) All raters - 1948 (Fig. 1?). 

(b) All raters - 1949 (Fig. 18). 
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The bimodality of these frequency distributions is as pro-

nounced as before. An examination of the method of scoring 

test performances will follow in section C and section D at 

which stage the completed study of the rating of individual 

"Personality" and "Ability" items will allow the investi­

gation to be more comprehensive and revealing. 

5. Subjective influences such as, for example, 

sex bias have to be borne in mind. Could it be that a 

female aseessor had rated a male interviewer to whom she felt 

consciously or sub-consciously attracted more leniently 

than his performance warranted? Clearly, if the answer is 

'yes', the converse will also have operated thus introducing 

dissimilar standards of reference for the purposes of assess-

ment. A confirmation of the operation of such a subjective 

influence would, it is suggested, provide an · acceptable ex­

planation of bimodality. 

It is relevant at this juncture to refer to pre­

vious findings in a kindred field. (Ref. 5 pp 11- 35). 

Men and women were asked to judge the character of persons 

of both sexes on the basis of an examination of their por­

traits. The ~ummarised findings place the difference of 

judgement on various traits due to the following selective 

causes in the order 

let Liking/disliking-----------acts most selectively. 

2nd Age (over and below 30 years old). 

3rd Sex •••••••••••••••••••••••• acts least selectively. 

"This is perhaps what might have been predicted, yet 

the comparatively small difference due to sex of the 

'judgee' is not one which would have been expected by 

everyone •••••• " 

While not losing sight of the evident importance of 

subjective influences a more thorough study of them is 

deferred to Section C below. 
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6. Considerations in terms of 1 to 5. 

No amount of regrouping of the available results 

bas removed ~r even reduced the bimodal characteristics of 

the overall assessment's frequency distribution. But it 

is evident that the explanation for it is not to be found 

in the non-homogeneous qualities of the group tested. 

The field of search is therefore being narrowed but, as yet, 

insufficient evidence has been collected to make it possible 

to pin-point the causal factor(e) with any degree of re-

liability. 

The investigations so far carried out by the re-

search workers concerned with the selection procedures 

nevertheless have led to the view that subjective incon­

sistency in some form (sex bias, liking or disliking, etc.) 

may have invalidated the assessments sufficiently to pro-

duce the two distinct modes in the frequency distribution. 

Consequently the Overall Assessment wae considered to be 

suspect and was excluded from the battery. At this s tage, 

however, a more detailed and searching analysie was planned 

for the purpose of obtaining a satisfactory explanation of 

bimodality in the present case. such a finding would en-

able the introduction of changes and/or controls in the 
i""-6jed ivf!. 

I'~ d4..c.e. or" 

Trial Interview situation which wouldAeliminate theAbi-

modal characteristics of the distribution. It was 

anticipated tha t by do i ng s o the test's contribution to 

the final battery score would become acceptable, a s tep 

not initially justified. 

B. The assessment of individual "Persona lity" and 

"Ability" i~. 

I. The characteristics of the frequency d~ 

tributions of "Personality" Total, "Abil~t~" Total and 

;,., ..... s/sie"'-:1 
o..«.c( tl.e 
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·i; 
"Personality + Abi!.!_ ty:" ..121!1• 

The following frequency distributions were 

examined:-

All Raters (N ::: 219) 

(a) "Personality" Total (Fig. 19(i)) 

(b) "Ability" Total (Fig. 19 (ii)) 

(c) "Personality + Ability" Total (Fig. 19 (iii)). 

The inspection leaves doubt as to whether the 

distributions are significantly bimodal or multimodal in the 

sense applied to the Overall Assessment's distribution. 

However, several modes are evident particularly in (b) and 

(c). At first this is particularly arresting because these 

distributions are each compounded of either 5 or 10 definitely 

unimodal distributions. The following tentative view there-

fore takes shape. When trained assessors genuinely striving 

at absolute objectivity direct their attention and ob-

serva tiona a.t ~ segment of "Ability" or "Perg.., nali ty" it 

is possible to attain an apparent measure of consistency 

in so far as it is revealed by the expected unimodal dis­

tribution of scores. The totalling of all the applicants' 

scores on individual ite~s results in a frequency dis-

tribution with more t han one mode and, as explained below, 

may be indicative of a deep a nd not readily apparent in-

.'Ji. On page 15 it was explained tha t each of 5 "Person-

ality" and 5 "Ability" items was assessed on a 6 point scale. 

The actual raw scores obtained on the 5 "Personality" items 

were added to form the "Personality" Total; simila rly for 

"Ability" Total. The "Personality+ Ability" Total is ob­

tained by adding the raw scores allotted to each of the 10 

ite~s. Fig . 19 (iii) shows, for example, tha t 4 candida tes 

obtained a total score on all 10 items of 0 - 2; ten can-

didates obta ined total scores rang ing from 3 to 5. 
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ability to maintain true objectivity. The writer believes 

~hat evidence of this weakness, if it does in fact operate, 

is more likely to be seen in overall assessments (Figs. 4, 

8, 9 and 10) than in specific, directed ratinge (Figs 6 

and 7) 

This initial view was amended as a result of 

the investigations which followed. 

The rating scale for the individual items 

is 0 - 5 (6 class intervals) whereas the rating scales for 

the distributions of total scores consist of 13 (Figs. 19 (i) 

and (ii)) and 15 (Fig . 19 (iii)) class intervals respective­

ly. The possiblity was considered that the larger rating 

scale ~ore than double) revealed the as~essors' inability 

to maintain true objectivity which was obscured in the more 

compact rating scale of 6 class intervale~ The distri­

butions (Figs. 20(i) and (ii)) with progressively condensed 

rating scales illustrate the basis of this supposition. 

An examination of these distributions (Fig•• 

20 (i) and (ii)) shows that, at any stage of the condensation 

of the rating scales, the frequency distribution of the 

"Ability" Total bas more modes than that of the "Personality" 

Total. This is contrary to expectations owing to the 

original tentative hypothesis {page 29) that lack of com­

plete objectivity was, in some form or other, the root cause 

of the feature. If this view was reliable the converse 

t endency would have been observed in these distributions, 

the reasoning for this statement being as follows:-

(a) the . assessment of an item which allows direct 

observation to be made with assurance will be more 

reliable than the rating of an item which is sub• 

ject to the influences of the assessor's opinion. 
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(b) the individual items listed under "Ability" en­

able di.rect observation of fact to be made more 

readily than do the items listed under "Person­

ality". 

(c) consequently ratings by the same assessor (irre­

spective of the measure of consistency or incon­

sistency maintained)of both sets of items will 

be more reliable in the case of the "Ability" items. 

The assessments which are accordingly expect­

ed to be more reliable (the "Ability" items) are the ones 

which, when totalled and redistributed, reveal the more 

numerous modes. In view of the reasoning above this ob­

servation suggests that either (1) the effect of halo (in 

this case the influence of assessor's opinion), if 

present, contributes but little to the production 

of bimodality. 

or (2) the logic of the above 

reasoning is at fault. 

(Subsequent findings tend to confirm the acceptability of 

the first suggestion rather than of the second). For the 

present it is the writer's view that as evidence of incon­

sistency in the interviewees' assessments cannot be found it 

is unlikely to provide the main explanation ot the several 

modes in the frequency distributions of the totalled indi­

vidual items (before condensation of the rating scales). 

But further treatment of these assessments is necessary in 

order to confirm (or dispel) this view in a more convincing 

manner. This will be achieved by mustering evidence to 

substantiate the contention that multimodality can be 

caused (as in this case) by consistent statistical deter­

minants. 

2. A statistical explanation of m.ultimod.ality. 

Intercorrelations of the assessments of the ten 
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individual items were calculated as below (throughout this 

paper the Product Moment Method has been used. See annex-

ure A):-

i. Self confidence 

ii. Presence 

TABLE L Intercorrelatio!!_Lof "Personalit;x-" 
items. 

i ii iii iv v 

.782 .470 .660 .730 

.644 .737 .812 

iii. Pleas-antness of manner .766 .606 

iv. 

v. 

vi. 

Ability to impose personality .754 

Ease of eetabliehing social 
contact. 

TABLE 2 ~~correlations of "Abilit~" 
items. 

vi vii viii ix X 

Perseverance in getting .876 .838 .751 .845 
at facts 

vii. Use of questions .874 .743 .831 

viii. Use of data supplied .758 .819 

ix. Effective control of 
situation .788 

x. Appreciation of situation's 
requirements. 

In all the above cases the regression lines 

are linear and the critical ratios are significant. It 

is evident that (1) the intercorrelations of the "Ability" 

items are on the whole higher than those 

of the "Personality" items (mean r of 

"Ability" items ie .812 ; for "Person-

ality items it is .696). 

(2) The f requency distribution of the "Abili ty" 

Total has more modes than that of "Per-

s onali t y" Total (Fi gs. 20 (i ) and (i i )). 

In an atte~pt t o det ermine the factors producing these 
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characteristics, the scores of the two "Personality" items 

(ease of establishing social contact, presence) and the two 

"Ability" items (getting at fa.cts, use of questions) with 

the highest correlatlon are added and distributed. Fre­

quency distributions of the totals compiled from the two 

"Per~ona1i ty" i terns (.:;;elf..'.confidence, pleasantness of manner) 

and the ' two MAbility" items (effective use of questions, 

effectiveness of control of situation) with the lowe~t 

correlations are also studied (Figs. 21 (a) and (b)). It ie 

found that the higher the r the more striking the multi­

modality of the distribution; also, in agreement with the 

theory presented below, when the r between two items is 

sufficiently high to result in multimodality, the modes 

are found corresponding to the lst., 3rd., 5th., etc., class 

intervale. (See model below). 

Accordingly, though it is impossible to es-

tablish the statistical significance of these multimodal-

i ties,_ the writer bel] eves that they are caused by the high 

correlations between the assessments of the items which are 

added to form the "Ability" Total and "Personality" Total. 

The evidence (Figs. 21 (a) and (b)) supports this conten-

tion satisfactorily. It must be emphasised, however, that 

the comparative differences between r's, as evidenced by the 

number of ·modes in the distributions, will be seen readily 

and will assume significance only if the differences are 

considerable. · The last point becomes clear ween considering 

an extreme case of high positive correla.tion as below 

TABLE l 

Candida tes ~B C D E F G H I JKLMNO p Q. R 

Score on "X" 0 1 1 1 2 2 2 2 2 3 3 3 3 3 4 4 4 5 

score on "Y" 0 1 1 1 2 2 2 2 2 3 3 3 3 3 4 4 4 5 

score on "X" 0 2 2 2 4 4 4 4 4 6 6 6 6 6 8 8 8 10 
+ "Y" 
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TABI..E 4 

Bivariate Distribution 

Score on "Y" 

0 1 2 3 4 5 

0 1 

1 3 

2 5 
Score 

on 3 5 
"X" 

4 3 

5 1 

A frequency distribution of the scores of 

"X" -r "Y" will have eeveral modes. 

0 1 2 3 4 5 6 7 8 9 10 

Score on"X" + "Y11 

Confirmation of the views presented above ie 

given by J.S. Maritz's (Ref. 6 pp 1 et seq.) explanation of 

the theoretical approach to thie phenomenon. He shows that 

if sets of correlated scores which, when distributed form 

typical Poisson distributions are added and redistributed 

without condensing the rating scale, marked multimodality 

usually emerges in the new distribution. 

Recapitulation at this stage will facilitate further 

progress. 

(a) It w~suggested (page 29) that some form of bias 

caused the multimodalitiee of the "Ability11 Total and 

"Personality" Total frequency distributions; it was 

also reasoned (page 34) that the "Personality" items 

were more su~ceptible to inconsistency of this na ture. 
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(b) Contrary to . expectations, there~e, the several 

modes were eliminated more readily in the "Personality" 

Total frequency distribution as a result of the con­

densation of the rating scales. 

(c) However, it was demonstrated and explained (pages 

36 and 37) that the addition and redistribution of the 

values of items which correlate highly results in fre­

quency distributions with more than one mode. 

(d) It has been seen that the intercorrelations of 

"Ability" items are generally "higher than thoee of 

"Personality" iteme (page 3~ ). 

(e) It is therefore suggested that tbe reason for the 

multimodality in the frequency distributions of "Per­

sonality" Total and particularly "Ability" Total is 

statistical rather than one involving the influence 

on the assessments of halo or assessor's opinion. 

3. The reason for the hi~ correlation betw~n i~ 

dividual items within the "Perso!!!lity" and "Ability" fiel~. 

(i) The existence of tru~or~lation between 

those aspects of "Personality" and "Ability" which were 

assessed in the Trial Interview (This refers not only to 

items within each field but aleo to the correlation between 

the two fields. The r of "Personality" Total and "Ability" 

Total (N = 219) is .709 (see page 42 ) ) • 

(ii) Interaction between the two fielde. Though 

accepting the exist ence of true correlation it is not 

suggested that this is absolutely rigid and constant. 

Rather, a situation is envisaged where interaction between 

tr.ese fields allows for correlation as well as variability 

in the influences of each upon the other. Support for this 

view is given in the report by s. Biesheuvel on the findings 
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of a similar study (Ref. 9 pp. 18, 19). He saye:­

"••••••••Whereas there is a good deal of independence 

in the personality as~essments the latter is neverthe-

lee~ weighted by poor ekill performances. This can 

only be due to the fact that a man who has difficulty 

with a teet is more likely to reveal his weakness than 

one to whom the test ie plain sailing. This finding 

therefore pointe to 11 true" interaction ra.ther than to 

halo effect as the more dominant influence." 

(iii) Halo effect is the tendency, assisted in this 

situation by insufficiently differentiated items, to assign 

a value to an item accord :!.ng to the value of the general im-

pression. Despite the assessors' tra.ining and undoubted 

efforts to avoid this tendency, it i~ suggested that it 

operated considerably owing to (iv) below. 

(iv) Selection and definition of rated items. 

Due to the characteristics of the interview situation and 

the role of the as~ essor (i.e. the interviewee who had no 

direct control on the satisfactory conduction of the inter~ 

view · ) , it was difficult. to include more dissimilar items 

and thus obtain greater coverage of the interviewer's 

"Personality'' and "Abi lity" attributes. Notwithstanding 

careful and thorough briefing, it is impossible to accept 

t hat the assessors were able to view the listed items as 

indi vj.dual and separately asses.fta bl e i terns. (This weakness 

is pointed out while renaining fully aware of the dynamic 

organisation of p ersonality). As a result cons i derable 

overlapping of rated items surely exists a nd the corre­

lations have received artificial boost (page 36). 

The above points attempt to explain why the 

correlations are high. But it is not impli ed that their 

correction would r educe the correlation to zero. There is 

certa inly a measure of correlation be tween the items butit 
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is impossible to ascertain its extent absdUtely in view 

of the existence of influencing factors. If a revised list 

of items, freed from the above two main sources of possible 

interference, were rated, correJ.ation would still exist <--nd 

an addition of the scores of the individual iterr.s would 

still result in multilrodal frequency distributions, though 

no doubt of a lesp pronounced nature. 

as follows. 

At this point progresc can be stated briefly 

A statistical explanation has been offered for 

the multimodality of the frequency distributions of "Per­

eonali ty" Total, "Ability" Total and "Personality + Ability" 

Total. On the other harm, whatever regrouping has been 

attempted, it has not been possible to remove (or explain) 

the bimodality of the Overall Asseesment'e frequency dis-

tribution. The next step is therefore a comparative ex-

amination of these assessments. 

c. A comparative st~of the Overall Assessments 

<...nd the assessments of the "Personality" a;nd 

"Ability" items. 

The asse~sments of specific items when distributed, 
produce the observed unimodal distribution~(Figs. 6 and 7). 

The multimodalities evident particularly in "Ability" Total 

and "Pereonality + Ability" Total have been explained 

statistically. On the other hand the distribution of the 

scores of the Overall Assessments results in a frequency 

distribution with pronounced bimodality, the modes being 

separated by two class intervals. It is anticipated that 

a review of t hese essential differences may be of assistance 

in identifying the causal factor(s) responsible for them. 

Treatment of the ratings in Chapter III Section B 1 

has strengthened the view that the approach of the assessors 

was consistent. Further light may therefore be thrown on 

the characteristics of the Overall Assessments by a com-

parative examination of the two sets of ratings for the 
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total group (N = 219). 

TABLE 5 

Overall "A bi li ty•• Test 
Assessment Total A(F) 

"Personality r Ability" .944 -- .370 
Total 

"Personality" Total .837 .709 .342 

"Ability11 Total .908 -- • 348 

The regression lines are linear and the critical 

ratios are significant. 

The following points draw attention:-

(i) Test A(F) measures general mental ability. 

The correlation coefficients of the scores rlf this test and , 

firstly, "Ability" Total and, secondly, "Personality" Total 

differ only in the third decimal figure; there is there~ 

fore virtually no difference in the amount of correlation. 

This is unexpected despite the aceepted correlation between 

the "Personality" and "Ability" fields (page 3~) . The 

listed "Ability" items are associated with the existence, 

developement and training of general mental ability. This 

leads to the view that the correlation of "Ability" items 

and Teet A(F) should be higher than that of "Personality" 

items and Test A(F). The implication of the finding that 

this is not so must be examined fully:·-

(a) Though the r,s of both "Personality" Total 

and "Ability" Total with A(F) are comparatively low they are 

significant (critica~ ratios are 5.712 and 5.848 respectively). 

(b) 11Persona.li ty" Total and "Abili tyn Total 

correlate to the extent of .709. Thi~ is contributed to 

partly by actual correlation between the two sets of items 

(page 38) and partly by halo effect. It is difficult to 

make a very precise statement as to the relative contri-

bution of each to the resulting r ~ .709. The pa rtial 

correlation between these variables has not been calculated 
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because (1) it is impossible to hold constant each of the 

variables experimentally. 

(2) it is difficult t o make a satisfactory statement 

as regards the consistency of the correlations 

among themselves. 

McNemar mentions: these difficulties in connection with the 

use of partial correlations. (Ref. 8 PP• 141, 142). 

Garrettalso advises caution in the use of partial correlations. 

(Ref. 7 pp. 455, 456). He says:-

"When we "partial out" the influence of clear-cut and 

relatjvely objective factors such as age, height, etc., 

we have a reasonably clear notion of what the "partials" 

mean." 

He adds that "the result is by no means so unequivocal" 

when thereis overlap between the scores (as there surely 

is in the present case). 

However, r ~ .709 is too high to represent the true extent 

of the correlation between the items; it is suggested that 

the influence of halo must be accepted. 

(c) Reasons have been given why it is expected 

that the correlation coefficient of "Ability" Total vs. Test 

A(F) should be higher than that of "Personality" Total va •. 

Teat A(F). The fact that the anticipated difference is 

not found suggests that either (1) the above reasoning is 

at fault 
or (2) the extent of the in-

fluence which one set of items had on 

the other was sufficiently l~rge to ob­

scure the true relationship of each with 

Test A(F). 

(d) In deciding which alternative to favour the 

following aspects exert considerable weight. 
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(i) the acceptance of halo as a contributing factor 

(page 40). 

( ii) the view that "Ability" items allow for more con-

sistently reliable assessments than "Personality" 

items (page 35 ). 

(e) As a result of .a full consideration of all 

these factors, alternative C (2) is put forward as the more 

valid. Though it therefore enjoys preference over alterna­

tive C (1), attention must be drawn to the fact of inter­

action between the two fields as ·stated in paragraph (i.i) page 
39. 

The influences have certainly not been one-sided; it is 

suggested, however, that the influence of the "Ability" field 

on the "Personality" field may have been far greater than 

that of the "Personality" field on the "Ability" field. 

(ii) The high correlation coefficients found when 

correlating the Overall Assessment with "Personality + 

Ability" Total (.944), "Personality" Total (.837) and 

"Ability" Total (.908) indicate extremely good agreement be-

tween the asBessments of the "Personality" and "Ability" 

Totale and tpe Overall Assessments. An explanation for this 

is partly supplied by the influences tabulated on pages 39 

and 40. The particularly high agreement in the first in-

stance (.944) leaves but little room for improvement and 

warrants a closer examination. 

The high r of .944 is obtained by correlating 

the Overall Assessment with the "Personality + Ability" Total •. 

It has been seen that no definite evidence of lack of con­

sistency while obtaining the latter can be established. 

Moreover, it has been demonstrated that the unimodal distri­

butione are replaced by multimodal distri 'butions when the 

ratings of highly correlated items are totalled and distri­

buted anew (before condensing the rating scales). · It has 

been suggested that thiB statietical fact satisfactorily ex­

plains the form of the frequency dietrib;utions of "Personality" 
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Total, "Ability" Total and "Personality ~ Ability" Total 

(Figs. 17 (i)(ii) and (iii)). But as yet no explanation 

can be given for the bimodality of the Overall Assessments• 

frequency distribution. 

An examination of the relative frequency dis­

tributions Figs. 4 and 20 (iii) (each with nine class inter­

vals)ehows an important difference unexpected initially 

owing to the high correlation. The similarity evident in 

the half of the scale representing the higher values is not 

maintai ned in the class intervale representing the lower 

values where the second mode is found. In the Overall 

Assessments' distribution the two distinct modes are ·sepa­

rated by two class intervale whie · the distribution of the 

"Personality+Ability" Total is unimodal. (The rating 

scale has been condensed to nine class intervale to minimise 

the effect of statistical influences on the frequency dis-

tribution). ·'· 

In the light of the above evidence it appears 

reasonable to believe that the process of rating the Over­

all Assessments ~ay have been unavoidably hau~ered by weak­

nesses inherent in the test or test situation; whatever 

these weaknessef; they did not influence the assessment of 

individual items to the sameevident extent. However, in 

view of the high r of .944 i t is clear that the rank order 

re~ai ns largely unchanged in both sets of assessments. 

These views suggest a closer examination of 

the Trial Interview's ase.essments and the raters' comments. 

The writer hoped tha t this would reveal factors causally 

related to bimodality which up to this point have escaped 

detection. 

D. The inconsistency of assessments. 

Firstly, the single Overall Assessment is obtained mainly 

by coneid~ring the existing values in the "Personality" and 

"Ability" Fielde. The imposition of one set of values on 
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another (without the actual addition of the ratings) may 

·result in bimodality of the frequency distribution. An 

examination of the characteristics of the distributions (Fig§ . 

20 (i)(ii) and (iii) with nine clae~ intervale) does not 

strengthen the view that fuis ie the possible explanation. 

It must also be remembered that additional aspects, beyond 

the confines of the "Personality" and "Ability" spheres, 

may have· exerted influence on the Overall Assessment. 

Secondly, two sets of as~es~ments have been made in 

the present test situation. 

(1) When the assessor's attention is focuss ed 

di rectly on one item only an acceptable standard of con-

sietency has been attained as demonstrated. No unusual 

characteristic is apparent when the rating scales have been 

condensed to reduce the effect of the statistical influences 

on the forms of the frequency distributions of "Personality" 

Total and 11Ability" Total. 

(2) When the assessors consider the interviewer 

and his attributes with a view to making an all-embracing 

overall aesessment they are less able to direct gnd control 

the consistency of their evaluations. This tendency, 

phrased in slightly more specific termB, is assignable to 

the effect on the ratings whi ch is exercised by the initial 

or principal impression of the interviewer on the interviewee. 

The result i s that the asses~ments a re not all made with 

reference to a constant yardstick and an unreliable set of 

values is superirr·posed on the reliable onee.. This can be 

expressed in a different way. Bimodality would emerge if 

"liked" interviewers tended to obta in higher-tha n-warranted 

assessments and "disliked" interviewers tended to obtain 

lower-than-warranted ass essments. It was considered thht 

evidence indicating the operation of subjective influences 

cons istent with these vievmwould further the interests of 

the investigation. 
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Accordingly a detailed study of each of the intervieweee' 

reports (Chapter II eection C) was undertaken in order to 

obtain, if possible, indicatione which would eupport thie 

contention or yield additional material necessary for a 

new approach. 

E. A study of_i£e interviewees' reports. 

(1) Inad~quate interviews. 

The interviewee, on account of the characterie­

tics of the test situation, had little direct control over 

either the manner of handling or the duration of the inter-

view. In several cases the interview had lasted such a 

short time that mention was made of the fact in such ter.ms:­

"Short, incomplete interview." 

nAsked two questions a.nd terminated interview." 

"Terminaterl i nterview after a few minutes." etc. 

In other instances, though the interview may have la~ted a 

reasonable length of time, comments of another nature in­

dicated that the interview as such had been unsatisfactory. 

A sample of these commente will illustrate what is signi­

fied by the term unsatisfactory. 

"The interview was entirely farcical, the can­

didate being fully aware of the interviewee's 

real identity." 

"Didn't ask one question. Went on droning in 

a monotonoue voice reading from the assignment.n 

"Had prepared a speech in advance which he de­

livered to Miss van Jaarsveld in 15 minutes; 

didn't seem to expect anything from her except 

a good hearing." etc. 

Both short and unsatisfactory interview are ob­

viously inadequate performance~in the test situation. The 

instructions to tbe interviewers were clear and unambiguous. 

In the above cases these instruct i ons were not carried out; 
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in other words, the test has not been done. All the in-

terviews which are either short or unsatisfactory have there­

fore been called "Inadequate.''• 

(2) ~hod of separation. 

Although the effect of inadequate interviews is 

not the same for all the assessments (see (3) below), it 

was decided to separate all the inadequate interviews from 

the adequate interviews. All the interviewees' reports 

were studied carefully by three independent judges who 

effected a dichotomous separation in terms of adequacy and 

inadequacy. The conception of inadequacy embraces both 

short and unsatisfactory interviews (P~ti€ 4Q.). Before 

labelling an interview as either adequate or inadequate an 

answer had to be given to the question 

"Did the interviewer carry out his instructions and 

perform the test?" 

Throughout the process of separation care was taken to 

differentiate between a negative answer to this question and 

the case where a poor interview was conducted on account of 

poor understanding of a nd ability in the situation. In 

the latter case the assessment must be low; in the former 

case, though the assessment is also low it is not necessarily 

representative of the interviewer's overall "Personality" 

and "Ability" qualifications. 

It must be emphasi sed that the instructions to 

the judges were to ms.intain a rigid standard of inadequacy; 

if any doubt existed an interview wa~ not to be considered 

as inadequate. Only the interviews which were considered 

by alJ. th~1f.ud~ee to be inadequate ( N :: 53) were extracted 

from the total group. Accordingly it is conceivable that 

some inadequate interviews remained with the adequate ones . 
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But, in the interests of the scientific treatment of the 

results, the purity of the grcup of inadequate interviews 

is of primary importance. 

Cont]ngency coefficients ha.ve been calculated 

for the separation~ of each two of the three judges and 

the re~ults are (annexure E):-

'~'ABLE 6 - -
x2 p 

A - B 108.476 < .001 

B - c 92.370 ( .001 

A - c 118.207 ( .001 

In each case, therefore, there is overwhelming evidence that 

a definite selective process was in operation. 

It is impossible to draw too much attention to 

the vi tal fact that two of the three jua~,c~ nad not seen 

the bimodal distribution before selecting the inadequate 

interviews. They therefore had no idea of the implications 

of extracting interviews with any particular assessment. 

In fact, the intervieweee' reports formed the sole basis of 

the process of separation absolutely irrespective of any of 

the assessments. 

(3) The assessments of candidates whose inter-

views are inadequa~. 

Having established that a considerable number of 

the interviews were inadequate, it is necessary to consider 

to what extent this will have influenced the assessments 

made immediately the interview is ended. The situation 

as presented by an inadequate interview is certainly not 

conducive to accurate assessments, but the effect will not 

be the same for both sets of assessments. 

(1) Assessments of "Personality" an<! 

11Ability11 Items. 
-------~~-----

An inadequate interview is labelled as such 
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on account of the apparent failure of the candidate to 

carry out his instructions to interview Miss van Jaarsveld. 

He has therefore made it extremely difficult for the inter­

viewee to evaluate his abilities in considering and dealing 

with human material; she is unable to pass relia.ble judge­

ment on whether he accepts facts at their face value or 

whether he is an individual who has a sense of proportion 

when faced with the task of employee placement. However, 

it has nevertheless been possible for an assessor to appraise 

certain more specific aspects of the "Personality" and 

"Ability" fields; his self-confidence, pleasantness of 

manner, use of data supplied, etc., may be measurable with 

varying degrees of accuracy. Two tendencies have to be 

mentioned to guard against their being overlooked on account 

of generalisations; the writer believes that 

(a) The degree of reliability of assessments will 

usually be les~ for short interviews than for 

unsatisfactory interviews (refer to explanations 

on page 47). 

(b) The degree of reliability will usually be greater 

for assessments of "Ability" items than for those 

of npersonality" items (page 35). 

In Section C it was found that the correlation 

coefficient between "Personality" items and "Ability" items 

is .709 (N-::!.219). However, the views presented above have 

indicated that the effect of halo (page 35) on the assess­

ments would tend to be emphasised by inadequate interviews. 

A further correlation coefficient was there­

for calculated between the "Personality" and "Ability" 

items of adequate interviews and it was found to be .644. 

The reduction in r from .709 to .644 is small and may re­

present the partly removed influence of halo present par-
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ticularly when the assessments of inadequate interviews are 

made. On the other hand the small change in r may be 

attributable to a changed sample and therefore no definite 

conclusion can be drawn from it. 

Despite the halo effect which .644 still 

suggests, it is considered that inadequate interviews do 

not invalidate the assessments of individual items. At 

most the as~essm~nt of some of the items in some of the 

cases are less reliable than if the interview had been 
r.e· -so 

adequate (49-and above). Consider, for example, the case 

of an inadequate interview. seven out of the ten indivi~ 

dual items may have been sufficiently observed to enable 

reliable assessments to be made. The next inadequate in-

terview may also enable the reliable assessment of seven items 

to be made but they will not necessarily be the same seven 

items referred to in the first example. And so on; even~ 

tually, though 53 of the 219 interviews are inadequate, the 

number of inconsistent assessments of each individual item 

will definitely be les8 than 53 (this refers to inconsie-

tency due to inadequacy of the interview). The high pro ... 

portion of inadequate to adequate interviews (53 : 166) will 

thus be considerably reduced. Consistent with these views, 

the overall effect of inadequacy on the specific items' 

assessments for the 219 cases bas been insufficient to re-

sult in an unusual form of the frequency distribution such 

as was seen in the Overall Assessments' bimodality. 

{2) The O~rall Assessments. 

On account of the broader, less specific view 

which this assessment necessitates, a particularly brief or 

unsatisfactory interview is liable to be influenced u.nduly 

by (a) a .strikingly favourable or unfavourable quality or 

characteristic. 

(b) the unavoidable (largely) influence of 
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the formation of impressions of liking or disliking. 

The operation of these influenc·es is enhanced by the fact 

that the interviewee's observations have been seriously cur­

tailed and ehe hag less founded judgement on which to base 

her assessments. The implication of this deficiency 

assumes significance when remembering the extent to which 

thorough observation was meant to be possible during the 

Trial Interview situation. The view is held, therefore, 

that the Overall Aesessments of inadequate interviews are 

suspect. 

(4) The frequency distributions of adequate 

and inadequate interviews~ 

(a) ~equate interv~. 

A re-distribution of the Overall 

Assessments of the adequate interviews (Fig. 22 (a)) pro" 

duces a frequency distribution whose characteristics show 

little trace of the original bimodality. Only one class 

interval separates the two modes which are no longer as 

pronounced as in the original ~requency distribution with 

N ~ 219. This new distribution (Fig. 22 (a)) has loFt the 

significance of the first distribution's unusual form tFig. 

4 and page 18). The assessments excluded, therefore, 

appear to be those whose objectivity and reliability had been 

questioned; but it is nevertheless probable that in the 

case of some of the longer and apparently adequate interviews 

hardly any additional observation was possible. 

(b) ~de~ate interviews. 

The frequency distribution of the Overall 

A~sessments of inadequate inte'rviews (Fig . 22 (b)) 81 ows a 

definitely,skewed pattern. The scatter of ratings covers 

most of the scale, viz., B + to c-. The class interval 

with the highest frequency of cases is c, which corre-

sponds with the second mode of the original bimodal fre-
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quency di stribution. It wo~ld seem that, following short 

and unproductive interviews, the as~essors' reactions are 

obedient to certain apparently similar processes of reason-

ing. The fact of having had a short and unsatisfactory 

interview is not indicative of thorough preparation, 

method or ability; moreover little has been observed. Con­

sequently the rating must be a low one, but, unless a 

particularly poor performance · earns the lowest assessment, 

there appears to be a tendency to give an insufficiently 

observed candidate the second lowest as8eesment possible. 

(5) The correlation of Trial Interview 

assessments with the scores of the 
------.~~--~~--~--~--~--~.~~-

remainder of the battery's t~. 

It is necessary at this stage to examine the 

extent to which the co r relation coefficients of the Trial 

Interview's assessments with the battery's tests have been 

affected by the inadequacy of almost 25~ of the interviews. 

(a) Before examining the coefficients in Table 7, it 

is pertinent to consider whether the dichotomous separation 

of interviews has resulted in the t~ation of the group. 

In other words, can the group of candidates who conducted the 

inadequate interviews be closely identified with the group 

of candidates whose test scores and assessments were low? 

Truncation can be explained diagramatically as follows 

A?>e~ATe 
[tVr€.R.vt€W.S ---+--

(No; rt9 
IN A. ])cS Q u. ATE. 

INrt.. ~ 11 tE.1.0 s 
(N : 5 3) 

An examination shows t hat the frequency distributions of 

both adequate a nd inadequate intervi ews (Fig. 22 (a), 27, 

28 , 29, 30 and 22 (b), 23 , 24, 25, 26) a re simila r in form 

and the possibility that truncation may have affected the 

situation is not borne out. The most striking dissimi-

larity i s evident when the Overa ll Assessment's frequency 
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di~tributione are examined; but this is not unexpected in 

view of the suspicion of inconsistency concerning these 

aeses~mente on account of the inadequacy of such a high 

proportion of the interviews. 

The distributions of "Ability" Total and "Per­

sonali ty 11 Total in groupe 'of adequate and inadequate in­

terview~ were examined (Figs. 31, 32, 33 and 34}. In 

the case of the "Abilityu Total especially it appears that 

the inadequate interviews' as:~essmente are clustered around 

the end of the rating scale representing the lower values. 

At first this may be disturbing . but two observations have 

to be made:-

(i) On page 16 it was stated tpat t~e assessments of 

individual items indicated the extent to which each 

particular attribute r~d been observed during the 

!E!.al Interview eituatio!!• As the inadequate in-
. 

terviews allowed only l]mited observations to be 

made, the assee~ments are expected to be low. 

(ii) The r's of the nAbility" Total~able 7) with the 

remainder of the ba·ttery' s test scores, whether 

N :::: 166 or 53, are ·very similar (none of the t values 

shows a significant difference). The cluster of 

assessments evident Vlhen N = 53 has therefore not 

unduly disturbed the relationships with the other 

tet=~te. 

Having eeen tha t the candidates who conducted ade­

quate (N = l66) and inadequate interviews (N=53) are, accord­

ing to the scores of the battery's tests, randomly selected 

samples from the whole group (N= 219), the following r's were 

ca lculated. The purpose was to study the differences, if 

any, caused by the division of the interviews into groups 

of adequacy and i nadequacy. 
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TABiili: 7 

A{F) M W.P. F.R. 
I 

Overall A~sessment (N ·d66) .33808 .30628 .19847x .49129 

'ditto ( N =- 53) .13991X .lOllOX .19909X .0455&C 

."Ability" Total (N=l66) .30689 .26806 .1330:9t .38860 

ditto (N-=55) .19639X .20100X .10346X • 32557 

"Personality" Total(N.el66) .30299 .30312 .15903X .50947 

ditto (N = 53) .17965X .23l22X .06662X .25548X 

The regres~ion lines are linear. The r' e mark-

ed x are not significant, the critical ratios· ranging from 

.483 to 1.965. 

The significance of difference test was calculated 

for each pair of the above correlation coefficients with 

the following results: (Annexure C). 

TABLE 8 

Values of t 

Test Test Written Final 
A( F) M Project Rating 

Overall Assessment (N :::: 166) 1.306 1.330 .004 3.045 

ditto (N = 53) 

"Ability" Total (N = 166) .731 .439 .186 .447 

ditto ( N = 53) 

!-personality" Total OT ~ 166) .812 .477 .579 1.861 

ditto (N ; 53) 

The only significant difference in the corre-

lation coefficients is found when the Final Rating is cor-

related with the Overall Assessment in groups consisting of 

adequate interviews a nd inadequate interviewe. This is of 

vital interest. 

It will be re~t.embered that tbe Final Rating 

asr.essment is obta i ned from the ratings of a team of aesees-

ors who have closely observed each candidate in two group 

discussions lasting practically three hours. Apart from 
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the thorough observation thus ren?-ered possible, the harm­

ful effect of faulty judgement is cushioned by the fact 

that the Final Rating ·reflects the views of the whole team 

and it is extremely unlikely that ~ the assessors would 

have IrB.de a seriously inaccurate assessment in the case of 

the same candidate. There is therefore justification for 

the view that the Final Rating is a valuable measure of a 

candidate's potential in the administrative field particular­

ly in so far as his personality qualities are concerned 

(page 7). Tbe importance of the above a.nalysis lies in 

the fact that the Final Rating and the Overall Assessment, 

as designed, are comparable assessments (Chapter II, section 

C (b)) and yet the correlation of these two assessments in 

res-pect of independent groups (adequacy and inadequacy of 

interviews) produce coefficients which differ significantly. 

The division of the total group (N = 219) into adequate and 

inadequate categories has not resulted in any other signi­

ficant difference between the correlation coefficients pre-

sented in Table 7 on page 55. The detrimental effect of 

an · inadequate interyiew on assessments is therefore d~ 

tectable statj.~ticall~ only in assessments ~hich, having 

laid emphasis on personality attributes, endeavour to quan­

tify potential in the administrative field (Chapter II, 

section C 3(b )). This view is further supported by the 

critical ratio in the case of the correlation of "Personality" 

Total and Final Rating which i~ the second highest in Table 

8 on page 55. 

These facts lend weight, if it is necessary, to 

the consideration of the interviews in terms of adequacy 

and inadequacy. Further, in view of the inability to ex­

tract all the ina.dequate interviews from the total group 

(see (2) above;r48 ), it a lso strengthens the contention 
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that the Overall Asses8ments are suspect. 

(b) The evidence obtained in (a) indicates that 

the asf\essments of individual items are less influenced by 

the inadequacy of interviews than are Overall Assessments. 

It was consequently decided to construct a correlation table 

using . various combinations of 2 or 3 "Personality" or 

"Ability items inettead of the Overall Assessments, "Per-

sonality" Total and "ability" Total as above. The fre-

quency distributions of the individual items formed the 

rough basis for the selection of the items grouped together. 

(Figs. 6 (c) and 7(c)). Where the distributions were 

similar in the case of Mrs. B + Rest on the one hand and Mrs. 

P on the other, it was considered probable that the raters 

had a comparable standard in mind while making the assess-

ments; it was also considered that in such a case the item 

being rated presented additional individuality which would 

facilitate the reduction of the effect of inconsistency. 

The correlation table differs from the previous one owing 

to the following adjustments:-

(i) The contribution which a test makes to the pre­

dicting efficiency of the battery can be cal­

culated only when its correlation with the 

criterion of success (the validity of the test) 

. (ii) 

is available. Criterion values could only 

be obtained for 123 cases (Ref. 1 PP• 55- 65). 

As the ultimate purpose underlying this stu~y is 

to ascertain which assessment made in the Trial 

Interview situation contributes most to the 

final prediction, it was decided to calculate the 

correlation coefficients for which criterion 
~ 

values ( C5 + 6) have been obtained • 

Because the assessments of individual items are 

. not influenced by inadequate interviews to an 

extent determinable statistically, the sample 
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us ed repre8ents the total 123 cases irrespective 

of adequacy or inadequacy • 

. (iii) The table of correlation coefficients has been 

extended to include "Ability" Total and "Person­

ality" Total on the same basis of N :: 123 for 

the purpose of comparison. 

TABLE 9 -
Test Test Written Final 

C5 + 6 A( F) M Project Rating 
Items 
(iii) + ( ix) .32602 .36913 .40201 .28868 .49635 
Items -
(iii) + (x) .33569 .35778 .36195 .28398 .49121 
Items -
(iii) +(viii)+(x) .34088 .33498 .33417 .29682 .49920 

"Ability" Total .37757 .28453 .29147 .28721 .47438 

"Personality" .26999 .28667 .34506 .25464 .50741 
Total 

All the critical ratios are significant. An examination 

of these correlation coefficients reveals that the various 

groupings of ~tems do not ~how any marked tendency to re-

duce or increase the amount of correlation with the cri-

terion and the tests of the battery. The value of this 

table will become evident, however, when attention is drawn 

to the main features which it was hoped to identify in 

these coefficients. 

Firstly, a battery consisting of several tests 

·~ During the year following immediately on the conclusion 

of the testing procedures considerable work was done to 

establish a reliable criterion against which the predicting 

efficiency of each individual test and the battery as a 

whole could be measured (Ref. 1 pp. 30- ~. It was found 

that a combination of crit erion 5 and criterion 6 (the 

value denoted as C5 i"' 6) produced a final criterion whose 

correlation coefficient with the final battery score is .67. 
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the function of each is to provide a measure of an ability 

or attribute of a particular nature. Ea~ therefore, has 

individuality. There will naturally be correlation be­

tween the various tests but if each test's score is a true 

measure of a specific sphere or area, these intercorre­

lations will tend to remain low. 

· secondly, each test must co:·relate significantly 

and highly (generally) with the criterion of success. 

The above correlation coefficients have t here­

fore beEn calculated in an endeavour to finCilan assessment 

obtained during the Trial Interview . which, while having 

low correlation coefficients with the tests of the battery, 

correlates significantly and highly (comparatively) with 

the criterion of success. An examination of Tables 7 

and 9 shows t hat the "Ability" Total score is the one which 

best satisfies these requirements. 

This finding leads to the next stage in the 

investigations. 

----------------""--
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C H A P T E R IV 

~TUDY OF THE WEIGHTS OF THE BATTERY'S TESTS. 

A. Before purification. 

The battery score, which was found to have an r ~ .67 

with the criterion (see page 58 ) is obtained u~ing tests 

A(F), M, Written Project (W.P) and Final Rating (F.R.). 

Using the Pivotal Condensation method (Annexure D) the 

weights of these teste were calculated and found to be:-

Test ~igh! (N = 123) 

A( F) .231 

M .032 

W.P. .236 

F.R. .322 

The calculation of weights was repeated~ing the Overall 

Assessment (O.A.) as a 5th test in the battery with the 

following results:-

Test Weight (N == 123) 

A(F) .232 

M .031 

W.P. .235 

F.R. .318 

O.A. .008 

Clearly the weighted contribution of the Overall Assessment 

ie negligible. For this reason alone ite inclusion in the 

battery cannot be justified; moreover the time and effort 

spent in administering it is not commensurate with its 

contribut i on towards the end for which the test was designed. 

However, it is important to note that the interviewee's report 

does provide useful infor~ation for the clinical interviewer. 

The above weights of the tests were calculated with 

the whole group (N -==: 123) for which C5 + 6 values had been 
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obtained. What, if any, would be, the effec t on the 

weights when the inadequate interviews are removed re­

ducing the group to N ..., 90? 

B. After purif~ion. 

The new set of weights with the size of t he sample re­

duced by approximately 25% is as follow~:-

Test Weight 

A(F) . 296 

M -.001 

W.P~ .224 

F.R. .353 

O.A. -.091 

The changes are small. Though the numerical contribution 

of the Overall Assessment has deteriorated it is impossible 

to attribute the cause to any specific factor. In fact, 

the variation may be due to the use of data relevant to a 

considerably altered sample of cases and no conclusions can 

therefore be drawn from it. 

c. The weights of vati_o~s~L.£! assessments made 

-during the !fJ:.~nterview. 

On pages 57 and 58 the reasons were given for attempt­

ing to correlate the tests of the battery with various sets 

of the individual assessments made during the Trial Inter-

vjew situation. Though the correlation coefficients ob-

tajned were not of much use as such, the weights of the various 

sets of assessments used were calculated because a scientific 

approach to the analysis of data necessitates an exhaust-

ive study of all possibilities. 

The following table was compiled (N .::::.123). 
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TABLE 10 

I 

Weights 

Additional Adcitional :Multiple 
A(F) Te~t Te~t M W.P. F. R. R 

Overall 
AB~es~ment .008 .232 .031 .235 .318 . 671 
"Personality" 
Total - .069 .220 .046 .235 • 359 .673 
"Abi li ty•• 
Total .110 .237 . 01 9 .235 .273 • 678 
"Persona lity -1-
Ability" Tot al . 048 .236 .024 .235 .299 • 672 
It erne: 

' 

(ii i ) + ( ix ) - . 001 .231 . 032 . 2 36 . 322 . 671 

Item~ 

(ii i ) +- (x ) .022 .231 . 029 . 236 . 313 .671 
Item~ 
(iii)+ (viii) +(x) . 030 . 232 . 028 .235 .310 .671 

_The numerical weighted val ue of the 11Ability11 Total in 

tbe battery is approximately fourteen time~ larger than the 

weight of the Overall A~~essruent; i t is three times a s 

large a~ the mean wei~ht of all the other new tests examined 

in the table. To what extent is t h is apparent difference 

actual ly ~ignificant? 

:D. The 8ignificance of the we i ght of "Ability" Total 

There i~ no te~t for the significance of the weight of a 

e:et of as~e~sments. In the first plac e it will therefore be 

• 
nece~sary to -examine the available evidence and frc~ it to in-

fer the extent of the ~ignificance of the weight of . 110. Hav-

in~ done so, the ~tatistical selection of tests for inclusi·on 

j n a batter y wi 11 be used to corrobora.te the view formula ted 

above. 

(a) It wa~ explained on pages f 8 and a9 tr~t the use-

fulnesr- of a te~t in a batter y is dependent on two general 

requirements being satiBfied: -

(i) high correlation between the test and the 
criterion. 

(i i) low correlation between the test and the 

re~ainder of the test i n the battery. 

Bea ring these requirement~ i n mind, Table 11 was 
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completed a~ follow~. The r' s liE>ted under A(F) (N = 123) were 

examined. The lowe~t r received a score of 1; the second 

lowest r rece i ved a ~core of 2, etc. Thi~ was done for each 

Pet of r's li~ted under the various tests of the battery. 

The validity coefficients tabulated under C5 + 6 (N == 123) 

were next examined. This time the highest r was given a 

score of l; the ~econd highest a score of 2, etc. The whole 

procedure wa~ repeated for the coeffic ients calculated with 

N = 90. When this had been completed, the all ocated scores 

were totalled across the page thus producing a grand total score 

for each new te~t or set of acses~ments. 

TABLE 11 Grand 
Total 

Test N A(F) M W.P. F .R. C5+6 Score 
"Ability" 

.284532 .291471 .287212 .474381 . 377571 Total 123 7 
Overall 
Asses~ment 123 .282951 .305622 .350815 • 518964 .339213 15 
Items 

.369135 .402015 .288683 2 .326024 (iii) + ( ix) 123 . 49635 19 
"Personality" 

.286673 . 345064 1 .507413 .269995 Total 123 .25464 16 
"Personality+ 

. 297554 .327903 .307344 .519375 .353702 Abili t:v" Total 123 18 
"Ability" 

.305611 .267011 ~230741 .421751 .268862 Total 90 6 
Overall 

.329283 .337592 .330453 .518853 .263534 Assessment 90 15 
Items 

.400374 .405674 .531184 .303501 (iii) + ( ix) 90 . 506852 15 
"Personality" 

.317462 .354603 .260462 .519124 .267713 Total 90 14 

xThis r is not significant (critical ratio ::: 2.299). 

It will be evident that the test with the lowest 

grand total score is the one which conforms more satisfactorily 

to the above requirements. Furthermore an inspection shows 

clearly that it is the "Ability" Total which best satisfies 

these general requirements whether the inadequate interviews 

are removed from the group or not. 

Ofcourse this finding does not immediately endow the 

weight of .110 with a dequate ~ignificance. Rather, it merely 

serve!:'1 to confirm the original view that the "Ability" Total, 

le8s affected by inadequate interviews, willre amore meaningful . 

as~essment than the others trade in a. situation which bas in-
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sufficient safeguarde_!Q_~~~_higher pro~ortion of 

adequate interviews. 

It is necessary, however, to examine more closely 

the view that the assessments of "Ability" items are unique 

among the asses8ments made during the present Trial inter­

view and the following table is drawn up:-

TABLE 12 
C5 + 6 

N .= 123 N -= 90 N = 33 

"Ability+Personality" Total, .35370 .28284 .18023x 

"Personality" Total .26273 .26771 -.16992x 

'1Abili ty11 Total .37758 .26866 .54284 

Overall As Fessment .33921 .26353 .15123x 

xThese r's are not significant. 

When the group consists largely or wholly of 

adequate interviews (N = 123 or N= 90) there is at the most 

only ~ small difference between the validity coefficients 

of the assessments. However, the validity coefficient of 

"Ability" Total is the highest in the table compiled for 

N =:. 123 (the sample used for the calculation of weights on 

page to ); though the difference is not large the 11Ability" 

Total is uni~ue not by virtue of this fact alone but, as 

explained on pages 58, 59 and 62, in respect of the low in­

tercorrelations with the battery's other tests as well 

(Table 11). 

The point in Table 12 which attracts particular 

attention is that the "Ability" Total's validity coefficient 

is . 26866 when the interviews are adequate (N = 90) whereas 

for inadequate intervi.e1Jl~ (N =- 33) it is .54284. Although 

the di fference between these two r's is not statistically 

significant (t ~ 1.56), the coefficient is higher for the 

inadequate interviews than it is for the adequate inter-



views. The other results shown in Table 12 are not the same. 

The writer believes that the following reasoning may ex­

plain this finding. 

(i) The criterion value (~age 58) was obtained by 

ae~essments and systems of showing preference for 

one employee over another used by the supervisors with 

whom the 123 employee/candidates worked daily. It 

is accepted, therefore, that both as individuals (per­

sonality make-up) and as workers (ability) they were 

well known to the supervisors. 

(ii) It is suggested furthermore that an individual's 

approach to a work situation is similar, basically, 

to his approach to a test situation. In other words, 

if an individual's approach is poor and negative in 

the one case it will very probably be similarly poor 

and/or negative in the other case. This being so, it 

should not be difficult to assess such a subject's merits 

and (a) t e e interviewee will make a low assessment in 

respect of the subject's performance in the Trial Inter­

view; an inadequate interview can leave but little 

doubt in the assessor's mind as to the candidate's 

ability as revealed in that situation (Fig. 35). 

(b) the supervisor will also have made a low 

aspessment in respect of the subject's work ability for 

the purposes of the criterion value (Fig . 36). 

(iii) If a candida te's approach either to his work or 

to the test situation is a po~itive and considered 

one (adequate interviews), it is possible to find 

larger differences of judgement, interpretation and 

appreciation reflected in the assessments of the in­

terviewee and the supervisor. 

(iv) In view of (i), ( ii ) and (iii) it is suggested 

that the ~Abi!~~~~~ess~~nt~~of inadequate interviews 
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will have sufficient comparable content in the cri­

terion values to ensure a relatively 'high correlation 

coefficient between the two sets of assessments. 

(v) The suggestion made in (iv) will not necessarily 

ap-ply when "Personality" assessments are made because, 

during the inadequate interviews, the interviewees 

have had no more than limited opportunities for making 

consistent and valid assessments of these attributes -

these items must be thoroughly observed to enable con­

sistent and reliable assessments to be made of them. 

It is therefore to be expected th~t these assessments 

will not correlate highly with the criterion which in­

cludes the supervisors' c onsidered opinions (accepted 

in (i) as being reliable) of the employees' personality 

qualities. 

While con~idering the above reasoning in respect 

of inadequate interviews it is important to remember that 

the assessments of' each of the individual items represents 

the extent to which the particular attribute was manifested 

during the Trial Interview si~uation. As a result of an 

inadequate interview (the judges used a rigid interpre­

tation- see page 48) it is practically impossible to con­

sider that an interviewer has earned more than a very low 

assesement of the listed "Ability" items. However, these 

assessments are considered. to be reliable, the mo:!lt in­

experienced a ssessor who makes comments such as "interview 

lasted one minute" ; "did not aek one question" ; etc., 

will be able to rate reliably such items as perserverance 

in getting at facts, use of data supplied, effective use 

of questions, etc. 

The "Personality" items, however, are liable to 

be misjudged more easily (pages 34 and 35). It r~s been 

suggested that the assessments made following an i nterview 

which lasted juet one minute, for example, will be low 
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and reliable for "Ability'' items - but i tm submitted tbat 

the assessment of self-confidence, ~ase of establishir~ 

social contact, etc., will be lees reliable. The point 

need hardly be laboured that even experienced assessors 

require adequate observat ion of a candidate in order to 

assess personality attributes satisfactorily. It is also 

evident that the Overall Assessments, designed to indicate 

potential in the administrative field, can scarcely be expect­

ed to have a high validity coefficient when the interviews 

have been inadequate. 

The evidence examined up to this point indicates 

that the "Ability" ~otal is the assessment which does not 

appear to be affected detrimentally by inadequate inter-

views. An in~pection of the r's in Table 11 shows that the 

"Ability" Total is the assessment which promises to con­

tribute most to the predicting efficiency of the battery. 

Viewed with this knowledge the increased weight (.110) of 

the "Ability" Total becomes not only interesti'ng but also 

meaningful. 

(b) The battery used in the selection of the Admini­

strative Trainees consisted of four tests (A( F), M, vV'.P. 

and F.R.). The Overall Assessment was not included for 

the reasons given on pages 27 and 28. The study of the 

available data has shown that the assessments of individual 

items, particularly the "Ability 11 items, appear to be more 

reliable measures than the Overall Assessments in m tuations 

which allow 1 out of 4 of the Trial Intervi ews to be in­

adequate. 

It was accordingly decided to use the Wherry -

Doolittle Test Selection method (Ref. 7 pages 435 - 451) 

in three stages in an effort to obtain evidence that 

(i) the "Ability" Total does serve a purpose in the 

battery. 
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(ii) the weight of .110 has some significance • 

.§_tage 1 

The five tests from which the first battery is to be 

selected according to the Wherry - Doolittle method are the 

four used in the first instance (A(F), M, W.P. and F.R.) 

together with the Overall Assessment. The method can only 

be applied to a group of assessments for which criterion 

values have been obtained . In the present case therefore 

the inve~tiga tion i e limited to either N = 123, 90 or 33. 

The largest sample (N = 123) wa~ selected after a study of 

Table 12 which shows that this is the group for which ~he 

validity coefficients are the highest. 

TABLE 13 

Correlation Coefficients (N -= 123) 

1 2 3 4 5 

A( F) M W.P. F.R . O.A • 

C5 + 6 .525 .414 .516 .599 • 3 39 

1 .696 .386 .561 .283 
-· 

2 .308 .459 .306 
·-

3 .563 .351 

4 .519 

As a result of the calcula tions which follow a ratio 
vm2 
zml ie obtained for each teet. The test selected for 

inclusion in the battery at each successive step (see 
vm2 

colurr.n a Table 14) is the one having the highest zm-
value. Once the first test is selected the Wherry shrinkage 

forreula corrects tbe multiple R for chance error. The 

whole process is then repeated to determine which test is 

the next to be included. The battery is finally in its 

most effective fo.rm wlten the multiple R (column g Table 14) 

ceases to increase with the inclusion of additional tests. 
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TABLE 14 

a b c d e f g h 

vm2 K2 N-1 Test - - K2 R2 -Zm N-m R 

0 1.000 N=l23 

1 .3588 . 6412 1.000 .6412 .3588 .5995 4 

2 .0521 .5891 1.008 .5938 .4062 .6373 1 

3 .0379 .5512 1.017 .5606 .4394 .6629 3 

4 .0006 .5506- 1.025 .5644 .4356 .6600 2 

An examination of these results allowe the follnwing 

observations to be made: 

(a)· The most efficient battery consiste of tests 4, 

1 and 3. 

(b) The te~ts contribute to the predicting efficiency 

of the battery in the order in which they were 

~elected, viz., firstly the Final Rating, secondly 

Test~F) and thirdly the Written Project. 

(c) Te~t M contributes little or nothing to the 

battery'e validity - the multiple R shows a snall 

decrease. 

(d) The Overall AssesBment should not be inc~uded in 

the battery at all. In fact, were it to be in-

eluded as a fifth test, the multiple R would be 

reduced still further. 

Bta.ge g 

In the following calculations the upersonality" Total 

aesesereent replaces the Overall Assessment as the fifth 

possible test in the battery. 
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TABI.E 15 

Corre lation Coefficients {N = 123) 

1 2 3 4 5 

A( F) M W.P. F.R. O.A . 

C5 + 6 .525 . 414 . 516 .599 .270 

1 .696 .386 .561 .28l 

2 .308 .459 .345 

3 .563 . 255 

4 .507 

The fina l tabl e, with the correction f or chance error is 

a e fol lows : 
TABLE 16 

j 

a b c d e f g h 

v~ K2 !t:l Tes t - - K2 - -
Zm N-m R2 R 

0 1.000 N=l23 

1 .3588 .6412 1.000 . 6412 .3588 .5995 4 

2 .0521 .5891 1 . 008 .5938 .4062 .6373 1 

3 .0379 . 5512 1 . 017 .5606 .4394 .6629 3 

4 .0011 .5501 ] .025 .5638 .4362 .6605 5 

It is noted that -

(a) The battery consist s of test 4 , 1 and 3 selected 

i n the same order found in stage 1. 

(b ) The fourth test i.s the npers onali ty" Total which , 

owing to the preferential eelection it enjoys 

over Test M, may be placed higher in order of 

merit (in terms of selection for the battery) 

than the Overall Assessment. Test M in turn 

was available for selection in preference to the 

Overall Assessment ( Stage 1). 

( c) Though the "Personality" Total is therefore a more 

suitable measure than either Test M or the Overall 
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Assessment, its inclusion in the battery would 

result in a reduction of the Multiple R. 

Stage 3. 

This t~e ·the fifth possible test made available far 

inclusion in the battery is the 11Ability11 Total. 

TABLE 17 

Correlation Coefficients (N ::; 123) 

1 2 3 4 5 

A(F) M W.F. F.R. 11A11 T. 

C5 + 6 .525 .414 .516 .599 .378 

1 .696 .386 .561 .284 

2 .300 .459 .291 

3 . .563 .287 

4 .474 

TABLE 18 

The 'table including the correction for chance error is 
• as follows :-

a 

0 

1 

2 

3 

4 

5 

b c d e f g h 

vm2 x2 N-1 
~ 

Test 
Ziii N=iii KZ ~ 

1.000 N=l23 
-

.3588 .6412 1.000 .6412 .3588 .5995 4 

.a521 .5891 1.0cs .5938 .4052 .6373 1 

• <X379 .5512 1.017 .56C6 .4394 .6629 3 

• 0093 .5419 1.005 .5554 .4446 .6668 5 

• ()()C2 .5417 1. 004 .5601 .4399 .6633 2 

(a) The results indicate clearly tba t the tt Ability" 

Total .is selected as a fourth test in the battery. 

(b) The first three testa are selected in the 

undisturbed arder found in Stages 1 and 2. 
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(c) The inclusion of the fourth test raises the 

multiple R from .66 to .67. Though the in-

creaf':e is not considerable, it is the tendency 

which is important in respect of the objective~ 

outlined on pages 6~-;6~. The values tabled in 

column b are mea~ure~ of the amount which the 

respective tests contribute to the squared mul-

tipl"e correlation coefficient. Though not par-

ticularly large, the contr].bution of the "Ability" 

Total i~ definitely greater than that of the Over-

all As~essment, Tef:t U or the "Personality" Total. 

(d) As in the first two Stages, Test M's inclusion in 

the battery results ·in a reduced multiple R. 

However, it is of interest to note that this re-

duced multiple R is nevertheless numerically 

highe r tban it was after tt.e addition of Test 3 

(W.P.) to tee battery (step 3 in column a). 

Following on the selection of tests by the Wherry " 

Doolittle rnetho~, the calculation of the weights of the 

battery's tests i~ straightforward. This was done for 

the recommended new battery as follows:-

TABLE 19 ----
4 1 3 5 -c 

cl -1.000 -.561 -.563 -.474 • 599 

c2 -1.000 -.102 -.026 .276 

c3 ... 1,000 -.027 .237 

c4 -1.000 .110 

The C values are obtained while calculating the 

selection of te~ts above. Each line is equated as below:-

-1.oooP4 -.561Pl -.563p3 -. 474[35 + • 599 :::- 0 (1) 

-r.ooof1 -.102{3 -.026,15 + .276 :::- 0 (2) 

-1.ooof 3 -.027f'5 + .237 = 0 ( 3) 

-1.ooof5 + .110 ::: 0 (4) 
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The weights of the respective te~t~ in the battery 

are obtained by ~olving these equations . 

f34 = .275 

/31 ~ .249 

f3 3 ~ .234 

f8 5 
: .110 

At thi~ juncture it is interesting to ~tudy a compara­

tive table showing the two sets of weights obtained by 

different methods. 

TABLE 20 

Weights calculated by Weights calculated 
the Wherry-Doolittle by the Pivotal Con-

method. densation method. 

Final Rating .275 .277 

Test A(F) .249 .249 

Written Projec t .234 .233 

"Abili ty '' Total .110 .108 

Both these methods of calculating weights are sound and 

the ~imilarity of the results is therefore not unnatural. 

However, the following observations are relevant. The 

Pivotal Condensation method is simply a solution of 

equations; no assumptions are involved. On the other 

hand the Wherry - Doolittle method includee the appli-

cation of a shrinkage formula on the g rounds that chance 

errors related to the selection of a sample from the 

whole populati on have to be corrected. The close agree-

ment of the results therefore gains interest. 

The Tef!t Sel ection method has singled out the "Ability" 

Total for inclusion in the battery (besides the original 

three tests) from the four tests "Ability" Total, "Person-

ality" Total, Overall APsessment and Test M. A further 

indication of the significance of this can be obtained as 

follows:-
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= (.249)(.525) + (.234)(.516) + (.275)(.599) + (.110)(.378) 

= .1307 + .1207 + .1647 + .0415 

= .4576 

R = .6765 

The correct i on for chance errors reduces this multiple R 

to .6663 

The above formula, besides enabling the multiple R 

to be obtained, indicates (Ref. pp. 425 - 426) that 46% 

represents "the proportion of the variance of the criterion 

measure attributable to the joint action of the variables" 

i.e., the battery's four tests. Moreover each test's 

quantitive contribution is seen to be 

F .R. 16% 

A(F) 13% 

W.P. 12% 

"A" .T 4% 

Comparatively, the contribution of 11Ability" Total is small 
but it is definite nevertheless; the relative significance 

of the various test's contributions is important. 

In order to complete this stage of the review , the 

weights and percentage contributions of the four tests 

originall y used in the battery were calculated. 

TABJ.J~ 21 

Recommended New Old Battery 
Batterv 

Percentage Percentage 
Weight Contribution Weight Contribution 

Final Rat]ng .275 16% •. 322 19% 

Test Jl. F) .249 13~ .231 12% 

Written Project .234 12% .236 12% 

11Ability" Total .110 4% ~ -
Test M - - .032 O% 

Multiple R .6663 . 6600 



The problem has been to obtain, if possible, evidence 

of the significance of the "Ability" Total's weight (.110) 

in order to justify its inclusion as a fourth test in the 

battery. The considerations presented on pages 62 - 74 

have served this end; rroreover the comparative · statis­

tical claims of the "Ability" Total and Test Mas seen in 

the above table are adequate justification for the in­

cluston of the former in :preference to the latter. 

However, one final word of caution must be .sounded. 

It may appear that the recommended battery consists of 

tests to measure general mental ability, generally high 

potential with emphasis on personality attributes as well 

as general ability qualities (the new test is 11Ability" 

Total). Initially the interviewees were instructed to 

assess two sets of individual items which have been called 

"Personality11 Total and "Ability" Total. (Refer to page 

14). As a result of the findings of this study it becomes 

pertinent to consider whether the ratings assigned to the 

"Ability" items are not in actual fact more truly repre­

sentative of an overall estimate incorporating evidence from 

the 11 Personality 11 , "Ability" and, perhaps, additional fields. 

The "Ability" Total may not be a highly reliable measure of 

ability as such; in other words , it would probably be more 

correct to designate the value obtained from the assess-

ment of "Ability" items -as an Overall AssessmentQ 

------------~-------~ 
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CHAPTER V 

A · StThmAJU SED REVIEW OF THE STUDY OF THE TRIAL 

INTERVIEW'S ASfESSMF~TS. 

A. The frequency distributions of the results ob­

tained for a l l the teste in the battery produced the ex­

pected unimodal distributions with the striking exception · 

of the Trial Interview's Overall Assessment which featured 

two distinct modes. No immediate explanation was avail~ 

able and ~he asses8ments were accordingly treated in an 

effort to establish the causal factor(s); the aspects 

studied initially were:" 

(1) varying standards used by the asses8o.rs. 

(2) non-homogeneity of the group in respect of 

('a) the two well represented language groups 

of the Union. 

(b) the two distinct sources from which the 

candidates were recruited, viz., univer­

sity graduates (or the equivalent) and 

employees of the sponsor organisation 

for whom advanced educational qualifi­

cations were not enforced. 

(3) The method of administering the t esting procedures. 

None of these approaches reduced the bimodal character­

istics cf the distributions; the explanation was therefore 

not to be found i.n the non-homogeneous qualities of the 

group. Subjective influences such as the formation of 

liking or disliking or sex bias could not be dismissed 

summarily at that Rtage but were examined later. 

B. The frequency distributions of the individual 

"Personality" and "Ability" items (assessments obtained 

during the Trial Interview) were found to be unimodal thus 
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underlining the unusual nature of the bimodality of the 

Overall As~essment's distribution (assessments also ob­

tained during the Trial Interview). The addition of the 

individual items, however, produced distributions of 

"Personality" Total and "Ability 11 Total which were multi-

modal. The implications of tbis were studied more closely. 

The rating of individual items was directed and 

~pecific in contrast with the wide, comprehensive Overall 

Assessment. Could it have been that the nature of the 

latter allowed the intrusion of. subjective influences? 

This po~si9ility, considered tentatively, led to an ex­

amination of the effect on the ~ultimodal distributions of 

"Personality" Total and nAbility" Total of condensing the 

rating scale to a point where it consisted of nine class 

intervals (equal to that used for the Overall Assessment). 

The result was tbat the "Personality" Total distributions 

lost bimodality more readily than the "Ability" Total dis-

tributions. In view of the suggested influence of sub-

jectivity this was unexpected because of the greater d~gree 

of conF:istency which the ass essment~ of "Ability" items 

enjoyed. 

The influence of subjectivity therefore did not make 

itself strikingly evident and a still closer examination of 

the data was carried out. 

The inter-item correlation coefficients were found 

to be higb. A consideration of the available material led 

to the conclusion that the addition of values assigned to 

highly correla ted ite~s produced frequency distributions 

whos e multimodality was revealed in relation to the extent 

of the correlation. It was submitted that this provided the 

main explanation of bimodality in the frequency distri­

butions of 11Personality11 Total and "Ability" Total. At 

the sa me time i nsufficient evidence had been obtained to 
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allow the possible influences of subjectivity to be dis­

counted conclusively. 

At this stage of the investigations t~e following 

statements could be made. 

(1) The frequency distributions of individual "Per­

sonality" and "Ability" items were unimodal. 

(2) The several modes of the distributions of "Per­

sonality" Total and "Ability" Total were ex­

plicable in terms of the high correlations be­

tween the individual items. 

{3) No acceptable regrouping of the Overall Assefls­

ments bad in any way reduced the unexpected bi~ 

modality of the frequency distributions of these 

asf'essments. 

c. A comparative study of the Overall AsP.essment and 

the 11Personali tyn Total, "Ability" Total and "Personality + 

Ability" Total showed very high agreements (r ranged from 

.837 to .944). This was not entirely unexpected but the 

correlation coeffici ent of .944 between the Overall Assess­

ment and the "Personality Ability11 Total left little room 

for improvement and warranted ca reful attention. The· 

frequency distribut i ons of these t wo assessments were found 

to be very s imila r except in the portion of the rating 

s cale r epresenting the lower values. Now the assessments 

of "Personality + Abi lity" Total bad been demons tra ted to 

be satisfactori ly cons i stent - no evidence of the ass essors' 

inconsi~tency had emer ged. It s eemed apparent, therefore, 

that t h e proces:= of r a ting the Overall Assessments had been 

sufficiently hampered by weakness in the test or test 

situation to produce the ob£?.erved bimodality. 

D. The Overall Ass essment, on account of the broad, 

all embrac in~ v i ew which it necessita ted, wa s cons i dered to 

be t h e point most susceptible to the detrimental influence 



of inconristency. The intrusion of subjective factors or 

bias was facilitated owing to the lack of specifici ty of an 

Overall As~essment. Consequently the interviewees' reports 

were studied closely in an effort to obtain evidence likely 

to support this contention. 

E. It waR fcund that approximately 25% of the inter­

views had been ~ither so short or so one-sided (the inter­

viewer reading from the job description supplied instead 

of interviewing) that the performances were absolutely 

u.nsatsifactory in terms of the test's requirements; in 

other wor~ the test had not been done. These inadequate 

interviews were extracted from the total group by three 

independent judges. 

The frequency distribution of the Overall Assessments 

of the adequate interviews was found to be practically 

unimodal. The frequency distribution of the inade~uate 

interviews' Overall Aseessments covered most of the rating 

e:cale (B + to C-) but it was strikingly :::kewed, the class 

interval with the highest frequency corresponding to the 

cl.ass interval in which the second mode of the Overall 

Assessment's distribution (N= 219) was situated. 

These findings explained satisfactorily why it was 

principally the OveraJ.l AsF-essments which were affected 

detrimentally. An inadequate intervjew, though curtailing 

the information necessary to make an OveraJ.l Asses~ ment, 

nevertheles8 enabled the observation of individual items 

(self-confidence, effective u~e of data supplied, etc.) to 

be r easonably accurate and reliable; the frequency distribu­

tions of the individual "Personality" and "AbiJ.ity" items 

were found to be unimodal. 

An effort was then made to determine the extent to 

which adequacy/ina_dequacy introduced variations in the 

correJ.ations between the tests of the battery. The Over-
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all Assessment, "Abili ty11 Total and "Per.aonali ty" Total were 

each correlated with the four tests of the battery in re­

spect of the two groups of adequate and inadequate inter­

views. Each set of coefficients was tested for the sig-

nificance of the difference. The Overall Assessment's 

correlations with the Final Rating were the only ones for 

which a statistically significant difference for adequate 

and inadequate interviews was found. 

The detrimental effect of an inadequate interview was 

therefore detectable statistically only in Overall Assess­

ments which have taken special account of personality 

attributes. This is of great interest because the Final 

Rating and the Overall Assessment were designed to be com­

parable assessments. These facts confirmed both the find­

ing that inadequate interviews contributed to the production 

of bireodality and the view that the Overall AsFessments 

should be treated with suspicion. 

An examination of the correlation tables of the 

battery's four tests with Overall Assessments, "Ability" 

Total, "Personality" Total and various sets of 11Personality" 

and "Ability" items showed conclusively that, from the 

assessments examined, the "Ability" Total best satisfied 

the demands made of a test to be included in a battery, i.e., 

hi~h correlatjon with the criterion and low correlations 

with the remaining tests. 

F. The next stage consisted of studying the weights 

of each test in relation to the predicting efficiency of 

the battery as a whole. It was found that the weighted 

contrioution of the Overall Assessment was negligible 

numerically. Thi~ was also the case for all other posRible 

sets of as~essments considered as the battery's fifth test 

with the notable exception of the "Ability" Total. The 

weights for the various tests were ± 0; in the case of the 
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"Ability" Total it was .110. Was this increase in weight 

significant? 

A study of the correlation Tables 9 and 11 showed that, 

irrespective of the exclusion of inadequate interviews, the 

"Ability" Total had constantly the highest correlation with 

the criterion and the lowest with the original tests in the 

battery. This indicated that the "Ability" Total was 

the aspessment which would contribute most to the predicting 

efficiency of the battery. The Wherry - Doolittle method 

of selecting tests for a battery was then applied and it 

was found that the "Ability" Total was selected in preference 

to ejther the Overall Assessment, Test M or "Personali ty" 

Total. It was concluded that, under the circumstances in 

which the test was administered, the "Ability" Total was 

less affected adversely by the inadequacy of interviews and 

was a more reliable and valid asfessment than the Overall 

As~essment. 

G. As a result of the above investigation a new 

situation has been devised which endeavours to remove the 

weakn e~responsible for the unreliability of the Overall 

Assessments. These are briefly (1) a considerable trans-

fer of the control of the interview from the 

candidate to the assessor. 

(2) the presence of more 

than one assessor during the administration 

of the test. 

The new test situa tion will be discuss ed in the next 

chapter. 

---~-----------------~-
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c H A P T E R VI 

The analysis and study of the assessments made in the 

Trial Interview situation has focus~ed attention on the 

main weaknesses of this test. These are:-

(1) The desirability of making t~e artificial 

situation reserrble a true and natural interview as 

closely as possible necessarily limits the number of 

trained as~essors present to one. There is there­

fore no method available to reduce the frequency and 

severity of faulty evaluations as is the case when the 

assessments of the raters in the group discussions 

are avera2ed to obtain the Final Rating. After the 

T,eaderless and Assigned Leadership Group discussions 

3. review of the events during the situations may bring 

to~e notice of a tester an incident or characteristic 

which he has overlooked or failed to appreciate; this 

additional information rr.ay influence the tester's esti­

mate sufficiently to warrant a revision of the ass ess­

ment. In such a case the undesriable effect which a 

faulty assessment would have had on the Final Rating 

is reduced. Though assessments once made are seldom 

amended (the incidence of widely varying ass essments 

for one candidate is low) the advantage of using one 

~core obtained from several independent ratings is 

not available in the Trial Interview. 

(2) The nature of the interview places the interviewee 

(assessor) in a position from which it is not possible 

to exercise more than indirect control on the course 

which the interview follows. This resulted in prac-

tically 25% of the interviews being classified as in-
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adequate performances in the given situation. It 

j_s therefore reasonable to conclude that, had the 

a~se~sors' control on the interview~ been more 

effective, the number of inadequate interviews would 

certainly have been reduced; hence the number of un­

reliable Overall Assessments wouJ.d have been smaller 

and the bimodality of the frequency distribution of 

these assessments would have been less striking (at 

least). 

A new situation has therefore been devised in an en­

deavour to rerr:ove the above two main sources of weakness. 

The candidate i~ prepared as follows:-

"You are the accountant of a large industrial 

concern. Two female employees on your staff have 

made an appointment with you i~ order to obtain your 

ruling in respect of a matter of procedure about which 

they have had a difference of opinion. The employees 

are engag ed on the same asr-ignment in connection with 

the execution of which each has adopted a definite 

system. Employee A commends method 1 and employee 

B commends method 2 (details of each method are sup-

plied in Annexure E). You are to study the details and 

implications of each method and decide which is the more 

suitable for use in your department. Having done so, 

interview the employees explaining your views and 

attempt to reconcile the opinion of the employee whose 

method you have discarded with your own." 

The situation as envisaged will be revealing. The 

method which appears to be the more des irable one has, in 

actual fact, disadvantages which are not readily apparent ; 

consequently the 11Ac ~ ountant's" selection of a method will 

indjcate understanding and insight if he supports his 

choice with the arguments necessa ry to underline the weak­

nesses of the discarded method. A study of the procedure 
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which he uses as well as his manner when in a po8ition of 

authority (as in the Trial Interview) will be of interest. 

He will have to approve of one of two methods each com­

mended by an independent "employee" prepared to go to the 

bead of the department to obtain support for her contAntions. 

The proces8 of expres~ing his thoughts will be embarrassed 

owing to the opposing view~ of the "employee" whose method 

is rejected. 

Thel~ccountant's" position could become extremely un­

enviable in the presence of two particularly determined 

"employees". To obviate such a deadlock and to enable 

the "accountant" to make headway during the interview, the 

"employees" are instructed as follows. At the outset 

they must be equally convinced of the merits of their re­

Ppective methods. As t~e interview progresses the 

"accountant" signifies his acceptance of one of the methods. 

such an indication must not weaken the conviction of the 

supporter of the rejected method. The weakening process 

has to follow three definite stages. 

(a) One sound, considered reason for discarding a 

method (and adopting the other method by argument 

or implication) must not result in any noticeable 

change of opinion. 

(b) A second sound reap on results in evident waver­

ing though by itself does not produce the desired 

effect. 

(c) A third sound reason is followed by the growing 

uncertainty of the ~mployee" concerned and, eventuctlly, 

a recognition of the advantages of the recorr~ended 

method. 

An interview consi.sting of a series of unsound und in­

conclusive arguments will, after the lapse of sufficient time 
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for the purpo~e of assessment, be terminated by the "em­

ployees" who may either accept the views put forward 8Uch 

as they are or ask for additional time to ponder over the 

whole problem in the light of tte discussion just concluded. 

On the other hand, ~hould an interviewer lead the proceed­

ings swiftly through the above three stage~, the employees 

can prolong the interview in order to allow thorough ob­

servations to be made. 

The advantages of the new ~ituation are as follows:­

(a) Two asses~ors are present and two sets of assess­

ments will be available. 

(b) The situation makes it possible for the ae~essors 

to keep the discus~ion alive (if it shows signs of 

doing otherwise) until such time as the candidate has 

been adequately observed and all doubts in the assess­

ors' minds have been diPpelled. 

These two benefits alone are very important as it is 

precisely the failure to operate these features in the Trial 

Interview which led to the lack of reliability of the Over­

all Assessments. 

Additional innovations are also incorporated. In the 

Trial Interview the interviewer was faced with one main 

question - acceptance or rejection of Mies van Jaarsveld's 

application. The new situation resembles this in so far as 

the "accountant" must select method 1 or method 2. But 

over and above this principal decision his evaluation and 

understanding of hurran materia l and_human relationshiE~ 

will have to be more refined, discri~inating and subtle . 

A difference of opinion has to be resolved - to succeed in 

the ~ituation as constructed requires an effort of a high 

~tandard. The nature of the role of the "employees" allows 

them to lower this high st<:..ndard for a candidate who ie 

obviously failing to cope in order that he may attain some 



semblance of f"Ucces~; information is thus obtained which 

would not otherwise bave been available. The wider range 

of :performa.nces which svch a system ensures will yield more 

meaningful results. 

In view of the findings of the present study certain 

amendments to the assessors' instructions and the rating 

methods themselves are recommended. 

(i) The assessment of a revised set of individual 

items will be undertaken. Owing to the improvements 

in the test situation (reducing the possibility of 

ones1dedness and /or brevity of the interview) these 

items will be more specific than was the case in the 

Trial Interview. It is considered that this will re-

duce the effects of balo and interaction (pages 39 -

40 ) as well as increase the validity of the ratings. 

(ii) Overall Assessments are also to be made but 

the instructions to the assessors will be to consider 

all that ~~e actually transpired duting the interview 

for the purposes of forming a Gestalt impression of 

the 11personality" and 11ability11 qualities. (The Trial 

Interview's Overall Assessment endeavoured, according 

to the interviewees' instructions, to indicate the 

interviewer's potential level in the administrative 

field with particular reference to the personality 

qualities revealed.) 

The changes incorporated in the new situation are s~ch 

that t~e possibility of a candidate failing to allow him­

self to be observed in an inadequate interview has been re­

duced appreciably. It is considered that the additional 

benefits will enable the Overall Assessment to become 

a. statistically acceptable measure. This may be established, 



eventually, by the application of the new test to a large 

eroup of candjdates applying for admission to a similar 

training ~cheme and a sub~equent study of the new set of 

assessments. 

---------------------
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ANNEXURE A. 

:i!roduc·t Ka:nent Correlation Coetf icient. 
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1140 
r"' 2i9 - (2.23744 x 1.92237) 

1.01610 X 1.1(558 

- 5.2C648 4.30119 
1.15655 

- • 90*29 
- 1.15655 

= .78188 

rr = 1 - r2 
JN- 1 

:::: 1 ·- .61134 
14.76483 

- .38866 
- 14.76483 

=: .02632 

Critical Ratio _ .78188 
- • 03632 

==29.7C11 
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ANNEXURE B. 

Contingency Coefficient. 

Judge B. 

Adequate Inadequate 

A = N. =123 1 B == N2 = 11 

• 

G ::o N3 = 25 D = N4 = 60 

A+C == 148 .B + D ~ 71 

x2_ N(AD - Bcj2 
(A+B.Hc +D (A -t- C){B + D) 

:::: 219(7380- 275)2 
134 X 85 X 14S X 71 

= iil,ll:l~m 
= 111 Q;5~344~475 

1 9,6 6,1 0 

:::: 92.-36956 

Therefore p is less tban • om 

A + B ~134 

C+ D =- 85 

N;:::219 



-91.-

ANNEXURE C. 

The significance of the difference or the oorre1aticn 

·coefficients between Orerall Assessments and Final 

Ratings with N = 166 and N, 53. 

z1 .:; t log e 1 + rl 
1 1- rl 

= t ·log e(l,49129) 
,50071 

= t log e(2,93151) 

: .5(,4670914 ) 
.43429448 

= .53776 

zl ·==-

2 
t loge 1 + r2 

1 - r 2 

== t log e(l.04556) 
,95444 

:::: t log e (1. 09547) 

;::. .5 G- 03960C6 J 
,43429448 

:::: • 04559 

X zl zl 
1 2 

:::: 

J Nl : 
I 

3 + N- 3 2 

= !53776 - .04559 
,16164 

= ,49217 
.16164 

:: 3. 01:5 
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AN11EXURE E 

r. Information s~lied to both candidate~d testers. 

A· A manufacturing concern in the Western 

Province employs Cape Coloured cutters and machinists. 

These worker~ form a comparatively stable labour force, 

due jn part, to the concern in their welfare which the 

management bas shown. Some of the features which are 

known to be a source of satisfaction are:-

(i) Canteen facilities. 

(ii) Weekly pay (each Friday) . 

(ili) The issue of overalls for use in the factory. 

B. The organisation's Housing Company is re-

~ponsi~le for collecting the weekly rental from the ten-

ants as well as keeping an up-to-date record of the accounts. 

This is done by employees A and B each of whom keeps the 

receipt book8 and accounts for the tenants in her collect-

ing zone. Tbe different accounting systems used by each 

employee are as follows. 

1. A receipt book is kept. 

2. Rents are collected on Frjdays . 

3. Tl1e Arrears and Advance columns (Page 1 below) reflect 

the position on 1.9 .51. 

4. The pencilled entries in the Advance column on the right 

hand side of the page are designed tc show at any time 

the advances for the last two weeks. Each week, there-

fore, the date a.nn. entri es in one co~umn are erased to 

make way for the new and more recent entries. 

5. The "Arrear Schedule" is a permanent record. 

6. Tbe two summaries as coffipiled enable the accounts to be 

halanced each week. 

7. Cash payments, Unlets and Fentals are carried forward 

each week in ' the su~riea. 



Method 1. (Used by emoloyee A) 

PAt; E f. September, 1951 Advance 
Address Tenant Weekly Arrears Advance 7 14 21 28 ~e QJ{ 

Rent 

Fir grove 
Avenue 

4 Retief 10 . 2. 10. 2. 15. 2. 10. 2. 10.2. s /~ S/-~ 
6 Segal 10. 2. 10.2. l. o. 4.. 4. 2. 10.2. 10.2. 

8 Rosen 7, 6. 10/- 5 . o. 7 .6. 7, 6 . 
10 Smit 7. 6. 7. 6. 5. o. 7.6. 7. 6. 

Paul Kruger 
Street t 

1 Mcintyre 7. 6. 7.6 . 10. o. 10.0. 10. o. I 

5 Forsberg 10. 6. 10 . 6. 10. 6. 10. 6. 12. 6. .;,j-
5 Esprey 12. 6. 12. 6. 12. 6 . 12.6 . 12. 6. 

7 Williams 12. 6. 12. 6. 15. o. 12.6. 10. o. 
t:':' (t 

.. 

T 0 TAL £5.18. 4. 17.8 . £1.15. o. £5. 6. o. £3.1. o. £4.0.10 . £4. 0.4.. 7/- 71? 
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Page 2. 

Arr ear Schedule ---------
September, 1951 

Address 7 14 2 1 28 

Firgrove Ave. 

4 

6 6/- 6/- 6/-
I ~ 

8 

10 2/6. 2/6. 2/6. 

-
Paul Kruger 

street 

1 15/- 12/6 10/- 7/6 

3 

5 

7 

-
Total 15/- £1.1.0. 18/6 16/-

....__, - -- --
sunnnar~~ 

September, 1951 
7 14 21 28 

Arrears 15. o. £1. 1. o. 18. 6. 16.0. 

Cash payments £3. 6. 0 .:£6. 7.].0 • £10. 8. 8. £14. 19.0. 

Un1ets 

Advances B/F £1.13. o. £1.13. o. £1.13. o. £1. 13.0. 

Total £5.14. o. £9 . 1.10. £13. o. 2. £16. 18.0. 

Arrears B/F 17. 8. 17. 8. 17. 8. 17.8. 

Rental £3.18 . 4. £7.16. 8. £11.15 . o. £15 . 13.4. 

Advance 18. o. 7. 6. 7. 6. 7.0. 

Total £ 5.14. o. £9. 1.10. £13. o. 2. £16. 18.0. 



.Method 2. (Used £I emnloiee B) Rent . 
Charge 

General Weekly Balance for Balance 
Address Remarks Tenant Rent 51.8.51 1 8 15 22 29 Sept, 51 50.9.Sl • 

Firgrove 

Avenue 

5 de Bruin 10.2. 10. 2. 10. 2. 5. 2. 10. '2. 10.2. £2.10.1.0 5. o. 
5 Venter 10.2. 10.2. 10. 2. 10. 2. 10. 2. 10.2. £2.10.10 £1.0. 4. 

7 Goosen 7 .6. 10.0. 5. o. 10. o. 7. 6. 7. 6. £1.17. 6 2. 6. 

9 Fo'Urie 7 .6. 7. 6. 7. 6 . 7. 6. 5. o. 7.6. £1.17. 6 2. s. 

P atll Kruger 

Street 

2 Smith 7.6. 7 .e. 5. o. 7. 6 . 7. 6. 7. 6. s.o. £1.17. 6 12. 6. 

4 Brown 10.6. 10 . 6. 10. 6. 10. 6. 7. 6. 10.6. £2.12. 6 5. o. 
6 Jones 122G. 10. o. 10. o. 12. 6. 12. 6. 10. 0 . £5. ·2. e 7. 6. 

8 Whittal 12.6. 12. 6. 1'2. 6. 10. o. 12.6. 10. o. 12.6. £5. 2. 6 17. 6. 

£5.18.4~ £1. 0.2 . £5.10.10. £5.15.10. £5. :2. 5. £5.10. 4. £5.E.l0. 19.11. 8 £5.5.10. 

I 

~ 
I 
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Notee; on :Method 2. 

1. A receipt book is kept. 

2. Bents are collected on Saturdays. 

3. Advance pa~ents are entered in red. 

4. The position as regard~ Advances and Arrears is shown 

monthly. These balances are a permanent record. 

5. The accounts are balanced each month as follows: 

~alance at 31.8.51 £1. o. 2. Balance at 30.9.51 £3. 5. 10. 

Rent charge for Sep- Rents collected 1 
tember, 1951 £19.11. 8. to 29 Septerrber £17. 6. o. 

£20.11.10. 

II. Information s~£!ied to testers onl~. 

] 1ethod 1 

£20.11 . 10. 

1. The position of Advances or Arrears for each tenant 

is i~~ediately evident. 

2. A per~anent record of arrears is maintained - it is 

irr.portant to know which tenants are bad payers. 

3. The accounts are balanced each week. 

B. Disadv~ntag~. 

1. It involv~s slighlly r.ore work each week than method 

2. Two schedule s have to be kept. 

2 . No column for General Rerr~rks is provided, though 

the need for this is partly discounted by A 1 and 2 

~bcve. 

3. The total wonthly rent due for each tenant is not 

availaole without co!Tlputation as the s ystem i s main-

ta ~ ned on a weakly basis. 

C. General 

Employee A considers that the two r easons principally 

responsible for a fairly s teady a nd r egular payment of 
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rents are 

1. Tenants beJjeve that it is a blot on their record to 

bave an entry on "Page Two 11
, i.e ., the Arrear Schedule. 

2. Rents are collected on pay. day. 

Method 2. 

A. Adva ntag~. 

1. flightly less worl<: i:= involved each week than in 

method 1. 

2. Each tenant's monthly rental due is recorded. 

3. A column for General Rerrarks ie provided. 

4. The ~y8tem is brief and concise. 

B. Disadvantages. 

1. If the current account8 are to be balanced at any 

intermediate stage during the montb, special com-

putations have to be rrade. 

2. It is neces~ary to study each week's entries during the 

course of the month in order to establish which tenants, 

if any, are in arrears. 

C. General. 

Employee B supports method 2 rather than method l be-

cause she believes that 

1. Maintaining the records up-to-date and accurate is 

easy and involves a minimum of work. 

2. The position of Arrears and Advances, though not re-

fleeted on a weekly basis, is shown as a permanent 
I 

record at the end of each month. She con~iders that 

this is quite adequate as any additional comments are 

noted in the special column provided for the purpose . 

3. The large number of cases of tenants failing to pay 

the full week's rent during September, 1951 is ex-

plained by Employee :B as "an unusual occurence." 
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III. Information given~~he Employee~ to the 

Accountant at the beginning of the ~rview. 

One of Employee B's tenants bas corr.plained to her that, 

wherea~ he has paid rent five times during the course of the 

month, his neighbour across the street has only paid rent 

four times. This has resulted in an investigation of the 

methods u~ed by the two rent collectors. As a result 

neither of them is prepared to ~hange ber system and, in 

view of the tenant's complaint, they have come to the 

Accountant for a decision. 

IV. The Accountant's Action. 

~he following aspect~ of the situation placed in true 

perspective are the ones which should guide the accountant 

to the correct decision. 

The listed advantage~ and disadvantages a~e all com-

paratively minor and do not on their own provide a com-

pletely adequate basis for accepting or rejecting either 

of the methods. However, a study of the entries in the 

two given exarr.ples reveals the following significant facts. 

1. Employee A's record shows that during the one 

n:onth under review she has only two cases of ten-

ants either increasing or incurring entries in the 

arrear schedule. 

2. Employee B's record shows 11 similar entries. 

(There is no evidence to support her view ex­

pressed above in method 2 section C 3). 

The reason for this divergence is not to be found 
$!-XGefl 

in either method usedl\in so far as Section C 1 method· l 

contributes to this end. The principal reason for the 

difference which is offered is that Employee A collects 

rents on pay day (2 cases of arrears) whereas Employee B 

collects rents one day after pay day (11 cases of arrears). 
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In view of this evidence as well as the necessity for uni­

fcrn·ity, the Accountant is expected to take the following 

action:-

(a) instruct Employee B to collect rentals on 

Fridays instead of Saturdays. 

(b) recommend the use of method 1. 

-------------------~ 
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