The Magic of Behavior in the Workplace

How Can You Bend it to Your Will?
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An Open Book.
Introduction
Contrary to popular belief, people are an open book. There’s no enigma, there’s barely any mystery. We are all, at our core,
easily understood and misunderstood. All one requires is time, effort, and a little bit of love. Well, perhaps not the love.
But, why make such a statement? It’s a bold claim, yes. And there is no doubt that you may have come across someone you’re
unable to fully decipher. Take pause for a second though. What if you could watch a person with some focus, listen to what they
say over time? Does it not paint a good picture of his or her personality and attitude?
The analogy is simple. Do you know how to read or are you illiterate?
Well, to elaborate, if you do not know the difference between personality and attitude when you see and hear it, then the idea
of these powerful concepts is useless to you. It matters that you know. Why? Simply put, how you work with knowledge about
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Now, that we have the crux of the matter out of the way, it might be
possible to focus on the main keyword here – behaviour.
Psychology would define behaviour as observable actions and
reactions an individual demonstrates every minute of every day.
Behaviour is something that can be recorded, transcribed, and
described by the people around an individual. Therefore, unlike
other psychological concepts, it is not something innate or hidden.
Yes, not innate or hidden. Instead, it is one of the few aspects of
human beings easily measured and recorded. Do we have you
intrigued? Yes? Please read on.
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The key to leveraging attitudes is to read a specific attitude –
satisfaction or commitment, for instance. If it is possible to identify
specific attitude amidst your workplace, then specific action to
change that attitude is a possibility, with the hope of specific
behaviour in result.
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Now, attitudes. Attitude are subject to change. We want to change
attitudes because of the notion that attitudes influence behaviour.
However, you can’t just talk about bad and good attitudes; that’s
meaningless.
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The value of understanding how to read personality is primarily to
help leaders recognize their own basic personality dimensions,
learning then to emphasize the positive and mitigate the negative.
This is knowledge that people can use to guide behaviour.
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Personalities are inherent, relatively stable. This is important to
understand because it means that at work, you are not going to
change the personality of the people you encounter. After all, we
are who we are.
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personality varies largely from how you work with knowledge
about attitudes.
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Behavioural Assessments

The Psychology of
Behaviour
Sigmund Freud famously theorized the Iceberg Model to
describe how merely 10% of what we do is a result of our
conscious thoughts, while 90% remains hidden within our
subconscious and unconscious minds.
Despite drawing criticism over the years on his ideas about us
operating in this world without fully realizing the reasons for it,
several researchers have in fact adopted the Iceberg Model.
This, to describe and better define other psychological concepts.

Behaviours

Knowledge, Skills
Preferences
Traits
Beliefs
Values

One such concept is associated with human behaviour, which
suggests that what makes us who we are is a result of the 10% observed behaviour, and 90% - driven by factors such as
personality, values, and interests among others.
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Psychometric Assessments

This 90%, which per the Iceberg Model dwells underwater – aspects difficult to readily observe or record – might create an illusion of increased
importance. After all, humans are biologically trained to give greater preference to the invisible, the undiscernible. However, it is equally
important to consider the 10%.
Why?

Simply because, it is what’s most visible. That visibility is what makes it prone to influence by the environment an individual is presented with.
Behavioural Psychology has for the longest time talked about exclusive focus on observable behaviour. It is the closest to being tangible and
even mouldable, unlike other aspects of the human psyche.
Interesting information, yes. But we’ve all been waiting for the big question, have we not? Behaviours and Workplace. What are the relevance
and implications?
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“

The environment shapes
people’s actions.
- B.F. Skinner, American Psychologist, Behaviourist,
Author, Inventor & Social Philosopher.

The relevance of behaviours and the implications of its psychology is equally
important. This importance plays a role in an individual’s job and his or her
relationship with an organization. Now, given the ease with which we
record, measure and report behaviours, as well as their influence to change
with time, it becomes imperative to use them both in the selection and
development of employees.
Behavioural Assessments, therefore play an important role in providing the
complete picture of an individual’s capabilities and current reactions to the
environment he or she is presented with.
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Behaviours & Workplace
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Behavioural Assessments: The What

Behavioural Assessments: The Why

These assessments in the work context refer to tests with the capacity
to check for what behaviours an employee is likely to exhibit in
situations identical to his or her work environment.

Here’s something that can add a lot of value to the evaluation of
prospective candidates. Of course, this would also include the
identification of training and development needs among existing
employees.

Behavioural Assessments in a broad sense range from assessments
that simulate the work environment, to placing individuals in an
actual work environment. All this to collect work samples and help
identify appropriate and inappropriate behaviours an employee is
expected to engage in.

A Few Things Behavioral Assessments
Helps With By Design Are:

We iterate once more that these are behaviours readily observable
such as accountability, adaptability, communication, leadership,
inclusiveness, and more – a ready goldmine of insightful information
for assessors and candidates alike.
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Now, this would conclusively effect two things, and positively – the
face validity of the assessment, as well as the confidence in results
from candidates and employees. Also, since behaviour is more
readily shaped and modified over the course of time, measuring
development from behavioural interventions conforms to a task of
ease. This allows for easier ROI calculations.
i

Face Validity:
A test can be said to have face validity if it "looks like"
it is going to measure what it is supposed to measure.

Additionally, research indicates that the inclusion of behavioural
assessments to regular assessment batteries – psychometric and
cognitive alike – helps explain up to 60% of the variance observed
in job performance.
This is by no means an ordinary stat, perfectly concluding why
behavioural assessments should rank high on the importance scale.
But, with the what and why in place, it’s about time we reach a
conclusion here. Has the most relevant aspect revealed itself yet
though? One more chapter.
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Behavioural Assessments: How Do
We Use Them?
There are several ways of measuring behaviour. However, the
choice of assessments depends more on the nature of the job and its
complexity. Collecting work samples, where candidates are asked
to perform several tasks of the job role was one of the ways. This
would involve a metric to judge the efficiency with which the task
was performed.
While this method bore fruition in the measurement of a candidate’s
skill in manual or physical ability related work, the technological
sophistication of today provide methodologies that extend well into
blue and white collared jobs.
Needless to say, the complexity of an assessment varies in
accordance with the job level for which the behavioural assessment
needs to be designed.
For example, it’s not uncommon to assess the most novice of levels
with simulation techniques that pose several possible work related
situations to candidates - candidates, who are later judged based
on their reaction and/or action in response to said simulations.
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Of course, as a part of natural progression, when the complexity of
a job role increases, the behavioural challenges posed to a
candidate must also increase. Assessments that mimic complex work
situations with a network of problems and which requires quick
decision making are more appropriate for middle and senior
management, for example.
Similarly, at most senior levels in an organization, assessments
ought to be designed to integrate multiple behavioural tools, which
combine to provide an extremely complex, but realistic work
environment – an environment a candidate must perform in for
hours together.
Yes, such simulations are the future – in a world where progress
matters the most. Assessments enable such a future. Having said
that, perhaps it’s time to park the pen here. But we aren’t here to let
you go without love. There’s a parting note waiting for you.

Novice Levels: Work Situation Judgment Simulations
Middle Levels: Complex Work Situation Simulations,
which require quick and sharp judgments.
Senior Levels: Integration of multiple behavioral tools
to simulate extremely complex, but realistic work
environment.
Performance is required to be measured after
hours inside the simulation.
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We spoke a lot about Behavioural Assessments, yes. Did you know that
Mettl had several designed to assess behaviours at various levels in an
organization?
While Situational Judgment Tests (SJTs) are useful to measure
behavioural competencies at novice or entry levels, all the way up to
middle-management, Mettl also holds in its arsenal Critical Incident Tests
(CITs) – custom designed to measure reactions to situations that might be
unique to specific job roles.
On the other hand, simulation exercises such as Case Studies generate
problem situations at work that require candidates to consider several
fragments of information, analyse data from different viewpoints, and arrive
at solutions. These are tools most appropriate for higher level management
staff.

Parting Note

We came here to reveal a world, and claim why we believe in it with
unwavering strength. It’s not a product. If used well, behavioural
assessments have the potential to provide a lot of useful information with
great buy-ins from candidates and managers alike. Additionally, it can also
be used as a baseline measure to check for development progress over time.
Think about it. Think about the information in your hands now. We would
love to have a chat with you.
Godspeed!
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mettl.com

What is Mettl?
Mettl is a Saas based assessment platform that enables organizations to
create customized assessments for use across the entire employee lifecycle,
beginning with pre-hiring screening and candidate skills assessment, training
and development programs for employees/students, certification exams,
contests and more.

TAKE A FREE TRIAL

contact@mettl.com

Plot 97, Sector 44, Gurgaon,
Haryana, India - 122003

+91-9555114444

