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11..  PPuurrppoossee  ooff  tthhee  WW-GGCCTTAAUK aanndd  RRAANNRRAA  UUsseerr  GGuuiiddee

The following guide is a straightforward and practical handbook for the Watson-Glaser Critical Thinking
Appraisal-UK edition (W-GCTAUK) and Rust Advanced Numerical Reasoning Appraisal (RANRA) for
trained test users.

This guide provides all of the practical information required to use the tests in a work setting, including
the application of the tests, a step-by-step guide to administering and scoring the tests, and necessary
technical information.

This guide is designed to complement the Test Manuals. Those wishing to gain a greater understanding
of the research, development and technical aspects of these tests should refer to the Test Manuals.

1
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22..  AApppplliiccaattiioonn  ooff  tthhee  TTeessttss

The Watson Glaser Critical Thinking Appraisal-UK edition (W-GCTAUK) and Rust Advanced Numerical
Reasoning Appraisal (RANRA) are psychometric tests of critical thinking and numerical reasoning. They
measure skills relevant to problem solving and decision-making in a variety of graduate and
managerial roles. Critical thinking can be defined as the ability to identify and analyse problems, and
seek and evaluate relevant information in order to reach appropriate conclusions. Numerical
reasoning, as assessed by RANRA, focuses on estimation and analysis of numerical data.

The tests are suitable for use in a variety of organisational contexts, including selection, development
and career counselling across commercial, industrial and public sector organisations. Reference
groups are available for the UK population, management roles, and a variety of other positions. 

The W-GCTAUK and RANRA may be used separately or together to provide greater breadth of
assessment of critical thinking and numerical reasoning. With a timed administration session it takes
around 1 hour and 40 minutes to administer both tests (50 minutes and 30 minutes respectively plus
administration time)1.

The W-GCTAUK and RANRA are available in paper and pencil, on-screen and online formats. Both tests
and all formats require supervised and controlled administration by a qualified Test Administrator.
Those controlling the tests must hold the British Psychological Society Level A Certificate of
Competence in Occupational Testing2. The tests can be scored by hand or using the Pearson
Assessment Bureau Service. Computer generated reports are available for the test taker, examples of
these can be found in appendix E.

2.1  General  description  of  the  WW-GGCCTTAAUK and  RANRA

The W-GCTAUK and RANRA are tests of power. That is, they measure the quality and depth of critical
reasoning facility rather than the speed at which a person can perform. They can be administered
timed or untimed1. The items are of varying difficulty, using multiple choice formats, and are scored as
right or wrong. It is highly unlikely that a test taker will answer all items correctly or incorrectly.

2
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1 Timed administration is recommended as the generous time limits are designed so that 90 percent of test takers will complete
the tests within the alloted time. There are instances where administration may be reduced or untimed. Users should refer to
section 3.4 of the W-GCTAUK and RANRA manuals.
2 Refer to the Psychological Testing Centre website for details (www.psychtesting.co.uk)



22..11..11    WW-GGCCTTAAUK

Items: 80

Format: Multiple-choice

Timings:

Preparation: 5-10 minutes

Administration: 50 minutes time1.

Scoring: 5 minutes (where not automated)

Feedback: 5-10 minutes for verbal or written feedback (expert reports are 
available from the Pearson Assessment Bureau Service, see appendix E).

The W-GCTAUK consists of five subtests requiring different, though interdependent, applications of
analytical reasoning. 

The material in the subtests reflects information typical of that found in the media that requires
comment and should not to be accepted unquestioningly or without a degree of critical evaluation. A
series of propositions follow each statement and the test taker must evaluate these using a multiple-
choice format.

TTeesstt  11  IInnffeerreennccee

Discriminating among degrees of truth or falsity of inferences drawn from given information.

TTeesstt  22  RReeccooggnniittiioonn  ooff  AAssssuummppttiioonnss

Identifying unstated assumptions or presuppositions in given statements.

TTeesstt  33  DDeedduuccttiioonn  

Determining whether certain conclusions follow from the information in given statements or premises.

TTeesstt  44  IInntteerrpprreettaattiioonn

Weighing evidence and deciding if generalisations or conclusions based on data are warranted.

TTeesstt  55  EEvvaalluuaattiioonn  ooff  AArrgguummeennttss

Distinguishing between arguments that are strong and relevant and those that are weak or irrelevant
to a particular question or issue.

The subtest scores provide useful diagnostic information in development and guidance contexts, but
should not be used in recruitment and selection (see section 2.2 of this guide).

3
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1 Refer to section 3.4 in the W-GCTAUK manual for details on reduced or
untimed administration. 



22..11..22    RRAANNRRAA

Items: 32

Format: Multiple-choice

Timings:

Preparation: 5-10 minutes

Administration: 30 minutes timed1.

Scoring: 5 minutes (where not automated)

Feedback: 5-10 minutes for verbal or written feedback (expert reports are available from 
the Pearson Assessment Bureau Service, see appendix E).

The RANRA consists of two subtests that require the understanding and application of numerical
reasoning. The material allows test takers to reflect on solutions and evaluate whether or not they
make sense. The test has a multiple-choice format.

TTeesstt  11  CCoommppaarriissoonn  ooff  QQuuaannttiittiieess  

Evaluating two quantities and deciding whether they are equal or identifying which one is greater than
the other.

TTeesstt  22 SSuuffffiicciieennccyy  ooff  IInnffoorrmmaattiioonn  

Determining whether the two sets of numerical information provided are sufficient to allow the
question to be answered.

The subtest scores provide useful diagnostic information in a development and counselling context, but
should not be used in recruitment and selection (see section 2.2 of this guide).

2.2    Contexts

The W-GCTAUK and RANRA can be used in employment contexts to assist with selection, development
and career guidance and outplacement. The use of these tests in any context should be considered by
an individual holding the British Psychological Society Level A Certificate of Competence in
Occupational Testing.

4
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1 Refer to section 3.4 in the RANRA manual for details of a reduced or untimed adminstration.



2.2.1    Selection

The W-GCTAUK and RANRA can be used to predict success in jobs that require critical thinking skills.

The assessment of aptitude for analysing and interpreting information, problem solving and decision
making is a critical part of effective selection processes for high level (graduate and managerial) roles. 

Tests of reasoning ability have been shown to be the most effective single predictor of job performance
and training success (e.g. Salgado et al., 2004; Robertson & Smith, 2001; Schmidt & Hunter, 1998;
2004). This means that by using reasoning tests, such as the W-GCTAUK and RANRA, you can make
more informed decisions on an applicant’s ability to do a job and succeed in it. This leads to a
reduction in poor recruitment decisions.

Results from the W-GCTAUK and RANRA may be used as an initial screen or, in combination with other
assessment methods to provide a full profile of an applicant.

The W-GCTAUK and RANRA each provide a single score which represents a broad measurement across
critical thinking and numerical reasoning domains respectively. These scores should be used in
combination with other assessment techniques.

Before using the W-GCTAUK and RANRA as part of the selection process organisations should ensure
that the tests are relevant to the role. Using inappropriate tests, or relevant tests in an inappropriate
manner, can result in poor and unfair decisions. Job analysis and validation of the tests in the relevant
context should be carried out. 

If you require assistance on validation of the W-GCTAUK and RANRA contact Pearson Assessment.

5
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Sales  Selection

TThheerree  aarree  ttwwoo  aapppplliiccaannttss  ffoorr  tthhee  rroollee  ooff  ssaalleess  mmaannaaggeerr..  SShhaarroonn,,  wwhhoo  hhaadd  aa
lliivveellyy  aanndd  ppeerrssuuaassiivvee  mmaannnneerr,,  iimmpprreesssseedd  tthhee  sseelleeccttoorrss  aatt  iinntteerrvviieeww  wwiitthh  hheerr
bbrrooaadd  ppeerrssppeeccttiivvee..  MMaarrttiinn  rreessppoonnddeedd  wweellll  ttoo  tthhee  qquueessttiioonnss  bbuutt  wwaass  aa  lliittttllee
hheessiittaanntt..  TThhee  tteesstt  rreessuullttss  sshhoowweedd  tthhaatt  wwhhiillee  bbootthh  hhaadd  aaddeeqquuaattee  nnuummeerriiccaall
rreeaassoonniinngg  sskkiillllss  ((5500tthh  aanndd  6600tthh  ppeerrcceennttiillee  oonn  RRAANNRRAA  rreessppeeccttiivveellyy));;  SShhaarroonn''ss
ccrriittiiccaall  rreeaassoonniinngg  wwaass  qquuiittee  wweeaakk  ((3300tthh  ppeerrcceennttiillee)),,  wwhheerreeaass  MMaarrttiinn  wwaass  wweellll
aabboovvee  aavveerraaggee  ccoommppaarreedd  ttoo  ootthheerr  ssaalleess  mmaannaaggeerr  aapppplliiccaannttss  aatt  tthhee  7700tthh
ppeerrcceennttiillee..  TThhee  sseelleeccttoorrss  aaggrreeeedd  tthhaatt  pprroobblleemm  ssoollvviinngg  aanndd  ddeecciissiioonn  mmaakkiinngg
wweerree  kkeeyy  eelleemmeennttss  ooff  tthhee  rroollee  aanndd  wwiitthh  tthhee  tteesstt  rreessuullttss  tthheerree  wwaass  nnoo  ddoouubbtt
tthhaatt  MMaarrttiinn  wwaass  tthhee  bbeetttteerr  ccaannddiiddaattee  oovveerraallll..



22..22..22    DDeevveellooppmmeenntt

Psychometric tests can be helpful in better understanding a person’s strengths and weaknesses so
that appropriate development goals and activities can be set.

The W-GCTAUK and RANRA allow both a broad and in-depth analysis of a person’s critical thinking and
numerical reasoning skills. W-GCTAUK and RANRA scores can be broken down by subtest to allow a full
exploration of the strengths and weaknesses within these skills. It is beyond the scope of this User
Guide to advise on development plans for critical thinking or numerical reasoning skills. However, the
following references may be useful:

Critical Thinking Community: http://www.criticalthinking.org

Edward de Bono: www.edwarddebono.com

Books: Thomson: Critical Reasoning, A Practical Introduction (Routledge)

Fisher: Critical Thinking: An Introduction (Cambridge)

Butterworth & Thwaites: Thinking Skills (Cambridge University Press)

Awareness of their critical thinking ability allows people to better understand their own strengths and
weaknesses. They can then consider ways to build on their strengths and minimise the impact of their
weaknesses. This might be through appropriate career choices and work strategies or identifying
development opportunities where it is possible to work on areas which are weaker. There are some
training courses which help people develop critical thinking skills. Awareness of limitations allows a
person to take actions which will mitigate their impact. Someone who is weak in an area of critical
thinking might, for instance, develop the habit of discussing important or complex decisions with a
colleague who is stronger in this area before taking action.

It is recommended that these tests be used with other assessments to create a clear and complete
picture of an individual, for example personality inventories or 360 appraisals. Tests over- or under-
interpreted or used in isolation can lead to poor advice being given as the ‘whole person’ is not taken
into account.

6
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Development  Environment

JJaassmmiinnee  hhaass  bbeeeenn  wwoorrkkiinngg  ffoorr  tthhee  eennvviirroonnmmeenntt  ooffffiiccee  ooff  hheerr  llooccaall  aauutthhoorriittyy  ssiinnccee  sshhee
ccoommpplleetteedd  hheerr  ddeeggrreeee  tthhrreeee  yyeeaarrss  aaggoo..  SShhee  ppaarrttiicciippaatteedd  iinn  aa  pprrooggrraammmmee  rruunn  bbyy  hheerr
eemmppllooyyeerr  ttoo  hheellpp  hheerr  ddeevveelloopp  hheerr  ccaarreeeerr..  AAss  ppaarrtt  ooff  tthhiiss  sshhee  ttooookk  tthhee  WW-GGCCTTAAUK  aanndd
RRAANNRRAA..  HHeerr  pprrooffiillee  sshhoowweedd  tthhaatt  wwhhiillee  hheerr  oovveerraallll  WW-GGCCTTAAUK ssccoorree  wwaass  ggoooodd  ((6655tthh
ppeerrcceennttiillee))  sshhee  wwaass  mmuucchh  wweeaakkeerr  oonn  tthhee  ''RReeccooggnniittiioonn  ooff  AAssssuummppttiioonnss''    aanndd
''IInntteerrpprreettaattiioonn''  ssuubbtteessttss..  HHeerr  mmeennttoorr  ssuuggggeesstteedd  tthheeyy  ddiissccuussss  ssoommee  ooff  tthhee  ddaattaa  aanndd
iinnffoorrmmaattiioonn  sshhee  uusseedd  oonn  aa  ddaayy-ttoo-ddaayy  bbaassiiss  ttoo  iiddeennttiiffyy  aassssuummppttiioonnss  aanndd  iinntteerrpprreett  tthhee
eevviiddeennccee  iinn  oorrddeerr  ttoo  ddeevveelloopp  tthheessee  sskkiillllss..  DDiiffffeerreenncceess  iinn  ppeerrffoorrmmaannccee  oonn  ssuubbtteessttss
sshhoouulldd  oonnllyy  bbee  ccoonnssiiddeerreedd  aass  mmeeaanniinnggffuullllyy  ddiiffffeerreenntt  iiff  tthheeyy  aarree  ggrreeaatteerr  tthhaann  oorr  eeqquuaall
ttoo  ssiixx  ffoorr  tthhee  WW-GGCCTTAAUK aanndd  ffiivvee  ffoorr  tthhee  RRAANNRRAA..



22..22..33    OOuuttppllaacceemmeenntt  aanndd  CCaarreeeerr  GGuuiiddaannccee  

The W-GCTAUK and RANRA can be used together in outplacement or career guidance. This might be
appropriate for someone who faced redundancy, a change of circumstances, or was experiencing a
lack of opportunity in a current role or profession and seeking an alternative. The purpose of the
assessment process is to provide a wide perspective on suitable career paths and to help individuals
choose options which best suit their abilities, needs and interests.

The W-GCTAUK and RANRA assess an aptitude for problem-solving, and allow an individual’s potential
to be explored, without pre-judging their suitability to a given role. This can help people develop an
awareness of their own potential. This is useful for both those with and those without a clear idea
about what to do.

Used together, the W-GCTAUK and RANRA produce two levels of information:

22..22..33..11    CCaarreeeerr  ssccooppee  aanndd  ppootteennttiiaall  ffoorr  aannaallyyttiiccaall  wwoorrkk

Performance on the tests can indicate an individual’s potential scope in a career. High scorers may be
particularly suited to roles where there is a high need for analytical thinking and evaluation of data.
These could include professional and high level strategic roles. Low scorers may be better suited to
roles that do not rely heavily on these skills. These might include more operational duties where there
is a much greater focus on interpersonal relationships.

7
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Shaping  up  for  Selection

JJaacckk  hhaadd  rreecceennttllyy  bbeeeenn  mmaaddee  rreedduunnddaanntt  aanndd  ffeelltt  nneerrvvoouuss  aabboouutt  rree-eenntteerriinngg  tthhee  jjoobb
mmaarrkkeett;;  iitt  hhaadd  bbeeeenn  1155  yyeeaarrss  ssiinnccee  hhee  hhaadd  llaasstt  uunnddeerrggoonnee  aa  sseelleeccttiioonn  pprroocceessss..  AAtt  aann
oouuttppllaacceemmeenntt  ccoouunnsseelllliinngg  sseessssiioonn  hhee  hhaadd  aa  cclleeaarr  iiddeeaa  aabboouutt  tthhee  rroolleess  hhee  wwaanntteedd  ttoo
ggoo  ffoorr..  

TThhee  oouuttppllaacceemmeenntt  ooffffiicceerr  aaddvviisseedd  tthhaatt  hhee  ccoommpplleettee  tthhee  RRAANNRRAA  aanndd  WW-GGCCTTAAUK ttoo
pprreeppaarree  ffoorr  aasssseessssmmeenntt  cceennttrreess  iinn  tthhee  sseelleeccttiioonn  pprroocceessss..  

JJaacckk’’ss  ssccoorreess  wweerree  aavveerraaggee  ((3311sstt  ppeerrcceennttiillee  ffoorr  RRAANNRRAA  aanndd  tthhee  4499tthh  ppeerrcceennttiillee  ffoorr  
WW-GGCCTTAAUK)),,  bbuutt  aaddeeqquuaattee,,  ffoorr  tthhee  rroolleess  hhee  wwaass  iinntteerreesstteedd  iinn..



22..22..33..22  TTyyppee  ooff  aannaallyyttiiccaall  wwoorrkk  ttoo  wwhhiicchh  tthhee  iinnddiivviidduuaall  mmiigghhtt  bbee  ssuuiitteedd

In general, financial or scientific roles require higher levels of numerical reasoning than critical
thinking. Those employed in roles that require problem solving and decision making using language
and not numerical information need better critical thinking skills. Therefore, differences between
scores on the W-GCTAUK and RANRA can help to identify the type of work individuals will be suited to.
For example, if an individual achieves a significantly higher score on RANRA than on W-GCTAUK, it can
be inferred they may be more suited to a role that involves numerical reasoning, for example
accounting, banking, analyst or financial roles. Alternatively, if an individual achieves a significantly
higher score on the W-GCTAUK than RANRA, it can be inferred that they may be more suited to a role
that involves critical thinking skills, for example marketing, legal advisor and human resources. 

Care should be taken to avoid over-interpretation of test scores and differences between test scores.
An individual’s interests, motivations and circumstances will also be important factors in making career
choices.

The W-GCTAUK and RANRA will not directly help an individual realise their ambition, but can provide
critical information for evaluating possibilities available as well as an indication of potential success.
Ultimately this should increase the chances of the individual fitting well into their next role.
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Business  Class

CCoorriinnnnee  wwaass  ssttuuddyyiinngg  BBuussiinneessss  aatt  UUnniivveerrssiittyy  aanndd  sshhee  aatttteennddeedd  tthhee  ccaarreeeerr''ss
sseerrvviiccee  ttoo  ffiinndd  oouutt  aabboouutt  ggrraadduuaattee  rreeccrruuiittmmeenntt  sscchheemmeess  iinn  ggeenneerraall
mmaannaaggeemmeenntt..  TThhee  aaddvviissoorr  rreevviieewweedd  hheerr  WW-GGCCTTAAUK aanndd  RRAANNRRAA  ssccoorreess  aanndd
nnootteedd  tthhaatt  sshhee  wwaass  aabboovvee  tthhee  9900tthh  ppeerrcceennttiillee  oonn  bbootthh  tteessttss  iinn  ccoommppaarriissoonn  ttoo
UUKK  MMaannaaggeemmeenntt  TTrraaiinneeeess..  HHee  ssuuggggeesstteedd  tthhaatt  tthheessee  ssccoorreess  wweerree  hhiigghh  eennoouugghh
ttoo  ccoonnssiiddeerr  aappppllyyiinngg  ttoo  hhiigghh  fflliieerr  sscchheemmeess  rruunn  bbyy  ggrraadduuaattee  rreeccrruuiitteerrss..  CCoorriinnnnee
wwaass  ssuurrpprriisseedd,,  bbuutt  vveerryy  eexxcciitteedd  bbyy  tthhiiss  ppoossssiibbiilliittyy  aanndd  bbeeggaann  ttoo  iinnvveessttiiggaattee
eemmppllooyyeerrss  rruunnnniinngg  tthheessee  sscchheemmeess..



22..22..44    TTrraaiinniinngg  iinn  CCrriittiiccaall  TThhiinnkkiinngg

Critical thinking is often taught in business and educational settings. The W-GCTAUK may be used to
assess the extent to which trainees of these courses have mastered critical thinking skills. In this
context the tests should be administered prior to and following completion of the training course. The
time interval between the testing occasions should be carefully considered. The subscales may also
provide useful diagnostic information on strengths and weaknesses.

If you require any assistance with this, please contact Pearson Assessment.
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Counselling  Potential

MMaall  wwaass  mmaaddee  rreedduunnddaanntt  aafftteerr  3300  yyeeaarrss  ooff  eemmppllooyymmeenntt  iinn  aa  ffaaccttoorryy..  MMaall  hhaadd  ssttaarrtteedd
hhiiss  ccaarreeeerr  aass  aa  PPrroodduuccttiioonn  LLiinnee  OOppeerraattoorr,,  bbuutt  hhaadd  qquuiicckkllyy  bbeeeenn  pprroommootteedd  ttoo  tthhee
PPrroodduuccttiioonn  LLiinnee  MMaannaaggeerr..  AAss  ppaarrtt  ooff  tthhee  oouuttppllaacceemmeenntt  sscchheemmee  MMaall  ccoommpplleetteedd  tthhee  
WW-GGCCTTAAUK aanndd  RRAANNRRAA..  TThhee  rreessuullttss  sshhoowweedd  tthhaatt  iinn  ccoommppaarriissoonn  ttoo  tthhee  UUKK ppooppuullaattiioonn,,
MMaall’’ss  ccrriittiiccaall  tthhiinnkkiinngg  sskkiillllss  wweerree  aabboovvee  aavveerraaggee  ((7755tthh  ppeerrcceennttiillee)),,  wwhhiillee  hhiiss
nnuummeerriiccaall  sskkiillllss  wweerree  aavveerraaggee  ((4400tthh  ppeerrcceennttiillee))..  MMaall  wwaass  ssuurrpprriisseedd  aass  hhee  ddiidd  nnoott
eexxppeecctt  ttoo  ddoo  ssoo  wweellll  oonn  tthhee  tteessttss..  AAfftteerr  ddiissccuussssiinngg  tthheessee  rreessuullttss  wwiitthh  tthhee
OOuuttppllaacceemmeenntt  CCoonnssuullttaanntt,,  MMaall  ddeecciiddeedd  tthhaatt  hhee  wwoouulldd  bbee  iinntteerreesstteedd  iinn  rree-eenntteerriinngg
eedduuccaattiioonn..  WWiitthh  tthhee  ffaacciilliittaattiioonn  ooff  tthhee  OOuuttppllaacceemmeenntt  CCoonnssuullttaanntt,,  MMaall  iiddeennttiiffiieedd  tthhaatt
hhee  wwaass  iinntteerreesstteedd  iinn  ccoouunnsseelllliinngg..  TThhiiss  wwaass  pprroommpptteedd  bbyy  aann  iinntteerreesstt  iinn  wwoorrkkiinngg  wwiitthh
ppeeooppllee  aanndd  tthhee  sskkiillllss  hhee  uuttiilliisseedd  iinn  hhiiss  rreecceenntt  rroollee..  MMaall  ssttaarrtteedd  vvoolluunntteeeerriinngg  wwiitthh  aa
llooccaall  ssuuppppoorrtt  ggrroouupp  ttoo  ggaaiinn  ssoommee  ccoouunnsseelllliinngg  eexxppeerriieennccee  aanndd  tthheenn  aapppplliieedd  ffoorr  aa  ffuullll-
ttiimmee  ccoouurrssee,,  uussiinngg  hhiiss  rreedduunnddaannccyy  ppaayy-oouutt  ttoo  ffuunndd  hhiiss  ssttuuddiieess..



33..  CChhoooossiinngg  tthhee  WW-GGCCTTAAUK aanndd  RRAANNRRAA

In choosing to use the W-GCTAUK and RANRA, test users should be satisfied that these tests are
relevant and appropriate to each situation they are to be used for. This will depend on the purpose of
testing, the group being assessed and any practicalities, for example, time constraints. The section
below provides guidance on choosing the W-GCTAUK and RANRA in different contexts and choosing an
appropriate norm group with which to compare the test takers.

33..11    CChhoooossiinngg  tthhee  WW-GGCCTTAAUK aanndd  RRAANNRRAA  ffoorr  SSeelleeccttiioonn

In selection, the purpose of testing (and assessment) is to provide information needed to choose
between job applicants. The information is collected for the employers use. 

There are two key aspects to consider before using the W-GCTAUK or RANRA in selection:

1. Is an assessment of critical thinking skills and / or numerical reasoning relevant to the role?

2. If so, are the W-GCTAUK and/or RANRA relevant in terms of difficulty level and the group to be 
tested?

Job analysis provides recruiters with a clear understanding of a job and of what that job entails. Job
analysis is the process of breaking down a job to its tasks, requirements, and performance criteria.
There are formal methods of job analysis which are most effective (e.g. questionnaires, critical incident
analysis) but as a minimum there should be a discussion with people who know the job well. It is
advantageous to talk to both managers and job incumbents as they may have different perspectives on
the role. Other informants may also be helpful (e.g. customers, trainers, reports). The information
gathered is used to write a job description and person specification. A job description lists components
of the job, duties or tasks, responsibilities and the required standards of performance. A person
specification lays out the personal characteristics necessary to do the job; these include specific skills
and abilities, interests, and disposition.

The information in the job description and person specification should be used to decide on the type of
assessment that will be relevant to the role, for example critical thinking skills, numerical reasoning,
spatial ability, mechanical aptitude, and will provide an indication of the level of difficulty of these
characteristics.

The test user should confirm that the test is relevant in terms of its development, level and the group
to be tested. This will include norms, reliability, validity, and group comparisons. Standards of
assessment should not be higher than that which the job requires.
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The test norms should provide suitable comparators for the intended test takers. These should contain
an appropriate representative sample both with respect to the type of jobs applied for and background
of the sample. Normed scores can be used to understand the ability level of a particular candidate or
to rank order candidates for shortlisting purposes. However, it is not advised that shortlisting should be
undertaken using a single measure as this will only reflect a single aspect of performance. Further
information on using norms is provided at the end of this section.

Information on the reliability, validity and fairness of the W-GCTAUK and RANRA can be found in
sections 5 and 6 of this guide. For further discussion, refer to the test manuals.

A good understanding of the role together with careful selection of tests and norm groups ensures
sound evidence for the decision to use a test. Ideally this process should be documented. The
organisation could be required to prove the relevance of any assessments if legally challenged. 

11
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High  Finance

AA  ffiinnaanncciiaall  oorrggaanniissaattiioonn  wwaanntteedd  ttoo  iiddeennttiiffyy  eemmppllooyyeeeess  ffoorr  tthheeiirr  HHiigghh  FFlliieerrss  sscchheemmee..
TThhee  pprrooggrraammmmee  wwaass  ooppeenn  ttoo  aallll  ccuurrrreenntt  eemmppllooyyeeeess..  SSuucccceessssffuull  eemmppllooyyeeeess  wwoouulldd  bbee
ppllaacceedd  ttoo  aallllooww  tthheemm  ddeevveelloopp  tthheeiirr  sskkiillllss  aanndd  ggaaiinn  aa  bbrrooaaddeerr  ppeerrssppeeccttiivvee  ooff  tthhee
oorrggaanniissaattiioonn..  IInn  aaddddiittiioonn,,  ssppeecciiaall  ttrraaiinniinngg  ooppppoorrttuunniittiieess  wwoouulldd  bbee  pprroovviiddeedd..  TThhee
rreeccrruuiittmmeenntt  mmaannaaggeerr  rreevviieewweedd  tthhee  jjoobb  ddeessccrriippttiioonnss  ffoorr  aallll  ppoossttss  iinn  wwhhiicchh  ccaannddiiddaatteess
wwoouulldd  bbee  ppllaacceedd..  HHiigghh  lleevveell  nnuummeerriiccaall  rreeaassoonniinngg  wwaass  cclleeaarrllyy  rreeqquuiirreedd,,  aass  tthhee  rroolleess
iinnvvoollvveedd  aannaallyyssiiss  ooff  ffiinnaanncciiaall  mmaarrkkeettss,,  aanndd  tthhee  rreeccrruuiittmmeenntt  mmaannaaggeerr  ccoouulldd  sseeee  tthhaatt
RRAANNRRAA  wwoouulldd  bbee  aapppprroopprriiaattee..  AAss  tthhiiss  wwaass  aa  nneeww  sscchheemmee  tthheerree  wwaass  lliittttllee  iinnffoorrmmaattiioonn
aavvaaiillaabbllee  aabboouutt  tthhee  ddeettaaiillss  ooff  tthhee  ttrraaiinniinngg  ccoouurrsseess..  TThhee  rreeccrruuiittmmeenntt  mmaannaaggeerr  ssppookkee
wwiitthh  ttrraaiinneerrss  ooff  rreelleevvaanntt  ccoouurrsseess  ttoo  ggeett  mmoorree  iinnffoorrmmaattiioonn  oonn  tthhee  ccoouurrssee  rreeqquuiirreemmeennttss
aanndd  ddiissccoovveerreedd  ttrraaiinneeeess  aarree  rreeqquuiirreedd  ttoo  uussee  aanndd  rreevviieeww  tteecchhnniiccaall  wwrriitttteenn  rreeppoorrttss,,  ffoorr
eexxaammppllee  lleeggaall  aanndd  ppoolliiccyy  ddooccuummeennttss..  BBaasseedd  oonn  tthhiiss  eevviiddeennccee,,  tthhee  rreeccrruuiittmmeenntt
mmaannaaggeerr  ddeecciiddeedd  ttoo  uussee  tthhee  WW-GGCCTTAAUK  aass  wweellll  aass  RRAANNRRAA..



33..22  CChhoooossiinngg  tthhee  WW-GGCCTTAAUK aanndd  RRAANNRRAA  ffoorr  DDeevveellooppmmeenntt,,  OOuuttppllaacceemmeenntt  aanndd  CCaarreeeerr  GGuuiiddaannccee

In guidance, the purpose of testing is to provide individuals with information they need to make
realistic occupational decisions. Tests can be used to develop an awareness of skills and identify
special training needs. 

Tests should be used when they will help the individual to make decisions and explore broader options.
The test must be used in agreement with the individual, and the test taker must be aware of the kind
of information that can be gained, the decisions that are relevant, as well as the limitations of the test. 

In choosing to use a test in this context the test user should evaluate what the test can do and the
information being sought. The W-GCTAUK and RANRA allow individuals to develop an awareness of their
potential; their ability to think critically and work with and evaluate numeric or verbal information.
These tests allow a broad assessment for those who are unclear about what they want to do. For those
who have a clear direction the tests provide a more specific assessment of their potential to succeed
in relevant roles or training. 
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Technology  Boost

TTwwoo  yyeeaarrss  pprreevviioouussllyy,,  aa  jjoobb  aannaallyyssiiss  ccaarrrriieedd  oouutt  ffoorr  BBuussiinneessss  AAnnaallyyssttss  iinn  aa  rreettaaiill
oorrggaanniissaattiioonn  iiddeennttiiffiieedd  kkeeyy  ttaasskkss  ttoo  bbee  ffiinnaanncciiaall  rreeppoorrttiinngg,,  ffoorreeccaassttiinngg  ssaalleess  aanndd
rreeppoorrtt  wwrriittiinngg..  TThhee  oorrggaanniissaattiioonn  hhaadd  bbeeeenn  uussiinngg  RRAANNRRAA  aanndd  WW-GGCCTTAAUK  ttoo  aasssseessss  ffoorr
tthheessee  rroolleess..  

RReecceennttllyy  tthhee  oorrggaanniissaattiioonn  iinnttrroodduucceedd  ssoommee  nneeww  tteecchhnnoollooggyy  wwhhiicchh  aauuttoommaattiiccaallllyy
rreeppoorrttss  aanndd  ffoorreeccaassttss  ssaalleess..  TThhee  rreeccrruuiittmmeenntt  mmaannaaggeerr  ffeelltt  tthhaatt  nnuummeerriiccaall  rreeaassoonniinngg
sskkiillllss  mmaayy  bbee  lleessss  iimmppoorrttaanntt  ttoo  tthhiiss  rroollee  tthhaann  tthheeyy  oonnccee  wweerree..  TToo  ggaatthheerr  mmoorree
iinnffoorrmmaattiioonn,,  sshhee  ssppookkee  wwiitthh  tthhee  ddeessiiggnneerrss  ooff  tthhee  tteecchhnnoollooggyy  aanndd  ttwwoo  SSaalleess
MMaannaaggeerrss,,  wwhhoo  hhaadd  bbeeeenn  uussiinngg  tthhee  nneeww  tteecchhnnoollooggyy  ffoorr  ssiixx  mmoonntthhss..  SShhee  ffoouunndd  tthhaatt
wwhhiillsstt  SSaalleess  MMaannaaggeerrss  nnoo  lloonnggeerr  ppeerrffoorrmm  ccoommpplleexx  aannaallyyssiiss  ooff  ddaattaa  tthheeyy  ddoo  nneeeedd  ttoo
bbee  aabbllee  ttoo  iinntteerrpprreett  tthhee  rreessuullttss..  TThhee  rreeccrruuiittmmeenntt  mmaannaaggeerr  ddeecciiddeedd  tthhaatt  nnuummeerriiccaall
rreeaassoonniinngg  wwaass  ssttiillll  nneecceessssaarryy..  SShhee  ccoonnttiinnuueedd  ttoo  uussee  RRAANNRRAA,,  bbuutt  rreedduucceedd  tthhee
ssttaannddaarrdd  rreeqquuiirreedd  ttoo  aaccccoouunntt  ffoorr  tthhiiss  cchhaannggee  iinn  tthhee  jjoobb  aanndd  ddiiffffiiccuullttyy  lleevveell..  



33..33    CChhoooossiinngg  aa  NNoorrmm  GGrroouupp

A norm group provides a frequency distribution of scores from those who have previously taken the
test. Using an appropriate norm group provides a meaningful standard for interpreting test scores. It
allows an individual’s score to be benchmarked against relevant others.

It is important that the comparison group used is appropriate for the test use. Where possible the
comparison group should be taking the test for a similar purpose (e.g. selection, development). For
career guidance it is often best to use the most general norm groups as these allow the person to
benchmark their skills more effectively overall, whereas for selection the norm group should as far as
possible reflect the selection context. In particular the comparison group should be applying for roles at
a similar level although industry sector and job type are also important. Where the job level is not clear,
typical educational background may provide an indication of this. Lastly, where possible the norms
should reflect the diversity of the applicant sample with respect to gender, age, and ethnicity. 

Organisations can use published or local norms:

33..33..11    PPuubblliisshheedd  NNoorrmmss

Published norms allow an organisation to benchmark the performance of their employees or job
applicants to that of others for a particular role (e.g. Senior Managers). The most recent norms are
available on our website. Previously published norms are available in the W-GCTAUK and RANRA
manuals.

33..33..22    LLooccaall  NNoorrmmss

Larger organisations can create a local or in-house norm group(s). These must be based on a
sufficiently large group of people (at least 100) who are representative of the people being assessed.
An in-house norm group will often be the most relevant comparison group. If there is insufficient data
to create a local norm or the available group is unrepresentative in some way (e.g. scores come from
graduate recruits and you wish to assess more experienced managers) it may be preferable to use a
more general published norm group. 
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44..  UUssiinngg  tthhee  WW-GGCCTTAAUK aanndd  RRAANNRRAA

Once you have decided to use the W-GCTAUK or RANRA you should follow the steps below.

4.1    Preparation  for  the  Testing  Session

Ensure you are familiar with your organisation’s Testing Policy.

Schedule the testing sessions. Consider the duration of the session1, accounting for 
preparation and instructions, and the number of people to be tested. Book an appropriate 
room as well as trained test administrators and additional invigilators (we recommend a 
ratio of at least 20:1 test takers to invigilators).

Ensure the organisation has sufficient test materials in stock. You will need Test Booklets 
(one per candidate) and Record Forms (one per candidate). The Test Booklets may be 
re-used, however, you should hold spare copies of each in case of damage. The test log 
provides a checklist of materials needed (see appendix A). To order materials 
contact Pearson Assessment customer services.

Invite test takers to the testing session. Inform them about the nature of tests, 
including how and why they are being used, the date, time, location and whether they 
are required to bring anything with them (e.g. some testing centres require personal 
identification to be checked).

Distribute W-GCTAUK and RANRA familiarisation materials (if familiarisation materials are 
used, these should be provided to all test-takers).

Find out about any disabilities and special requirements that any test takers have. 
Arrangements should be made to accommodate these. You should not change the 
standardised test administration procedure without taking advice from an expert as this 
can change the meaning of the scores. Contact Pearson Assessment for advice if you 
are unsure about making accommodations.

Prepare the test log, this can act as a register and detail any reasonable adjustments to 
be made for candidates with disabilities as well as any unusual occurrences.

14

Copyright © 2008 Pearson Education Ltd or its affiliate(s). All rights reserved.

1 Timed administration for the W-GCTAUK and the RANRA are 50 and 30 minutes respectively. Further details can be found in
the W-GCTAUK and RANRA manuals.



4.2    Setting  up  the  Testing  Session

Ensure all administrators and invigilators have appropriate training and are familiar with 
the W-GCTAUK and RANRA.

Ensure a suitable room for testing, considering size, space, layout, lighting, temperature, 
noise and possible distractions. Test takers should be seated apart, but not directly 
opposite each other to avoid cheating and distraction. Ensure that potential disturbances 
are be minimised, e.g. phones are unplugged, ‘Testing in Progress’ signs are used.

4.3    Conducting  the  Testing  Sessions  

The testing session must be standardised to provide test takers with the same opportunity for doing
well. It is advised that the testing instructions are closely followed. Try to create a friendly but
purposeful atmosphere to put test takers at ease and enable them to work at their best. Start with an
informal introduction to the testing session.

An introduction should include:

� Who you are

� Your relationship to the organisation

� The purpose of testing

� How the results will be used

� Who will have access to the results

� Storage of the results (see Data Protection Act, 1998)1

� What will happen after testing

� The logistics of the testing session: breaks, fire alarms expected, duration, toilets

� An opportunity for candidates to ask questions

Ensure all mobile phones and electrical equipment are turned off and all candidates are 
ready to start the session

On starting the session, ask test takers to maintain silence from this point on. They should 
raise their hand if they have any questions

Follow standardised instructions (see appendices B, C and D)

Ensure that the testing session is precisely timed. The start time should always be written 
on the test log

Ensure that test takers are completing the Record Forms appropriately
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1 The Data Protection Act can be found at www.opsi.gov.uk.



Ensure that all test materials are collected before anyone leaves the room

Thank the test takers for attending and inform them of the next steps of assessment or 
process

Complete test log

Securely store test materials following testing session

Ensure that the Data Protection Act is followed

4.4  Scoring  the  W-GGCTAUK and  RANRA

If you require the bureau service please contact Pearson Assessment. If you are scoring by hand, follow
the three steps described below:

SStteepp  11  ––  CChheecckk  RReeccoorrdd  FFoorrmmss

1. Check each Record Form to ensure there are no multiple responses to the same item, 
missed items, or partly erased answers (where test takers have changed their response). 
Items that have been missed or have more than one marked response should not be 
scored. Where items are partly erased the test user must make a judgement as to 
whether to score the item and if so, which response to accept. Where it is clear that the 
test taker has made a considerable effort to erase or cross out one response and selected
another, this item should be scored. Where it is unclear or both responses have been 
erased the item should not be scored. 

2. Items that are not to be scored (i.e. those missed or with more than one response) should 
be crossed out with a line that will show through the acetate scoring key. This reduces 
error in hand scoring. 

SStteepp  22 ––  OObbttaaiinn  tthhee  rraaww  ssccoorree

1. Place the acetate scoring keys over the Record Form

2. For each subtest count the correctly marked spaces

3. Record each subtest total in Box 1 of the ‘Test Score Summary’ table

4. Sum the subtest scores to create a total raw score

5. Record the total raw score in the ‘Test Score Summary’ table

6. Transfer the total raw score to Box A on the Record Form cover
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Note:

The W-GCTAUK and RANRA award one point for every correct answer.

Do not count items as correct when more than one response has been selected, even though the right
answer is one of those marked. 

The maximum W-GCTAUK total raw score is 80, 16 for each subtest; the maximum RANRA total raw
score is 32, 16 for each subtest.

SStteepp  33  ––  CCoonnvveerrtt  rraaww  ssccoorreess  iinnttoo  ssttaannddaarrddiisseedd  ssccoorreess  uussiinngg  ppuubblliisshheedd  nnoorrmmss

You will need a copy of the appropriate norm table. The latest norm tables can be found online, and
previously published norms are available in the Test Manuals. Alternatively, you may have your own
local norm group. 

For the UK population norms (these can be found online or in the 2002 editions of the W-GCTAUK and
RANRA manuals):

1. Look up each candidate’s total raw score. This can be found in Box A on the Record Form 
cover.

2. Convert this score into a T score using Appendix A.

3. Use the T scores to look up percentile equivalents, stanines and stens using Appendix C.

For specific published norm groups (these can be found online or in the W-GCTAUK and RANRA
manuals):

1. Convert the raw score to a percentile score (and/or standardised scores where presented) 
using the relevant norm table

44..55    IInntteerrpprreettiinngg  ssccoorreess

Test scores should be interpreted in the given context, against appropriate norm groups and related to
additional information. It is important to relate the scores to the purpose of testing, making appropriate
connections between the test score and what this actually means in terms of a career or a specific job.

Test scores provide an indication of an individual’s performance against that of a group of others who
have taken the test. To allow ease in the comparison of this individual against others, test scores are
standardised. A description of standardised scores is presented in the following pages.
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44..55..11  SSttaannddaarrddiisseedd  SSccoorreess

TT ssccoorreess  

T scores provide a standardised scale for comparing scores. T scores have a mean of 50 and a
standard deviation of 10 which means that with a normal distribution of scores, 68% of test takers will
score between 40 and 60. The advantage of T scores is that they represent an even scale. That is, the
difference between scores of 70 and 80 is the same as the difference between scores of 45 and 55.
In addition, it is possible to apply a standard error of measurement to a T score to allow for calculation
of a band of error around a score. Generally, T scores should not be used in feedback unless the test
taker has an understanding of psychometrics and statistics. 

PPeerrcceennttiilleess

Percentile equivalent scores are often used when giving feedback to test takers. These have the
advantage of being readily understood and allow test takers to appreciate how well they have done in
comparison to others. It is important not to confuse percentiles with percentages. A percentile
expresses a score by the percentage of test takers in the norm group who scored less. This means that
a test taker who scores at the 70th percentile has scored higher than 70 percent of the comparison
group. A score at the 30th percentile is better than the 30 percent of the comparison group.

Percentiles are not equal units. They show the relative position or ranking of each test taker in
comparison to the norm group, but do not illustrate the amount of difference between scores. In a
normal distribution, cases will be clustered more closely at the centre of the distribution than at the
extremes. Differences at this mid-point are therefore more exaggerated while those at the extremes
are relatively understated.

BBaannddeedd  oorr  ggrraaddeedd  ssccoorreess::

To simplify scores further they may be banded or graded into the following categories:

A / 1 – Well above average performance, 91st percentile and above

B / 2 – Above average performance, 71st – 90th percentiles

C / 3 – Average, 31st – 70th percentiles

D / 4 – Below average performance, 11th – 30th percentiles

E / 5 – Well below average performance, 10th percentile and below
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SStteennss  aanndd  SSttaanniinneess

Stens are standardised scores which have a 10-point scale ranging from 1 to 10. Stens have a mean of
5.5 and a standard deviation of 2. Stanine scores are a slight variation on stens, ranging from 1 to 9,
with a mean of 5 and a standard deviation of 2. Both stens and stanines are commonly used in
feedback.

44..55..22  AAccccuurraaccyy  ooff  tteesstt  ssccoorreess

Scores obtained on the W-GCTAUK and RANRA, or any other psychological test, can only be considered
an estimate of the test takers true score. No test is perfectly accurate (without error), and the standard
error of measurement (SEM) indicates the amount of error to be expected in a test takers score. This
means that scores should be interpreted as bands, not precise points. 

Banding of scores serves to check against over-emphasising small differences between scores. The
standard error of measurement (SEM) can be used to create a band for a score when expressed as a
raw score or a T score. A score should be considered to fall within a band from one SEM below the
score to one SEM above the score 68 percent of the time. 

44..55..33    CCoommppaarriinngg  ssccoorreess  bbeettwweeeenn  tteesstt  ttaakkeerrss  oonn  tthhee  ssaammee  tteesstt

When comparing the performance of two individuals on one test the standard error of difference
(SE(diff)) is used to judge whether the scores are significantly different from one another. The
SE(diff) is equivalent to 1.4 times the SEM when comparing two scores on the same test. The
SEM for the W-GCTAUK is 4.8 in T scores so the SE(diff) is 6.7. Two SE(diffs) are required for 95
percent confidence.  
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BBaannddiinngg  SSccoorreess

FFeemmii  hhaass  aa  TT  ssccoorree  ooff  4455,,  JJoohhnn  hhaass  TT  ssccoorree  ooff  5533  aanndd  JJuulliieettttee  hhaass  aa  TT  ssccoorree  ooff  5555  oonn
tthhee  RRAANNRRAA..  TThhee  TT  ssccoorree  SSEEMM  ffoorr  RRAANNRRAA  iiss  44..55..  TThheerreeffoorree  FFeemmii''ss  ssccoorree  ccaann  bbee
ccoonnssiiddeerreedd  ttoo  lliiee  bbeettwweeeenn  4400..55  aanndd  4499..55..  JJoohhnn''ss  rraannggeess  bbeettwweeeenn  4488..55  aanndd  5577..55  aanndd
JJuulliieettttee''ss  sshhoouulldd  bbee  ccoonnssiiddeerreedd  ttoo  bbee  bbeettwweeeenn  5500..55  aanndd  5599..55..  



44..55..44  CCoommppaarriinngg  WW-GGCCTTAAUK aanndd  RRAANNRRAA  ssccoorreess  ffoorr  aa  tteesstt  ttaakkeerr

When comparing scores from W-GCTAUK and RANRA for the same individual the standard error of
difference (SEdiff) is important. For T scores for the two tests the standard error of difference is 6.4. To
be certain (95% confident) that the two scores are different, you should allow two standard errors of
difference (about 13 T score points) between scores.

4.6  Limitations  of  test  scores

Test scores should be interpreted carefully. Errors may arise in the administration of the testing session
or in scoring. Scores can also be affected by a test taker’s state, for example, anxiety or feeling unwell.
Candidates with a disability or with English as a second language may be disadvantaged due to the
test format. For these reasons scores should be explored carefully and interpreted with caution.

On occasion test scores may contradict alternative information on a test taker. In this case, the test
user should work with the test taker to explore the information and discover possible causes for these
anomalies. 
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Test  Differences  

TTiimm  hhaass  aa  WW-GGCCTTAAUK TT  ssccoorree  ooff  6600  aanndd  aa  RRAANNRRAA  TT  ssccoorree  ooff  6699..  TThheessee  ssccoorreess  ddoo  nnoott
ddiiffffeerr  ssiiggnniiffiiccaannttllyy..  LLeeiigghh  hhaass  aa  WW-GGCCTTAAUK TT  ssccoorree  ooff  6600  aanndd  aa  RRAANNRRAA  TT  ssccoorree  ooff  7788..
TThheessee  ssccoorreess  aarree  ssiiggnniiffiiccaannttllyy  ddiiffffeerreenntt,,  ggrreeaatteerr  tthhaann  1133  ppooiinnttss  aappaarrtt,,  ssoo  iitt  ccaann  tthheenn
bbee  aassssuummeedd  tthhaatt  LLeeiigghh''ss  nnuummeerriiccaall  rreeaassoonniinngg  sskkiillllss  aarree  ssiiggnniiffiiccaannttllyy  ssttrroonnggeerr  tthhaann  hhiiss

Score  Differences

AAnn  oorrggaanniissaattiioonn  rreeccrruuiittiinngg  aa  sseenniioorr  mmaannaaggeerr  hheelldd  aann  aasssseessssmmeenntt  cceennttrree  wwhhiicchh
ccoonnssiisstteedd  ooff  tthhee  WW-GGCCTTAAUK,,  aa  ppeerrssoonnaalliittyy  qquueessttiioonnnnaaiirree  aanndd  ffeeeeddbbaacckk  iinntteerrvviieeww,,  aanndd
aa  ccaassee  ssttuuddyy  eexxeerrcciissee..  TTwwoo  ccaannddiiddaatteess  oobbttaaiinneedd  TT  ssccoorreess  ooff  7755  aanndd  7711  oonn  tthhee  
WW-GGCCTTAAUK..  TThhee  SSEEddiiffff  ffoorr  tthhee  WW-GGCCTTAAUK iiss  66..77..  TThhee  rreeccrruuiittmmeenntt  mmaannaaggeerr  ddeecciiddeedd
tthhaatt  tthheessee  ssccoorreess  wweerree  nnoott  ssiiggnniiffiiccaannttllyy  ddiiffffeerreenntt..  TThhee  rreeccrruuiittmmeenntt  mmaannaaggeerr  wwaass
ccoonnffiiddeenntt  tthhaatt  tthhee  aapppplliiccaannttss  ddiidd  nnoott  ddiiffffeerr  iinn  tteerrmmss  ooff  tthheeiirr  ccrriittiiccaall  tthhiinnkkiinngg  sskkiillllss  bbuutt
wwaass  rreeaassssuurreedd  ttoo  kknnooww  tthhaatt  bbootthh  aapppplliiccaannttss  mmeett  tthhee  mmiinniimmuumm  lleevveell..



The W-GCTAUK and the RANRA have been carefully standardised using standard administration
procedures. Any changes to this process can reduce the reliability of the test scores.

Used correctly psychometric tests are a powerful tool that can provide important information on the
test taker but because of these limitations tests are designed to be used alongside additional
assessment methods.

4.7  Feedback  of  W-GGCTAUK and  RANRA  Test  Scores

It is best practice to provide test takers with appropriate feedback on their performance in a
psychometric test or assessment process. This also serves to increase the perceived acceptability of
the test. 

Feedback is an essential process by which to inform test takers of their test performance and its
implications, in a language they can understand. Information given should be fair, accurate,
understandable and any questions should be answered. Providing feedback to the test taker can be a
sensitive process as some people have emotional reactions to information about their strengths and
weaknesses. 

Feedback can be written, face-to-face or over the telephone. Written feedback may be appropriate
where there are a large number of test takers and face-to-face or telephone feedback will not be
feasible or cost effective.

Pearson Assessment are able to provide computer generated reports for both the W-GCTAUK and
RANRA. Examples of these can be found in appendix E.

In preparation for feedback, the qualified person providing feedback should:

Consult the test log to establish if there were any problems or interruptions that may have 
affected test performance. Interpretation of test scores assumes standardisation of test 
conditions, and so a fair and accurate assessment will rely on this

Ensure that scores are translated into the appropriate standard scores or percentiles using
a relevant norm group

Check that the test taker has a clear understanding of the relevance of the W-GCTAUK and 
RANRA in the context it has been used
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UUssiinngg  aapppprroopprriiaattee  ssccoorreess  iinn  ffeeeeddbbaacckk

The approach to feedback that is adopted should be the one that produces the most appropriate
outcome from the test taker’s point of view. 

Scores that are accessible to the test taker should be used; the most commonly used scores for
feedback include percentiles, stens and stanines.

Feedback should allow the test taker to understand the purpose and relevance of the assessment, as
well as how they performed in the test. This should follow three steps:

1. Describe the tests used and the purpose of the assessment, 

FFoorr  eexxaammppllee::

““YYoouu  rreecceennttllyy  ccoommpplleetteedd  tthhee  WW-GGCCTTAAUK aanndd  RRAANNRRAA  aass  ppaarrtt  ooff  aa  rreeccrruuiittmmeenntt  pprroocceessss..
TThhee  WW-GGCCTTAAUK ccoonnssiissttss  ooff  ffiivvee  ccoommppoonneennttss  oorr  ssuubbtteessttss  tthhaatt  aarree  ddeessiiggnneedd  ttoo  aasssseessss
ccrriittiiccaall  tthhiinnkkiinngg,,  tthhaatt  iiss,,  yyoouurr  aabbiilliittyy  ttoo  ccrriittiiccaallllyy  eevvaalluuaattee  wwrriitttteenn  iinnffoorrmmaattiioonn..  TThhee
RRAANNRRAA ccoonnssiissttss  ooff  ttwwoo  ssuubbtteessttss  tthhaatt  aasssseessss  nnuummeerriiccaall  rreeaassoonniinngg,,  yyoouurr  aabbiilliittyy  ttoo
aannaallyyssee  aanndd  eevvaalluuaattee  nnuummeerriicc  iinnffoorrmmaattiioonn..  TThhee  ssccoorreess  wweerree  uusseedd  ttooggeetthheerr  wwiitthh  ootthheerr
iinnffoorrmmaattiioonn  iinn  mmaakkiinngg  sseelleeccttiioonn  ddeecciissiioonnss””..

2. Describe the individual’s results in the context of the comparison group. Explain what the 
group is, why it was selected, why it is relevant and how the individual’s performance 
compared to the group. 

FFoorr  eexxaammppllee::

““CCoommppaarreedd  wwiitthh  tthhee  bbrrooaadd  bbaasseedd  rreepprreesseennttaattiivvee  ggrroouupp  ffrroomm  tthhee  wwoorrkkiinngg  
ppooppuullaattiioonn  wwhhoo  hhaavvee  ccoommpplleetteedd  tthhiiss  tteesstt,,  yyoouurr  ssccoorree  wwaass  aatt  tthhee  8800tthh  ppeerrcceennttiillee..  TThhaatt
iiss,,  yyoouu  ddiidd  bbeetttteerr  tthhaann  8800  ppeerrcceenntt  ooff  ootthheerrss  wwhhoo  hhaavvee  ttaakkeenn  tthhee  tteesstt..  OOnnllyy  2200
ppeerrcceenntt  ooff  tteesstt  ttaakkeerrss  ddiidd  bbeetttteerr  tthhaann  yyoouu..””

OOrr,,

““CCoommppaarreedd  wwiitthh  ootthheerrss  wwhhoo  hhaavvee  aapppplliieedd  ffoorr  tthhee  ppoossiittiioonn  ooff  uunnddeerrwwrriitteerr  iinn  tthhiiss
oorrggaanniissaattiioonn,,  yyoouurr  ssccoorree  wwaass  aatt  tthhee  4455tthh  ppeerrcceennttiillee..  TThhaatt  iiss,,  yyoouu  ddiidd  bbeetttteerr  tthhaann  4455
ppeerrcceenntt  ooff  ootthheerrss  wwhhoo  hhaavvee  ttaakkeenn  tthhee  tteesstt  ffoorr  tthhiiss  ppuurrppoossee..””

OOrr

““YYoouurr  ssccoorree  ffeellll  iinn  BBaanndd  33  ((oorr  GGrraaddee  CC))..  TThhiiss  mmeeaannss  tthhaatt  yyoouurr  ppeerrffoorrmmaannccee  ccaann  bbee
ccllaassssiiffiieedd  aass  aavveerraaggee  iinn  tthhee  ggrroouupp  ooff  ppoolliiccee  ooffffiicceerrss  wwiitthh  wwhhiicchh  yyoouu  wweerree  ccoommppaarreedd..””
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3. Describe the relevance of the scores for the purpose in which they are being used.

FFoorr  eexxaammppllee::

““CCrriittiiccaall  tthhiinnkkiinngg  sskkiillllss  aarree  ccrruucciiaall  ttoo  tthhee  rroollee  ooff  lleeggaall  aaddvviissoorr..  TThhee  rroollee  hhoollddeerr  wwiillll  bbee
rreeqquuiirreedd  ttoo  uussee  tthheessee  sskkiillllss  ttoo  aannaallyyssee  wwrriitttteenn  iinnffoorrmmaattiioonn  ffrroomm  ttiimmee  ttoo  ttiimmee  iinn  tthhee
jjoobb..””  

Good feedback should:

Put the test taker at ease

Be pitched at the appropriate level for the test takers knowledge of psychometric 
assessment, the W-GCTAUK and/or RANRA

Provide relevant information about the test

Describe the group against which the test taker is being compared

Describe performance in relation to that group

Avoid technical terms or jargon

Place test results in the context of other information gained during assessment

Provide test takers with the opportunity to ask questions

Be a positive experience for test takers, where information is related to their needs

Feedback should always be meaningful to the test taker. In selection, this is reporting how the
applicant performed in comparison to the norm group used. In development or guidance, it may be
useful to compare the test takers score against a range of norms to ensure that it is placed in context
and fully understood. 

For example, a candidate with a W-GCTAUK raw score of 53 is classified as well-below average in
comparison with UK Banking applicants (5th percentile), but average compared to the UK general
population (34th percentile). Without this additional information the test taker may be misinformed
about their level of critical thinking. 
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55..  RReelliiaabbiilliittyy  aanndd  VVaalliiddiittyy

5.1  Reliability  

A reliable test provides an accurate measurement that is consistent and stable over time. A test
administrator's contribution to reliability is crucial. To maintain reliability a test should be administered
following the publisher’s instructions closely and carefully. 

Two measures of reliability are discussed here: internal consistency and test-retest reliability.

55..11..11  IInntteerrnnaall  CCoonnssiisstteennccyy

The coefficient of internal consistency reflects the accuracy of scores on a test. The W-GCTAUK and
RANRA both have good internal consistency, 0.81 and 0.78 respectively, for the standardisation
sample of 1546 individuals (see W-GCTAUK and RANRA manuals for details regarding the composition
of this sample).  

55..11..22  TTeesstt-rreetteesstt  RReelliiaabbiilliittyy

The test-retest reliability coefficient for the W-GCTAUK was 0.73 for a group of 96 students, with a 3
month interval between testing. Values over 0.70 reflect an acceptable measure of stability over time.  

5.2  Validity

A valid test effectively measures what it intends to measure and 'gives the information a decision
maker needs' (Cronbach, 1970).

Three forms of validity are examined here: content validity, construct validity and criterion validity. 

55..22..11  CCoonntteenntt  VVaalliiddiittyy

Content validity relates to the degree that the content of the test reflects what is to be measured.
Evidence for content validity is established through test construction and expert judgements on the
relevance of test items and the nature of the tasks.

The W-GCTAUK offers a valid estimate of proficiency in critical thinking (Houle, 1943; Morse & McCune,
1957; Paul and Nosich, 1992), and has been judged to represent an adequate sample of critical
thinking skills; for example, those laid out by the Cooperative Study of Evaluation in General Education
(1954):
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1. the ability to define a problem

2. the ability to select pertinent information for the solution of the problem

3. the ability to recognise stated and unstated assumptions

4. the ability to formulate and select relevant and promising hypotheses

5. the ability to draw conclusions validly and to judge the validity of inferences

The RANRA was constructed emphasising estimation and analysis in numerical reasoning. The
subtests require deduction, interpretation and evaluation in problem solving with numerical
information; these skills are comparable with 2, 4 and 5 in the above description of critical thinking
(Cooperative Study of Evaluation in General Education, 1954). In the workplace, calculations are now
carried out by technology and people are required to consider the suitability of these responses.
RANRA can be judged to assess this.

In the employment setting, evidence of content validity is demonstrated by measuring competencies
that are relevant to the job. Critical thinking and numerical reasoning, measured by the W-GCTAUK and
RANRA, are relevant to a wide range of jobs. The relevance of the W-GCTAUK and RANRA to a particular
job can be confirmed by a clear understanding of the knowledge, skills and abilities required in that
job; guidance on this is provided in section 3.1 of this guide.

55..22..22  CCoonnssttrruucctt  VVaalliiddiittyy

Construct validity is the extent to which the measure can be shown to respond as it should, given what
it is intended to measure. Evidence of construct validity can be established through examination of the
relationship between a test and other assessments.

The W-GCTA has significant relationships with a number of tests of reasoning ability and assessment
centre exercises measuring cognitive skills, ranging from 0.26 - 0.81. Details of these studies are
presented in appendix F.

55..22..33  CCrriitteerriioonn  VVaalliiddiittyy

Criterion validity is established when performance on a test is related to performance on an external
criterion, for example job performance or training success.

The W-GCTAUK and RANRA have been used to predict performance according to  a variety of criteria in
employment and training settings. A summary of some of these studies can be found in appendix G.
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55..22..33..11  JJoobb  PPeerrffoorrmmaannccee

The W-GCTA has been found to predict success across a range of occupations, including analysts
(Ejiogu, Yang, Trent & Rose, 2006), management trainees (Bell, 1998) and pilots (Mosher 1999).  

More specifically the W-GCTAUK has been found to relate to level of management; success, based on
track record, in senior management roles (Crump & Knight, 1999); and performance in executive
management duties (Gaston, 1993).

Performance on the W-GCTAUK has also been linked to salary (Hildebrandt & Lucas, 1980).

The W-GCTAUK has been used far more widely and frequently than the RANRA, and hence more
research is available. One study conducted by Ejiogu, Rose, Yang & Trent (2007) showed that the 
W-GCTAUK and RANRA were both predictors of job performance and job potential in finance-related
positions, and that RANRA significantly contributed to this process.

55..22..33..22  TTrraaiinniinngg  OOuuttccoommeess

The W-GCTAUK has been found to predict training outcomes in a number of settings, for example,
medical courses (Behrens 1996; Miller, Sadler & Mohl, 1993; Molidor, Elstein & King 1978),
professional training courses (Gadzella, Stacks, Stephens & Masten, 2005), general academic success
(McCammon, Golden & Wuensch, 1988; Steward & Al Abdulla, 1989), teaching critical thinking skills
(Heraty & Morley, 2000; Wood, 1981); and educational programmes (Williams, 2003; Sandor, Clark,
Campbell, Rains & Cascio, 1998; Hurov, 1987; Wilson & Wagner, 1981; Hildebrandt & Lucas, 1980).

55..22..44  VVaalliiddiittyy  GGeenneerraalliissaattiioonn

The principle of validity generalisation refers to the extent that inferences from previous validity
research can be generalised to other instruments and situations.

There is a consistent body of research that suggests that cognitive ability tests, like the W-GCTAUK and
RANRA, are the single most effective predictor of job performance (e.g. McDaniel, et al., 1994; Ones et
al., 1994).

55..22..55  LLooccaall  vvaalliiddaattiioonn

It is important to conduct local validation where possible. Organisations seeking assistance in local
validation should contact Pearson Assessment.

26

Copyright © 2008 Pearson Education Ltd or its affiliate(s). All rights reserved.



66..  GGrroouupp  CCoommppaarriissoonnss

Research shows that differences in test performance between groups can occur. These differences
vary by the test and the group of interest. Where test score differences reflect true differences in an
ability which is relevant to job performance, a test should be considered as fair. Where test scores
differences do not reflect differences in ability or cannot be linked to job performance, a test may be
considered unfair.

The W-GCTAUK did not show any gender differences in the UK standardisation. Findings on age and the
W-GCTAUK are in line with the research on age and critical thinking skills.

The average performance of men typically exceeds that of women in numerical reasoning (Casey et al.,
1995; Fivush & Golombok, 1994). Numerical scores can decline where candidates are very out of
practice in working with numbers. Therefore, users are strongly advised always to provide suitable
practice materials.  Findings on gender and age differences in RANRA scores, from the UK
standardisation, are small but significant and reflect previous research.

Differences between some ethnic groups are typically found for the W-GCTAUK or RANRA similar to
those found in other reasoning tests, but are at the higher end. Therefore, it is important for users to
only use tests when they are clearly relevant, and to be cautious in setting cut scores, as adverse
impact is reduced with lower test cut scores.
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A test log should always be maintained. An example is provided below. This page may be photocopied
for use with the W-GCTAUK and RANRA in your organisation.

Test  Log

OOrrggaanniissaattiioonn::

PPuurrppoossee  ooff  TTeessttiinngg:: Selection / Development / Appraisal

TTeesstt((ss))  UUsseedd:: W-GCTAUK / RANRA

TTeesstt  AAddmmiinniissttrraattoorr::

TTeesstt  IInnvviiggiillaattoorrss::

DDaattee::

SSttaarrtt  TTiimmee::

FFiinniisshh  TTiimmee::

CCaannddiiddaattee  LLiisstt

1. 6.

2. 7. 

3. 8.

4. 9. 

5. 10.
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Appendix  A



MMaatteerriiaallss  CChheecckklliisstt

NNuummbbeerr  cchheecckkeedd  oouutt NNuummbbeerr  cchheecckkeedd  iinn

W-GCTAUK Test Booklets:

W-GCTAUK Record Forms:

RANRA Test Booklets:

RANRA Record Forms:

Test Instructions:

Stopwatches:

Pencils:

Erasers:

Pencil Sharpeners:

DDiissttuurrbbaanncceess  //  UUnnuussuuaall  OOccccuurrrreenncceess
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WW-GGCCTTAAUK TTeesstt  AAddmmiinniissttrraattiioonn  IInnssttrruuccttiioonnss

Write your notes on an informal introduction to the testing session here:

Following an introduction to the testing session, say:

From now on, please do not talk among yourselves, but ask if anything is not clear.

Distribute the Test Booklets and say:

Do not open these booklets until you are told to do so.

Then distribute the Record Forms and say:

Please complete the candidate details on the cover of this form.

If you are collecting equal opportunities data say:

Equal opportunities data are collected to monitor fairness in testing. Completion of this section is
optional.

Otherwise say:

You do not need to complete the equal opportunitites section.

Allow the test takers time to complete the details on the cover of the Record Form. Then say:

In this test, all the questions are in the Test Booklet. There are five separate parts to the test in the
booklet and each one is preceded by its own directions and examples. For each question, decide what
you think is the best answer. As your score will be derived from the number of items you answer
correctly, try to answer each question even if you are not sure if the answer is correct. Record your
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Appendix  B



choice by putting a cross in the appropriate place on the Record Form. Always be sure that the answer
space has the same number as the question in the Test Booklet. Do not make any other marks on the
Record Form. If you change your mind about an answer make sure that you rub out the first mark
completely. Do not spend too much time on any one question. When you finish a page, go straight on
to the next one, working through each of the tests in turn. If you finish all of the tests before the time is
up, you may go back and check your answers.

Say:

You will have 50 minutes1 to work on the test. Now read the directions on the cover of your Test
Booklet.

After allowing time for test takers to read the directions, say:

Are there any questions about what you are to do?

Answer any questions, preferably by re-reading the appropriate sections of the directions, then say:

Ready? ... Begin.

Immediately start your timing procedure. If any of the examinees finish before the end of the test
period, either tell them to sit quietly until everybody has finished or collect their materials and dismiss
them quietly.

While the group is taking the test, move about the room making sure that each test taker is marking
the Record Form properly.

At the end of 50 minutes say:

Stop! Put your pencils down. This is the end of the test.

CCoonncclluuddiinngg  aaddmmiinniissttrraattiioonn

At the end of the testing session, collect the Test Booklets, Record Forms and pencils and thank
everyone for attending.

The W-GCTAUK is a demanding test to take. The style of the items in some of the subtests makes it
difficult for test takers to achieve a confident appreciation of their performance in the test. From this
point of view it can be an uncomfortable experience and some words of reassurance at this point may
be appropriate. It may be constructive to clarify the contribution of the test within the context of other
aspects of selection or appraisal procedures. It would also be constructive to reassure test takers
regarding the confidentiality of test scores.
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the W-GCTAUK Manual).



RANRA  Test  Administration  Instructions

Write your notes on an informal introduction to the testing session here:

Following an introduction to the testing session, say:

From now on, please do not talk among yourselves, but ask if anything is not clear.

Distribute the Test Booklets and say:

Do not open these booklets until you are told to do so.

Then distribute the Record Forms and say:

Please complete the candidate details on the cover of this form.

If you are collecting equal opportunities data say:

Equal opportunities data are collected to monitor fairness in testing. Completion of this section is
optional.

Otherwise say:

You do not need to complete the equal opportunitites section.

Allow the test takers time to complete the details on the cover of the Record Form. Then say:

In this test, all the questions are in the Test Booklet. There are two separate tests in the booklet and
each one is preceded by its own directions and examples. For each question, decide what you think is
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the best answer. As your score will be derived from the number of items you answer correctly, try to
answer each question even if you are not sure if the answer is correct. Record your choice by putting a
cross in the appropriate place on the Record Form. Always be sure that the answer space has the
same number as the question in the Test Booklet. Do not make any other marks on the Record Form. If
you change your mind about an answer make sure that you rub out the first mark completely. Do not
spend too much time on any one question. When you finish a page, go straight on to the next one,
working through each of the tests in turn. If you finish all of the tests before the time is up, you may go
back and check your answers.

Say:

You will have 30 minutes2 to work on the test. Now read the directions on the cover of your Test
Booklet.

After allowing time for test takers to read the directions, say:

Are there any questions about what you are to do?

Answer any questions, preferably by re-reading the appropriate sections of the directions, then say:

Ready? ... Begin.

Immediately start your timing procedure. If any of the examinees finish before the end of the test
period, either tell them to sit quietly until everybody has finished or collect their materials and dismiss
them quietly.

While the group is taking the test, move about the room making sure that each test taker is marking
the Record Form properly.

At the end of 30 minutes say:

Stop! Put your pencils down. This is the end of the test.

CCoonncclluuddiinngg  aaddmmiinniissttrraattiioonn

At the end of the testing session, collect the Test Booklets, Record Forms and pencils and thank
everyone for attending.

The RANRA is a demanding test to take. The style of the items in some of the subtests makes it
difficult for test takers to achieve a confident appreciation of their performance in the test. From this
point of view it can be an uncomfortable experience and some words of reassurance at this point may
be appropriate. It may be constructive to clarify the contribution of the test within the context of other
aspects of selection or appraisal procedures. It would also be constructive to reassure test takers
regarding the confidentiality of test scores.
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AAddmmiinniisstteerriinngg  tthhee  WW-GGCCTTAAUUKK aanndd  RRAANNRRAA  wwiitthhiinn  aa  ssiinnggllee  sseessssiioonn

W-GGCTAUK and  RANRA  Test  Administration  Instructions

Write your notes on an informal introduction to the session here:

Following an introduction to the testing session, say:

From now on, please do not talk among yourselves, but ask if anything is not clear.

Distribute the Test Booklets and say:

Do not open these booklets until you are told to do so.

Then distribute the Record Forms and say:

Please complete the candidate details on the cover of the W-GCTAUK Record Form.

If you are collecting equal opportunities data say:

Equal opportunities data are collected to monitor fairness in testing. Completion of this section is
optional.

Otherwise say:

You do not need to complete the equal opportunitites section.

Allow the test takers time to complete the details on the cover of W-GCTAUK Record Form. Then say:

In this test session, all the questions are in the two Test Booklets. There are five separate tests in the
first booklet, W-GCTAUK, and two separate tests in the second booklet, RANRA. Each of the seven tests
is preceded by its own directions and examples.
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Each test booklet has a time limit. You will be given 50 minutes to work through the first booklet, 
W-GCTAUK. I will then ask you to stop and collect the booklet together with your completed Record
Form.

The test session will resume with the second booklet, RANRA, which you will have 30 minutes to
complete.For each question, decide what you think is the best answer. As your score will be derived
from the number of items you answer correctly, try to answer each question even if you are not sure if
the answer is correct. Record your choice by putting a cross in the appropriate place on the Record
Form. Always be sure that the answer space has the same number as the question in the Test Booklet.
Do not make any other marks on the Record Form. If you change your mind about an answer make
sure that you rub out the first mark completely. Do not spend too much time on any one question.
When you finish a page, go straight on to the next one, working through each of the tests in turn. If you
finish all of the tests before the time is up, you may go back and check your answers.

Please sit patiently until the end of the timed session and do not disturb others around you.

Say:

You will have 50 minutes3 to work on the first test, W-GCTAUK containing five subtests.

Now read the instructions on the cover of your Test Booklet.

After allowing time for test takers to read the directions, say:

Are there any questions about what you are to do?

Answer any questions, preferably by re-reading the appropriate sections of the directions, then say:

Ready? ... Begin.

Immediately start your timing procedure. If any of the examinees finish before the end of the 50
minute test period, tell them to sit quietly until everybody has finished. 

While the group is taking the test, move about the room making sure that each test taker is marking
the Record Form properly.

At the end of 50 minutes say:

Stop! Put your pencils down. This is the end of the first five tests

Collect the W-GCTAUK Test Booklets and Record Forms

Say:

Please complete the candidate details on the cover of the RANRA Record Form.
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If you are collecting equal opportunities data on the RANRA say:

Again, completion of the equal opportunities section is optional. 

Otherwise say:

You do not need to complete the equal opportunities section4.

Allow the test takers time to complete the details on the cover of W-GCTAUK Record Form. Then say:

For each question, decide what you think is the best answer. As your score will be derived from the
number of items you answer correctly, try to answer each question even if you are not sure if the
answer is correct. Record your choice by putting a cross in the appropriate place on the Record Form.
Always be sure that the answer space has the same number as the question in the Test Booklet. Do
not make any other marks on the Record Form. If you change your mind about an answer make sure
that you rub out the first mark completely. Do not spend too much time on any one question. When you
finish a page, go straight on to the next one, working through each of the tests in turn. If you finish all
of the tests before the time is up, you may go back and check your answers.

Say:

You will have 30 minutes5 to work on the second test, RANRA, containing two subtests.

Now read the instructions on the cover of your Test Booklet.

After allowing time for test takers to read the directions, say:

Are there any questions about what you are to do?

Answer any questions, preferably by re-reading the appropriate sections of the directions, then say:

Ready? ... Begin.

Immediately start your timing procedure. If any of the examinees finish before the end of the tests
period, either tell them to sit quietly until everybody has finished or dismiss them quietly. 

While the group is taking the test, move about the room making sure that each test taker is marking
the Record Form properly.

At the end of 30 minutes say:

Stop!  Put your pencils down.  This is the end of the test.
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the W-GCTAUK and RANRA Manuals).



Concluding  administration

At the end of the testing session, collect the Test Booklets, Record Forms and pencils and thank
everyone for attending.

The W-GCTAUK and RANRA are demanding tests to take. The style of the items in some of the subtests
makes it difficult for test takers to achieve a confident appreciation of their performance in the test.
From this point of view it can be an uncomfortable experience and some words of reassurance at this
point may be appropriate. It may be constructive to clarify the contribution of the test within the context
of other aspects of selection or appraisal procedures. It would also be constructive to reassure test
takers regarding the confidentiality of test scores.
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EExxaammppllee  FFeeeeddbbaacckk  RReeppoorrttss

W-GGCTAUK  LLooww  SSccoorree

HHiigghh  SSccoorree

RANRA AAvveerraaggee  SSccoorree

HHiigghh  SSccoorree

The following reports show scores Corrected for Guessing. Please see W-GCTAUK Manual 7.15 and
RANRA Manual 7.11.
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