4


Tests of Knowledge and Skill


Student’s Name
Institutional Affiliations


Week 2 Discussion 2: Tests of Knowledge and Skill
Assessment of knowledge and competence plays an essential part in our lives. The results of these assessments decide which schools we may attend and what careers we can have. Individual variations in performance, according to that idea, are a result of three determinants which are motivation (M), declarative knowledge (DK) and procedural knowledge and skill (PKS) (Russel, 2010). DK, PKS, and M are factors or predictors of individual variations in general cognitive capacity, personality characteristics, interests, education, training, experience, commitment, and values. Motivation represents decisions on whether or not to put out an effort to engage in the behavior, how much effort to put forth, and how long to maintain that level of effort (Russel, 2010). According to Campbell (1994), motivation is a determinant of job performance, and it entails the choice of duration of effort, the option to perform, and the choice of level of effort.
Declarative knowledge entails more than just remembering information. It necessitates a grasp of facts and concepts and how they interact (Russel, 2010). Most DK evaluations are based on multiple-choice test results, which are strongly validated by psychometric research. According to Russel (2010), the results of these multiple-choice tests are usually relatively consistent. For many jobs, there is substantial evidence of the validity of multiple-choice assessments of work knowledge. Furthermore, the requirement to improve test credibility through increased authenticity and ensuring the currency and accuracy of test items created for dynamically dynamic knowledge domains creates measurement problems for DK assessment (Russel, 2010). In addition, DK testing is beneficial when job seekers or academic program candidates require a fundamental grasp of specific topics to function successfully in their job or school.
Examinees must demonstrate what should be done and have the ability to accomplish the test in order to pass PKS (Russel, 2010). PKS may be assessed using a variety of methods, including work samples or simulations, situational interviews, performance assessments, and situational judgment tests (SJTs) (Russel, 2010).  SJTs are a low-fidelity PKS measure with a relatively advanced technique. However, there is still some disagreement regarding what they measure (Abu-Zaid & Khan, 2013). Moreover, PKS complex and high-fidelity assessments provide a number of measuring problems in terms of standard-setting, scoring, content coverage, and alternate forms assessment (Russel, 2010). In addition, PKS is best suited to circumstances when candidates must bring specific expertise to the job or master that skill in a short amount of time.
The PKS, DK, and M assessments can be used in jobs that will require knowledge upon admission to the work, such as in an educational setting and selection process. According to Russel (2010), PKS is best suited to situations where applicants must have specialized knowledge or learn a skill in a short period. Moreover, when job seekers or academic program candidates require a foundational understanding of certain issues to perform well in their work or school, DK testing is essential. PKS, DK assessments are ineffective for entry-level jobs that do not need prior expertise or knowledge (Abu-Zaid & Khan, 2013).  In addition, using DK, PKS, and M assessments in testing knowledge domains that are fast-changing is inappropriate. Since the tests in rapidly changing areas need frequent maintenance and analysis to detect item parameter drift, it would not be easy to use the assessments.
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