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Behavioural
Evidence

Initiative
Diligence
Integrity

Mischief
Arrogance

Org. Culture
Motives
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« AN language transdations are locally
wvalidated in the cormtry of use
+ Local morms are afways checked against onr
general werldumde norm
+ T date, alf language verrions conform o the
samee genenal nerns

+ Worldwide wre of the same assersments and
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+ Babasa Ttalian

+ Chinese Japanese

= Czech Keorearn

+ Dutch Norwegian

« Ddanish Polish

+ American English Portaguese

+ Enghsh (UK) Rurssean

« Finmish Sloonah

+ Fremch (Caonadian) Sparish (Eurcpe)
+ Fremch (Eurcpe) Sparrish (Latin
- R American)

« Ieelandic Sawedirh
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Reliability:
Alpha varies between 0.71 — 0.89 for the scales

Structural validity:

Factor analysis of the HICs was conducted in the

development of the HPI to ensure that the structure

of the test matches the theoretical structure. No item

overlap on any of the HIC’s or any of the scales.
Construct validity:

HPI with other questionnaires: MBTI, SDS, MMPI-2,
and the Big-Five Factor Markers.

HPI and Peer descriptions
HPI correlates with Organisational behaviours

~~ Criterion-related validity:

FE

Available for the occupational scales of the HPI jléﬁ;
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Method bias

Response sets: HPI has been proven to be
demonstrably valid for selection. Research has also
shown that the base rate of faking in the
employment process is virtually non-existent.

Social Desirablility: the HPI contains a HIC where the
tendency to present oneself in an overly favourable
manner can be detected.

The HPI also contains a validity key that detects
random responding.
Item / Construct bias:

Even though only small differences were found
_~— —hetween gender and race groups, different norms
: ai*? available for the different groups.
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Start Your New Employee Off On The Right Foot
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foeht A

Coin Toss (random) 0%
Unstructured Interview 10%
Skills Testing 20%
Cognitive Ability Testing 30%
Structured Interview 20%
Structured Interview + Assessments 50-60%

Structured Interview + Assessments + Simulations 60-70%
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