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Knowledge about work is crucial to success. Performance can be considered as defined by declarative knowledge (knowledge of facts, rules and procedures - work requirements), procedural knowledge and skills (knowing how and being able to do what work requires) and motivation. In the literature about work,
knowledge of work is a declarative knowledge of interest. Work analysis studies often use knowledge of work as an important work descriptor. A typical work analysis will reveal the tasks performed by employees, as well as the knowledge, skills and abilities required to successfully accomplish these tasks. In this context,
knowledge can be defined as the extent to which a person has mastered the body of the material (facts and theory) directly involved in the performance of the work. Competence studies also tend to provide some knowledge based on competence. How is work knowledge measured? Although job knowledge is
sometimes evaluated by assessments (e.g. done by interviewers or managers), it is generally measured more directly and objectively through multi-choice tests. Such tests are designed as actual content (i.e. to cover areas of knowledge in proportion to their importance for work based on work analysis). Many strategies
can help ensure the quality of such tests. For example, a test plan has been developed (based on job analysis) to indicate the contents of the test. This plan reflects the proper weighting of areas of expertise. The guidelines for writing elements improve the readability and clarity of test elements and help prevent test-wise
subjects from mis-performing the test. It is also a good practice to develop test questions that go beyond simple recalls and definitions, instead requiring some analysis or reasoning to answer this question. Some test developers use Bloom taxonom as the basis for achieving this goal. Another strategy is to use visuals
(e.g. illustrations, photos, graphics) to make issues more relevant to work and to limit the degree to which test results depend on reading ability. Work experts should also check the elements for accuracy and gather judgments about the relevance and importance of each item to help document the validity of the test's
contents. Developers are increasingly using element formats other than traditional multiple choices because they can be easily administered and clogged with computers. Such formats include a multi-century response (such as check everything that applies), compliance, drag-and-drop, and rating. Some of these formats
effectively cover more content than traditional formats and changing formats can make the test more attractive to test subjects. It is important, however, to consider how to combine scores from different types of items, so that the resulting overall test score is properly weighted by them. For example, how to combine an
account score five parts matching the item (in which the test subjects can be given partial credit to get some, but not all, parts right) with scores of multiple points (scored one point each), so that the reliability and reliability of the overall score are maximized? The answer may vary depending on the purpose of primary
testing (e.g. maximizing content reliability or correlation with other measures). The work knowledge test can be developed, evaluated using classical test theory (CTT) and IRT response theory. Of these, CTT strategies have the advantage of being particularly useful for providing diagnostic information about points (e.g.,
the percentage of subjects choosing each response option and the variant-general correlation score) that can be used to improve them by rewriting. Because they provide a common baseline metric, IRT strategies are especially useful if the test uses multiple item formats or if multiple forms of the test are required, but
they require larger sample sizes to obtain reliable information. If sample sizes allow both types of analytical strategies to be used, this is good practice. Using knowledge of work to predict productivity in hiring or promotion from among experienced or relevant educated candidates, the employer should consider including
knowledge of work as a component of the selection process. This is most often done in the context of interviews. There is a precedent for using knowledge tests to test for testing, but it can be costly to develop and maintain a test for this purpose. Employers often look for relevant certificates (offered through industry or
as-as testing programs) as a way to help assess if people have sufficient knowledge of work prior to hiring or promotion. When job knowledge is used to predict performance, it's important to consider what knowledge is needed when responding to knowledge that can be acquired at work - a difference that can be made
during work analysis. Few published studies examine the validity of knowledge measures about the work used to select staff. One would expect that the predictive duration of a well-designed test with multiple choices would be relatively strong when there was a strong match between test content and performance

requirements. As with cognitive ability tests, however, performance tests tend to show differences in performance in the black and white race. Racial differences in performance tests, however, tend to be about half the standard deviation, as opposed to a full standard deviations are often observed on cognitive ability
tests. Using work knowledge to measure performance There are several relevant applications testing knowledge about work to measure performance. The main application is probably considered in a huge number of credential testing programs (certification and licenses). Knowledge about work are also used as
performance criteria in test studies related to criteria. Knowledge tests about the work, however, do not tell the whole story about the ability of the subjects to do the job. Performance tests are a term used for higher accuracy scores that requires subjects to complete job parts in a simulated environment. The Management
Assessment Center is a form of such testing (usually used for selection and development) that has been around for a long time. At present, the use of computer tests to develop more realistic performance indicators is of great interest. For example, the expertise of an architect's license not only includes issues with
multiple choices, but also requires candidates to develop projects on a computer. Another example is software certification programs, as they are also increasingly using high-quality job modeling. It is important to recognize, however, that such tests still leave the motivational aspects of performance immeasurable. A
good knowledge or performance test can give a big part of the answer, but it's not the same as measuring performance. Inquiries: Bloom, B.S., Englehart, M.D., Furst, E.D., Hill, W.H., Hartwall, D.R. (1956). Taxonomium of Educational Goals: Classification of Educational Goals. Manual Book I: Cognitive Domain. New
York: David McKay. Campbell, J.P., McCloy, R.A., Opgler, S.H., Sager, C.E. (1993). Execution theory. In N. Schmitt, W.K. Bormann, employees (eds.), recruitment in organizations (p. 35-70). San Francisco: Jossie Bass. Haladina, T.M. (1997). Writing test elements to evaluate higher-order thinking. Boston: Alyn and
Bacon. Roth, P.L., Huffatt, A.I., Bobko, Differences in performance: new meta-analysis. Journal of Applied Psychology, 88(4), 694-706. Sackett, P.R., Schmitt, N, Ellingson, J.E., Cabin, M.B. (2001). High-stakes testing in employment, certification and higher education: prospects in the world after affirmative action.
American Psychologist, 56 (4), 302-318. See also: Many companies use graphology (handwriting analysis) when hiring. But graphology has not been proven to predict performance more than crystal balls or star signs. As long as companies don't rely on pseudoscience, pre-employment testing can help them make better
hiring decisions. Of course, you should use pre-employment screening with caution. A well-designed test can shed enough light on a candidate's fit and fitness. But a wrong test can damage a candidate's experience and interfere with decision-making. Here are seven general tests before that can help you make better
hiring decisions: What are the most common types of tests prior to employment? The entire hiring process is a test for candidates. But in this context, pre-employment testing refers to Tests. 1. Knowledge tests on work knowledge tests measure a candidate's technical or theoretical experience in a particular field. For
example, an accountant may be asked about the basic principles of accounting. These kinds of tests are most useful for jobs that require specialized knowledge or a high level of knowledge. The Limitations of the Work Knowledge Test does not take into account a very desirable attribute: the ability to learn. The candidate
may have limited knowledge, but be a quick learner. Or they may know a lot, but are unable to adapt to new knowledge and ideas. In addition, there is always a gap between knowing something in theory and applying it in practice. 2. Honesty Tests History of Preoccupied Testing began with honesty tests. They can help
companies avoid hiring dishonest, unreliable or unruly people. Honesty tests ask direct questions about honesty and ethics. Secret tests assess personality traits associated with honesty, such as conscientiousness. When carefully constructed, integrity tests can be good predictors of performance. They are also less
biased than other tests, as few differences have been seen between people of different age groups or races. Limiting candidates' forgery answers is always a concern. Especially with tests for clear integrity. If a candidate is asked if they have stolen something, how likely is he to say yes? If they did, they would be
(paradoxically) honest enough to tell the truth. Employers should take into account the fact that people can repent and change. 3. Cognitive tests the ability of cognitive tests the ability to measure a candidate's overall mental ability, which strongly correlates with performance. These kinds of tests are much more accurate
predictors of performance than interviews or experience. Workable uses a general ability test (GAT) that measures logical, verbal and numerical reasoning. Restrictions As with any cognitive ability test, practice can improve test takers scores. In addition, cognitive tests are vulnerable to racial and ethnic differences,
posing a risk of discrimination. Use multiple evaluation methods and don't base employment decisions on these tests alone. Just use the results as a guide. 4. Personality Personality Assessment Tests can offer an understanding of the cultural fit of candidates and whether their personality can translate into job success.
Personality traits have been shown to correlate with performance in different roles. For example, sellers who score high on extroversion and assertiveness tend to be better. The Big Five model is popular. Motivational tests are also personality assessment tests used more often by career management consultants
Schools. Limiting social desirability bias plays an important role in self-reported trials. People tend to respond based on what they think you want to hear and end up distorting yourself. Make sure that You choose designed to catch distortions. Some candidates may also find personality questionnaires invasive that can
damage a candidate's experience. So be careful how and when you use them. 5. Emotional Intelligence Tests Emotional Intelligence (EI) refers to how well someone builds relationships and understands emotions (both their own and others). These abilities are an important factor in professions that include frequent
interpersonal relationships and leadership. Typically, tests measured by EI have some predictability of performance. Restrictions People don't always tell the truth by reporting on their own EI capabilities. You can ask experts or observers to contribute, but be prepared to spend more money and time on the process. 6.
Assessment skills tests Assessment skills are not focused on knowledge or abstract personality traits. They measure actual skills, such as soft skills (such as attention to detail) or rigid skills (such as computer literacy). For example, a candidate of secretaries can do a text typing test to show how quickly and accurately he
can enter. Other examples include data-checking tests, manual tests, presentations, or job writing. Limitations Tests score skills from all time. Candidates need time to present work or give presentations. Hiring managers also need time to evaluate results. You can use skill assessments at later stages of the hiring
process when you have a smaller pool of candidates. 7. Physical ability tests Physical ability tests measure strength and endurance. These traits are crucial for many professions (e.g. firefighting). Thus, they should never be neglected when appropriate. On a larger scale, they will help reduce workplace accidents and
compensate employee claims. And candidates won't be able to fake results as easily as with other tests. Restrictions Sometimes physical ability tests may resemble medical examinations that are protected under the Americans with Disabilities Act. If you are not careful, you may face legal action. You must also allow
differences in gender, age and ethnicity when interpreting the results of your candidates, for the same reason. Related: 17 Effective Candidate Search Tools How Much Should Tests Count? Tests are a useful way to sift through candidates, helping you disqualify people who do not meet your minimum requirements. But,
what happens if a candidate scores exceptionally high on the test? Should you rush to hire them? Well, maybe. If the candidate meets all other criteria, the stellar test result may be the final impetus to about hiring. But relying too much on the bill is not a good idea. The best job decisions are considered by many aspects
of the candidate's personality, behavior and skills. It is better to use several tests developed and tested by experts. View the results as one of the many measurements that can your decision to hire. Solution. job general knowledge test. job interview general knowledge test. job knowledge test pros and cons. job
knowledge test pdf. job knowledge test meaning. job knowledge test denr. job knowledge tests-advantages and disadvantages. job knowledge test questions examples
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