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Applicant Assessment Overview 

• Best qualified candidates are needed to meet the mission of the 
federal government  

• Challenge: Find qualified candidates in large applicant pools for 
mission-critical positions 

• Solution: Administer quality Applicant Assessments through MHME 
targeting critical job competencies 
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Applicant Assessment Overview 

• Access to an MHME-integrated testing platform to deliver 
selection assessments 

• Provides ability to measure applicants against a variety of 
critical job factors 

• Seamless integration with MHME 

• Assessment batteries based on job analysis results 

• Each test can be scored separately and/or in combination 
with existing assessments 
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Applicant Assessments are used in a multiple hurdle approach 
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Major Benefits 
 

1. Improve validity of selection process and reduce 
applicant score inflation 

2. Align selection tools with job analysis results 

3. Save time and money spent on evaluating poor 
applicants and bad hiring decisions 

4. Improve satisfaction from hiring managers, new hires, 
and employees 
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Sample Items 



‘Traditional’ Federal Hiring 

• Heavy reliance on Occupational Questionnaires:  
– Low predictive validity  

– Indirect assessment of competencies  

– Introduce subjectivity (i.e., no right or wrong answers) 

• Alternatives to Occupational Questionnaires:  
– Situational Judgment Tests 

– Cognitive Ability Tests 

– Personality Assessments 

– Organizational Culture Assessments 

– KSA- & Competency-based Assessments 
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Written Communication (Occupational Questionnaire) 

Which statement best describes your highest level of 
experience writing technical reports? 

A. I have not had education, training, or experience in performing this task. 

B. I have had education or training in performing this task, but have not yet performed 
it on the job. 

C. I have performed this task on the job, with close supervision from a supervisor or 
senior employee. 

D. I have routinely and independently performed this task as a regular part of the job, 
and usually without review by a supervisor or senior employees. 

E. I am highly skilled at performed this task on the job. I have trained others in this 
activity and/or others have consulted me as an expert for assistance. 
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Written Communication (Applicant Assessment) 

Select that statement that contains no grammar, 
punctuation, or spelling errors. 

A. The Chairman's latest speach was his best. 

B. The Chairmans' latest speech was his best. 

C. The Chairmans' latest speach was his best. 

D. The Chairman's latest speech was his best. 

E. None of the above. 
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Supervisory Skills (Occupational Questionnaire) 

Select the statements that describe your experience 
supervising others in a formal work setting. (Select all that 
apply.) 

A. Facilitated the resolution of competing or conflicting interests. 

B. Provided direction, guidance, or instruction to staff. 

C. Held others accountable to meet program requirements, policies, and/or standards. 

D. Persuaded others to adopt new methods, procedures, or techniques. 

E. Diffused confrontational contacts with people who are difficult, hostile, or distressed. 

F. None of the above. 
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Supervisory Skills (Applicant Assessment) 

Your company has just expanded to a new part of the 
building, which has made available an extra office. You have 
three people in your department who currently do not have 
an office. What would you do? 

A. Give the office to the employee with the longest tenure. 

B. Give the office to the employee with the most responsibility. 

C. Ask the employees if anyone minds not getting the new office and then decide based 
on their answers. 

D. Not give the office to anybody until more space becomes available. 
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Standardized 
Test Batteries 



Standardized Test Batteries 

• Entry-Level Assessment Battery (GS-5/7/9) 

– Competencies measured: Oral Communication, Writing, Interpersonal Skills, Problem 
Solving, Teamwork, Technology Orientation, Customer Service, Attention to Detail, 
Self-Management 

– Appropriate for ACWA and non-ACWA positions 

– Battery includes 3 tests (personality, language skills, verbal reasoning) 

– Approximately 200 items and 1 hour administration time 
 

• Supervisory Assessment Battery  

– Competencies measured: Oral Communication, Interpersonal Skills, Problem Solving, 
Decision Making, Customer Service, Leadership, Planning & Evaluating, 
Influencing/Negotiating, Strategic Thinking, Human Capital Management 

– Battery includes 2 tests (personality, situational judgment test) 

– Approximately 100 items and 1.5 hour administration time 
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Standardized Battery Development 

Entry-Level Occupational Data Sources 

– Prior MGS job analysis results (30+ 

studies across 11 Cabinet-level 

agencies) 

– OPM MOSAIC studies 

– OPM PMF Competency Model 

– OPM HR University  

– Secretary's Commission on Achieving 

Necessary Skills (SCANS) – Dept of 

Labor 

Supervisory Occupational Data Sources 

• Prior MGS job analysis results (16+ 
studies across 8 Cabinet-level 
agencies) 

• OPM Leadership & Supervisory 
Competency Models 

• OPM Management Effectiveness 
Inventory  

• Leadership Competency Inventory 
(Penn State University) 

• Various agency-specific leadership 
competency models  
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Test battery validation relies on a content validity approach, 

stemming from MGS job analysis studies and publically available data 



Test Administration Considerations 

• Benefits of standardized test batteries 

– Eliminate/reduce job analysis timeline and SME dependency 

– Ready for immediate use; batteries pre-built on testing platform 

– Applicable across a wide variety of job series 

• Standardized batteries are best used in combination with 
an Occupational Questionnaire 

– Occupational Questionnaires are best suited for measuring technical competencies 

– Standardized batteries are best suited for measuring general competencies 
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Customized 
Test Batteries 



Customized Test Battery Development 

1. Conduct job analysis 

2. Develop test battery 

– Link applicant assessments to selection competencies 

3. Validate test battery 

– Gather validity evidence for assessments from SMEs 

18 



MGS Job Analysis Methodology 

1. Review existing occupational information  

2. Draft list of critical job tasks/duties and competencies  

3. Survey SMEs to identify/validate critical tasks and 
competencies needed for successful job performance 

– Some SMEs may participate in a follow up workshop to confirm survey results 

4. Identify a selection competency model as the foundation 
for test battery development 

– Competencies that are eligible for selection must be ‘Important’ and ‘Needed at 
Entry’ 

 

19 



Develop a Test Battery 

• MGS will identify and/or develop online assessments that are best 
suited to evaluate selection competencies for the targeted job series 

− “Critical” and “Need at Entry” competencies  

− 3-5 selection competencies per series 

• Considerations: 

– Type of competency 

– Total administration time 

– Timed vs. un-timed assessments 

– Assessment sequence  

– Scoring 
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Sample Customized Test Battery 

Competency 

Occupational 
Questionnaires 

Screen  Applicant Assessment 
Structured 
Interview 

Interpersonal Skills Situational Judgment Test X 

Oral Communication X 

Financial Management X X 

Planning and 
Evaluating 

X Situational Judgment Test 

Problem Solving X Cognitive Test 

Attention to Detail Skills Test X 

Decision Making X X 

Writing Skills Test 
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MGS Assessment Validation Methodology 

MGS can gather evidence on all three industry-recognized types of validity. 

1. Content: the extent to which the assessment overlaps with the domain of job 
performance. 

− Job analysis is the link between competencies required on the job and those 
measured by an assessment battery. 

2. Construct: the degree of confidence that an assessment is measuring the 
intended job-related competencies. 

− Face validity  

− Blind item sorting performed by MGS  

− Convergent or divergent studies provided by the test publisher    

3. Criterion: the ability of an assessment to statistically predict future job 
performance.  

– Statistical evidence from previous studies provided by the test publisher  
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System Demo 
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HR View: 
Vacancy Builder 



Let’s Setup Your Vacancy 
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Assessments Page 
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Edit Phase - RVQ 
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Edit Phase - Assessment 
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“By Request” Option 
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Applicant View 



Application - Hurdle Determination 

30 



Application - External Assessment 
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Sample Instructions 



Sample Questions 



Applicant Dashboard-Assessment Incomplete 
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HR View: 
Applicant Listing 



Applicant Listing 
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Scored Below Hurdle 

Didn’t 
complete all 

phases 



Applicant Listing – Display RVQ Score 
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Applicant Listing – Display Phase Score 
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Applicant Listing – View Phase Results 
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CONTACT:  
TIM LAGAN, PH.D. 

DIRECTOR, PROFESSIONAL SERVICES 

EMAIL: Tim.Lagan@monster.com 

DIRECT: 703.269.4902           

MOBILE: 703.981.6596  

 


