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What we do @e'.zshacz%

TalentLens from Pearson offer the following services:

Publish psychometrics for Selection, Development and Engagement

Assessment centre design

Bespoke psychometric test design

Advisory services (eg choice of assessment tests/methods)
Validation processes

Bureau Service for assessments

BPS Levels A and B and product-specific training



Who we are @mﬁ%m&

TalentLens is the occupational division of Pearson Assessment
Part of Pearson

TalentLens is global with wholly-owned offices and agents covering
all territories

We publish ability, psychometric and work-based assessment tools to
help organisations to assess, recruit and develop the right people in
the right way e.g. Watson-Glaser, Raven’s

Formerly Harcourt Assessment. Formed in 1921. Acquired by
Pearson in 2007

Our sister division publishes tests for clinical, educational and speech
and language assessment

Pearson is one of the largest providers of assessment tools in the
world.



IRIS SJTs (Taitntiens

IRIS SJTs have been designed by Pearson TalentLens’ Research
Consultants in conjunction with the respected authors Helen Baron,
Chris Lewis and Neil Scott

The Talentlens Team and webinar presenters:
Wyn Davies, Paul Smith, Paul Yarker



IRIS SJTs — what are they? (ratnttr

Online work simulations containing highly realistic scenarios and
situations

Range of tests assessing job —relevant behaviours
Assess judgement — critical importance for most roles

Underpinned by key competencies, measure the interaction of ability
and style

Online, unsupervised and untimed

Objective and consistent



IRIS SJTs — what are they?

Approx 20-40 minutes to complete.
Test-takers must judge appropriateness of suggested responses.
Constructed to remove “transparent” responses

In-depth and complex

3 x “role specific” scenarios/tasks in each test reflecting those most
commonly encountered.

Can be tailored: context (role and culture), tasks and scoring



IRIS SJTs - what are they used
for?

Designed for recruitment of:
Graduate and junior manager
Customer service or administrative staff

Both private and public sector

Can also be used in training, redeployment and career guidance



Example Instructions



Customer Service and Administrator Scenarios/Tasks &
Situations

Interacting and dealing with colleagues and managers

Prioritising workload and sharing or delegating work under different
conditions e.g. at times of stress, staff shortages etc.

Dealing with difficult customers.
Customer service skills.

Deciding appropriateness of involving
others & level of autonomy in decision making

Balancing customer service with business needs



Junior Manager and Graduate Scenarios/Tasks and Sit  uations

Improving and managing team performance
Dealing with reduced staff numbers in a team

Evaluating strategies to improve processes
and services

Managing and motivating a team

Managing change



IRIS SJTs

Examples of Scenarios/Tasks and
Situations



Example of a Customer Service SJT Scenario/Task



Example of a Customer Service SJT Scenario/Task



Example of a Customer Service
SJT



Example of a Customer Service SJT



Example of an Administrative SJT



Example of a Junior Managerial SJT Scenario/Task



Example of a Junior Managerial/Graduate SJT



Example of a Junior Managerial SJT



Construct and Scoring

Trialling

Full trialling with incumbents
Psychometric characteristics &
Technical properties

Define model

Identification of generic competencies

& behaviours

Construct scoring key

Distribution of situations to SMEs to
rate the desirability of responses.
Additional focus group research to
discuss tasks, responses and relevant
content.

Define content

Job analysis research on a
range of roles across settings
Research with subject matter
experts (SMESs) to determine
role or specific tasks,
situations, dilemmas, etc

Design exercises

Content authoring

Simultaneous evaluation from SMEs,
piloting and amendment of content
using multiple sources of roles,
organisations, industry and sector.




Validation

IRIS Tests validated with a customer service team

Research suggests SJTs show
good predictive and face validity

Incremental validity with other tests



Relationships to Job Performance Ratings

IRIS Scale Job Performance Measure Scale Correlation
IRIS Overall Job Performance 27
Takes Initiative | ‘Copes well with difficult customers’ 33**
Assertiveness ‘Assertiveness’ .24*
IRIS ‘Openness to Change’, ‘Effort’, ‘Information | .23 —.3
Seeking’,
Supporting others’

*Significant at the 0.05 level, **Significant at the 0.01 level.



Access and Administration

Accessible to anyone with PC and internet.

Expert system allows for simpler interpretation of results

Very easy to administer

Test web link emailed to individual or grouped candidates
Can be integrated with applicant tracking systems

By client with a personalised assessment account
Through Pearson via our bureau service



Outputs

Convenient candidate reports
Grouped candidate data
Individual reports

Norms available at each level
For example Graduate, Customer Service Representatives

In high volume scenarios Pearson offer a personalised norm
based on the applicant population

In development — Reports incorporating candidate style
Useful for development and feedback



Applications

Sifting job applicants in recruitment. Used alone ideally sift 30-
40% of applicants out of process

Self-selection/job previewing
Potential redeployment to other areas within organisation
Training. Pre and post course assessment



An alternative to current recruitment practices

CV screening

Highly intensive process

Subjective and costly
Recruitment consultants/agencies

Expensive

Restricted trawl of talent — only ones on their books

Still need to assess/interview “sifted candidates”
Telephone interview or role-play

Costly per candidate (in region of £40+ per head)

Can be open to inconsistency and subijectivity of interviewer

Favours those with good telephone manner (extraverts?)
Application form screening

Overly familiar to candidates, mostly based on known values or
competencies

Assessment can be subjective and inconsistent
Intensive scoring process



An alternative to current recruitment practices

Ability tests
Measure narrow bands only e.g. verbal, numerical, abstract reasoning

Less positive candidate feedback vs. SJT

Personality tests

Can link personality to competencies — can help focus interview
questions

Responses can be faked to give good impression

Assessment centre
Observed role plays
Only measuring observed behaviour
Expensive. Role player (often actor) + observer
Can be open to inconsistency and subjectivity
Home made exercises
High cost and resource intensive

All attendees should be able to do role. Should select best candidate in to
role



Traditional costs of assessment methods used in
recruitment.

Method Estimated Cost (£)
Telephone interview 40
Telephone role-play 40+

Recruitment consultants

% of salary or fee. £often
thousands

CV screening 7-12
Application form screening 10
Interview all candidates face to face 100+

AC plus bespoke exercises (observed role play, group
exercise etc.)

2000+ (Assessaors, tests,
actors, report writing)




IRIS SJT prices

Number of candidates assessed through IRIS SJTs in Price per candidate. £
one recruitment process*

1 - 100 tests 15

101 - 500 9

501 - 1000 8

1001 — 2000 6

2001 - 5,000 5

5,000 + POR

Only pay for those starting test
No annual licence or set-up fee

* A standard IRIS SJT administration incorporates a combination of three tasks relevant to the level
and role.



Cost savings over traditional assessment methods

Example 200 candidates

Stage 1 CV screen removes 20%. Cost = £1400-£2400
Stage 2 Telephone interview (remaining 80%). Cost = £6400
Stage 3 Assessment Centre (remaining 8%). £2500

Example with IRIS
Stage 1 CV screen removes 20%. Cost = £1400-£2400
Stage 2 IRIS SJT (remaining 80%) Cost = £1440
Stage 3 Telephone interviewing (remaining 40%)= £3840
Stage 4 Assessment Centre (remaining 8%) Cost =£2500

Saving = £1120. With higher numbers savings increase
Better quality in final 8%?



Summary of SJT benefits

Cost-effective
Automated - easy to administer

No qualification or training to use (TalentLens happy to advise on
tests relevance)

No licence or set-up fees

Buy-in from participants = positive candidate experience. Can protect
employee Brand from negative PR



Summary of SJT benefits

High face and content validity. “ a day in the life of...”
High relevance to role

Consistent , objective and fair

Reduced adverse impact can lead to improved diversity
Rigorous design allows them to stand up to challenge
Good job preview — allowing self-selecting out

Can be used to measure impact of training

Flexible. Can be tailor-made to specific roles, issue, culture or
competencies

Tailored scoring possible



Current customers

Current customers include:

Major High-Street Retailer (Junior Manager
and Customer Service)

Call Centres (Customer Service
Representatives)

Security Industry (Graduate Selection)
Transport Industry (Graduate Selection)




Additional tools

Versant test of English
Fully automated
By telephone
Automatic scoring
Allows you to sift before interview

Ability tests
Personality Instruments

www. TalentLens.co.uk



Further Information

To find out more, see a test for yourself or to discuss how IRIS SJTs
(or other TalentLens products) might help you and your organisation
improve its recruitment methods

Call: Wyn Davies on 0207 0101 2866
Email: iris@pearson.com
Visit: www.TalentLens.co.uk



IRIS SJTs

Questions and Answers



