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[bookmark: _GoBack]Introduction	
Measurement of behavior is part of both candidate selection and employee work performance assessment processes as illustrated by various methods such as assessment centers, ability tests, use of group methods and many other methods which will be discussed below. These methods have contributed and explained how measurement of behaviors has been achieved in workstations. Methods Used to Measure Behavior Contributing to Candidate Selection and Employee Work Performance Assessment Processes include the following
The Use of Assessment Centers
An assessment center is a selection method which make use of different selection tools thus allowing candidates and employees to be assessed by different assessors. It is better method compared to other methods since it has several selection tools as listed below
Sales selection and development tool which identifies and measures the potential for success and suitability to sales career. Its major uses are predicting performance and retention as well as selecting, developing, and retaining sales professionals involved in a sales process that requires building long term client relationship
Professional selection tool- this tool is designed to help select and retain all types of professional, targeted at predicting high level performance whether they consult with individuals or provide enterprise solutions.  It also helps in identifying and selecting individuals who will perform in various positions including Information technology, Engineers, project managers and finance.
Supervisor selection tool-It is an assessment tool that provides insight into the attitudes and source traits that lead to success in supervisory roles. This tool helps matching the new supervisor to the team as well a new team member to the supervisor, it also predicts retention and candidate’s performance.  
However, this is designed to allow multiple demonstrations to determine performance in the job role. In addition, the assessment center method has domains which helps in achieving this and they are knowledge, skills, attitudes and personal qualities. consequently, work related activities are then introduced to allow the practical assessment of an individual ability to demonstrate in such domains. Importantly, these exercises are derived from the appropriate level for an individual’s level of training in order to ensure fairness.  An Assessment center method Is always successful in making right predictions of future performance. In addition, it also offers a reliable and most dependent approach in assessing work-based performance. Typically, in a short period of time, appropriate work would be done in the assessment center method compared to other methods which makes it convenient and reliable. Lastly, in this method assessors are trained smartly so as to ensure that individual rating can be explained through behaviors closely related to it. (Thornton III, George C., and William C. Byham, 2013)
Use of Ability Tests
Cognitive ability tests are used to evaluate abilities involved in thinking such as reasoning, perception, verbal communication and problem solving. Similarly, these tests bring about questions designed to evaluate candidate’s potential or ability to use mental abilities to solve work related problems or to gain new job knowledge. Traditionally, cognitive test was used to measure intelligence. However, in intelligence there is combination of the different items which measure specific mental abilities and they include arithmetic computations, verbal analogies and many others.
 Benefits of Ability Test
In addition, ability test is not expensive method and it is quick method of gaining reliable information on candidates’ abilities. Secondly, it is efficient and most accurate method since its test designs adapts to the abilities of each candidate, it is also fair and valid method because its item content and format are identical to the types used large departments of education and international assessments that are designed to meet standards of high quality and fairness. Lastly, it is easy to administer because it compatible with many devices

Basically, cognitive methods are well standardized, have got well reliably scored items which can be assigned to the group of people at a given time. Professionally, several developed cognitive tests are available commercially and can be used when there is no need to develop a test that refers specifically to the specified job. Finally, they are considered because their cost of development is less compared to developing a customized test, also its administrative cost is less, it is also commonly used, it has also reliable validity because they are good in predicting. However, there are also other types of ability test such as General mental ability (GMA) which is the best predictor of the future adaptability to new tasks and functions (Bertua, Cristina, Neil Anderson, and Jesus F. Salgado,2005)


Types of ability test

Integrity Test
This test assesses attitudes and experiences related to honesty, dependency ratio, they pose direct questions about previous experiences related to ethics. They are also used to identify individuals who are likely to engage in immoral ways. Its advantages are that it is cost effective to install, it also does not require skills to ad mister, it also reduces business costs by identifying individuals who are less likely to be absent or engage in other immoral behavior (Fine, Saul,2012)
Physical Ability Test
These tests typically use exercise that require physical ability to perform, they also measure physical capabilities such as strength balance and speed. These tests have following advantages such as it can be able to identify candidates who are physically unable to perform certain jobs and functions, they can also reduce business costs by identifying individual for hiring, training passes the needed skills and abilities by reducing the risk of physical injuries to the employees (Birzer, Michael L., and Delores E. Craig,1996)
Verbal Reasoning Ability Test
This test is better in predicting candidate’s job performance as compared to other methods such as interviews. In addition, this takes the form of written passage followed by questions with possible TRUE, FALSE OR CAN NOT SAY RESPONCES. However, each of the above response has meaning such as True-this means that the statement follows logically given the information shown within the passage False-this means that the statement cannot logically follow given information contained within the passage, lastly there is Cannot say which is used to determine whether given information lies within the passage For one to have the best verbal listening test, it is advisable for one to be prepared and having in mind what to expect. Additionally, if this method is done properly, it is one of the most reliable and fair method on candidates than any other form of assessment because it illustrates questions of same difficulties to each candidate and objectively worked out. (Feingold, Alan, 1988)
Spatial listening ability test
This test measures one’s ability and capability to think about three dimensional objects and draw conclusion on it basing the available information. However, it explains that someone with able and good spatial abilities might also be good at thinking how object will appear when rotated. Generally, this method measures candidate’s ability to mentally re arrange, rotate and manipulate shapes and objects (Bryden, M. Philip, 1986)
Mechanical Reasoning ability test
Generally, these tests are applied in selection process or in jobs recruitment related to engineering and many others purposely to determine how the candidate and employees can apply reasoning in practical environment. Mostly, they are considered to be better predictors of how employees and candidates will later perform in work.  Mostly roles that require this test, candidate will have knowledge of the principles and aids required to answer the questions (Lohman, David F., et al, 2001)


Use of Group methods
The purpose of the selection method is to provide evidence about the candidate’s ability to capture with others, influence others and the way they do, Express themselves verbally and think logically and clearly as well as arguing from the past experience and using those arguments to the formed problem. However, its advantages are that they provide the assessor with which examples of behaviors to select. Moreover, these methods are most favorable and suitable for management and areas where there is need of strict supervision (Harris, Russell P., et a, 2001)
Conclusion
Finally, the above selection methods concerning measurement of behavior as part of both candidate and employee work performance which includes use of assessment centers, Ability tests and use of group methods clearly illustrates how good and able candidates and employees can be obtained or assessed.  They are reliable methods of selection and have been used in determining levels of performance in several organizations hence contributing to better performance
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