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Week 2 Discussion 1: Personality Assessments
Across many organizations, the use of personality assessment in the workplace appears to be growing increasingly prevalent. According to Hogan & Kaiser (2010), personality assessment is used for three purposes in the workplace. Firstly, the findings of personality tests are commonly used to offer career guidance. Secondly, assessment is widely used to provide people with feedback to develop their teamwork skills and self-awareness. Lastly, personality testing is employed in the hiring process (Hogan & Kaiser, 2010). Despite the usefulness of personality assessments, there are concerns raised by practitioners. Some of the issues raised include the reliability and validity of the test, the test’s biases on factors such as ethnicity, gender, and age, the privacy interests of the test, and if it’s sufficiently focused on the skill set purportedly in use (Eisenbraun, 2006).
The most challenging aspect of selecting any psychological test is determining its reliability and validity. A test is generally valid if it measures what it claims to measure, and it is trustworthy if it produces consistent findings across time (Eisenbraun, 2006). Moreover, according to Eisenbraun (2006), another major issue in personality assessment is confidentiality. It is unsurprising, given that some of the questions on these assessments may be rather intrusive. The inquiries during the assessment and the person’s replies should ideally be kept private. In addition, according to Eisenbraun (2006), if the employer utilizes a test that is neither biased nor discriminatory, personality tests can eliminate discrimination and prejudice by adding an objective aspect to the recruiting process. Employees are protected against workplace prejudice based on religion, race, gender, and mental or physical impairment by the Alberta Human Rights, Citizenship, and Multiculturalism Act (Eisenbraun, 2006).
An organization can use the personality assessment such as Myers Briggs Type Indicator (MBTI) assessment to provide people with evaluations to help them improve their collaboration and self-awareness in workplaces (Hogan & Kaiser, 2010). It explains how people’s world perceptions differ from others’ perceptions and how these perceptional disparities can lead to unintentional misunderstandings and conflicts. According to Hogan & Kaiser (2010), a 360-degree response method is also utilized to improve self-awareness. A standard rating form is used to characterize a target individual by subordinates, peers, and superiors. The findings are compiled and given back to the target individual, a procedure that may be both discouraging and instructive since most individuals consider themselves more favorably than others (Hogan & Kaiser, 2010).
It is not recommendable to use personality assessments in workplaces to make hiring decisions. The personality tests should not be used to make decisions since the validity of the tests for predicting real-world outcomes is limited or insignificant. Scores on the tests are tainted by social desirability response bias, and scores on the tests may be manipulated by purposeful faking (Hogan & Kaiser, 2010). According to Hogan & Kaiser (2010), the capacity to anticipate organizational consequences, such as performance, attrition, and theft, is critical for future advancement in personality assessment.
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