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Guide: Applicant assessment options
Assessment methods you can design yourself
Telephone or video screening interviews are useful ways to gather information about applicants’ communication, interpersonal and leadership capabilities. They add extra context to information provided in the written application, often to inform shortlisting.
Structured interviews provide a way to meet applicants and assess them in a consistent manner. While interviews are the most common assessment method across the public sector, they are not mandatory and have some limitations so – if used at all – are best used in conjunction with other assessments.
Unstructured interviews are informal and flexible with no fixed set of questions, although typically there is a defined purpose. They enable assessors to explore areas of interest/relevance that are specific to individual applicants. They are often used towards the end of a selection process.
Casual interviews provide an informal setting for a relaxed discussion, possibly one on one, while still providing valuable information to guide assessment and decision making.
Group interviews allow larger numbers of applicants to be efficiently assessed at the same time. They can take place in assessment centres where multiple activities are undertaken to evaluate the cognitive and social abilities of applicants to collaborate, work together and solve problems.
Work based tests measure critical knowledge and skills needed to perform the job such as an ability to use equipment or software, write a briefing note, identify IT network requirements or propose a consultation strategy for a policy matter. Someone who knows the job well can design a work based test.
Assessments requiring a certified user to administer
Cognitive ability tests are usually timed and completed online. They can tell you how well applicants can solve problems and apply logical thinking – skills that are essential for most jobs.
Psychometric tests identify the thought processes and behavioural traits of applicants. They can be broad or have a specific focus such as emotional intelligence, customer service, leadership or managerial skills. You can choose to incorporate all traits or only some into assessments, depending on the criteria being assessed. 
Integrity tests measure applicants’ attitudes and experiences related to integrity such as honesty, trustworthiness, dependability, reliability and social skills.
Risk tests measure workplace safety which predicts the likelihood of applicants engaging in risk taking behaviour or condoning risky behaviour in others. They help predict the probability of being involved in accidents and injuries at work.
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