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About this Guide: The psychometric assessment market is large, varied and - for the uninitiated - confusing. There are hundreds of tools available, ranging from rigorously validated scientific instruments to superficially plausible products with little or no evidence base. This guide has been prepared by White Cube Consulting to help HR professionals, managers and senior leaders navigate the landscape and select the right tool for their specific purpose - whether that is recruitment, development, team building, leadership assessment or coaching.
The White Cube Consulting team has over 30 years of experience in the use of psychometric assessments across a wide range of organisations and sectors. We are accredited to administer and provide feedback on a comprehensive range of tools, including Belbin Team Roles, DiSC, DiSCFlow, SHL, Psytech and others. We are the Licensed Distributors of Belbin Team Roles in Scotland. If you are uncertain about which tool is right for your situation, please contact us - we are always happy to advise, provide sample reports and discuss costs without obligation.
SECTION 01
What is a Psychometric Assessment?

A psychometric assessment is a standardised, objective measure of one or more psychological attributes - such as personality traits, behavioural style, cognitive ability, values, motivations or emotional intelligence. Well-designed psychometrics are:
•  Reliable - producing consistent results across time and context
•  Valid - measuring what they claim to measure and predicting what they claim to predict
•  Standardised - administered and scored the same way for every respondent
•  Normed - results are interpreted against an appropriate comparison group
Not all tools marketed as psychometric meet these standards. When selecting a tool, always ask: what is the evidence of its reliability and validity? Is it normed against an appropriate population? Is the publisher transparent about the technical data?
A word of caution:  Many popular tools used in organisations - including some very well-known ones - have limited or contested evidence bases. The popularity of a tool is not a guarantee of its scientific validity. Before using any psychometric instrument, ask the provider for the technical manual and independent validity studies. White Cube Consulting will always recommend tools with a robust evidence base and will explain the limitations of any tool we use.

Questions to Ask Any Psychometric Provider
Before committing to any psychometric tool or supplier, get clear answers to these five questions. A credible, evidence-based provider will answer all of them confidently. Evasion or vague responses are a warning sign.
❓  What evidence exists for the reliability and validity of this tool?

Ask for the technical manual and any independent peer-reviewed validity studies. Proprietary “research” conducted by the publisher alone should be treated with caution.

❓  What norm group is used, and is it appropriate for our context?

Norms from a different country, industry or population reduce interpretive accuracy. Confirm the norm group matches your candidate or employee population.

❓  Is this tool suitable for selection, and has it been validated for that purpose?

Many tools are designed for development and are explicitly not recommended for selection by their publishers. Using a development tool for selection creates legal risk and reduces predictive accuracy.

❓  What qualifications or accreditation are required to administer and debrief this tool?

BPS Level A and Level B (EFPA Levels 1 and 2) are the UK standard benchmarks. Confirm the practitioner holds the appropriate accreditation - not just a short workshop certificate.

❓  What feedback and debrief support is available for participants?
Every candidate or employee who completes a psychometric should receive a skilled, one-to-one debrief. Ask how this is provided, by whom, and what happens if results need to be acted upon.

SECTION 02
The Three Fundamental Questions

Before selecting any psychometric tool, answer three questions. The answers will narrow the field significantly and prevent costly mismatches between tool and purpose.
	#
	QUESTION
	WHY IT MATTERS

	1
	What is the purpose?
	Different tools are designed and validated for different uses. A tool validated for development is not necessarily appropriate for selection - and using it for selection may create legal risk. The purpose must be agreed before the tool is selected.

	2
	Who is the population?
	Psychometrics are normed against specific reference groups. Using a tool normed on graduates to assess unskilled workers - or vice versa - reduces the interpretive validity of the results. Confirm that the norm group is appropriate for your candidates.

	3
	What attribute are you trying to measure?
	Are you trying to understand behavioural style? Cognitive ability? Motivations and values? Leadership potential? Each requires a different type of tool. Do not use a personality questionnaire to measure cognitive ability, or an ability test to understand behavioural style.


▪ Quick Tool Selection Matrix
Use this as your first reference. Match your primary need to the best starting point - then refer to the detailed tool profiles in Part 4 and the purpose guide in Part 3 for further guidance. For complex, multi-stage or senior appointments, a combination of tools is almost always better than one.
	PRIMARY NEED
	BEST STARTING POINT

	Recruitment and candidate selection
	Adapt-G (reasoning / ability) + structured competency interview

	Team development and team dynamics
	Belbin Team Roles (Team Report and facilitation)

	Communication and behavioural style
	DiSC (Workplace Profile or relevant report)

	Leadership development
	DiSC Work of Leaders or DiSCFlow Leadership Report

	Understanding motivation and engagement
	Values and Motives Inventory (VMI)

	Integrity and counter-productive behaviour risk
	Work Attitude Inventory (WAI)

	Senior leadership selection or succession
	Assessment Centre + reasoning test + psychometric profile (full solution)

	Coaching and self-awareness
	DiSC or DiSCFlow + Values and Motives Inventory

	Career development and transition (outplacement)
	Belbin + DiSC or MBTI + Values and Motives Inventory

	High-potential and talent identification
	Adapt-G + 16PF Management Potential or DiSC Work of Leaders


 
Not sure where to start? Contact White Cube Consulting for a no-obligation discussion. We will recommend the right instrument for your specific context - including sample reports and pricing.


SECTION 03
Selecting by Purpose

Use the quick-decision guide below to navigate to the right tool category for your purpose, then consult the detailed reference table to confirm the right instruments. For complex or senior appointments, Assessment Centre guidance is also provided in this section.
▪ Quick Decision Guide - Tool Selection by Purpose
Start here. Identify your primary purpose and follow the path to the right category of tool.
	RECRUITMENT & SELECTION
	LEARNING & DEVELOPMENT

	Who is the best candidate for this role?
	What does this person need to develop?

	▶ Recommended tools:

● Adapt-G (reasoning test)
● Work Attitude Inventory
● Belbin Job Profile / Candidate Match
● Structured competency interview
● Assessment centre (senior roles)
	▶ Recommended tools:

● DiSC or DiSCFlow (behavioural style)
● MBTI (self-awareness)
● 16PF (personality in depth)
● Values & Motives Inventory
● Belbin (team role context)

	TEAM BUILDING
	LEADERSHIP & MANAGEMENT

	How do these people work together?
	What style, judgement and potential does this leader have?

	▶ Recommended tools:

● Belbin Team Report / Group Culture
● DiSC Group Culture Report
● DiSCFlow (EI + behavioural style)
● Team facilitation workshop
	▶ Recommended tools:

● DiSC Work of Leaders / Management Profile
● Management Scenarios Judgement Test
● 16PF Management Potential Report
● DiSCFlow Leadership Report
● Assessment centre + battery



This guide highlights the most common paths. Where the purpose is coaching, outplacement or career development, the same tools apply - led by the individual’s specific context and development focus. Always debrief with a qualified practitioner.


▪ Purpose-to-Tool Reference Table
The table below provides a more detailed view of which tool types to consider for each purpose, and which to avoid.
	IF YOUR PURPOSE IS…
	YES - CONSIDER THESE TYPES
	USE WITH CARE / NOT IDEAL

	Selecting the best candidate from a pool of applicants
	Cognitive ability / reasoning tests; Structured behavioural interview; Belbin Job Profile / Match; Work Attitude Inventory; Adapt-G
	Personality questionnaires alone - never use a personality tool as the sole basis for a selection decision

	Understanding an individual's behavioural style and communication preferences
	DiSC; DiSCFlow; MBTI; Belbin Team Roles (Self-Perception and Observer)
	Ability / reasoning tests - these measure cognitive capacity, not behavioural style

	Building a high-performing team and improving team dynamics
	Belbin Team Roles (Team Report, Culture); DiSC Group Culture Report; DiSCFlow
	Individual personality tools used without a team-level report or facilitated debrief

	Supporting individual coaching and personal development
	DiSC; DiSCFlow; MBTI; 16PF; Values and Motives Inventory; Belbin
	Ability tests - cognitive ability is rarely the primary development focus in one-to-one coaching

	Identifying leadership and management potential
	DiSC Work of Leaders; Management Profile; Management Scenarios / Scenarios Judgement; 16PF Management Potential Report; DiSCFlow Leadership Report
	Belbin alone - Belbin describes team role behaviour, not leadership style or judgement

	Assessing reasoning and intellectual capacity for senior or specialist roles
	Adapt-G (General Reasoning); SHL Verify Ability Suite; Technical Test Battery; Mechanical Comprehension Test
	Personality questionnaires - they do not measure cognitive capacity

	Understanding what motivates an individual and how to engage them
	Values and Motives Inventory (VMI); DiSC; Work Attitude Inventory; DiSCFlow Core Report
	Reasoning tests - they measure capacity, not motivation or values

	Assessing integrity, reliability and counter-productive work behaviours
	Work Attitude Inventory
	Most personality tools - they are not designed to measure integrity or counter-productive behaviour

	Outplacement - supporting individuals through career transition
	Belbin (career strengths); DiSC (communication and working style); Values and Motives Inventory; MBTI; GetSet (for younger career leavers)
	Technical ability tests unless the person is moving into a technical role





▪ When an Assessment Centre is the Right Solution
For certain appointments - particularly senior leadership roles, graduate programmes and high-stakes selection decisions - a single psychometric instrument is not sufficient. An Assessment Centre (or Development Centre for internal development) combines multiple exercises and instruments to give a more complete and objectively assessed picture. White Cube Consulting designs and delivers bespoke Assessment Centres.
	PURPOSE / CONTEXT
	RECOMMENDED ASSESSMENT SOLUTION

	Senior leadership selection
	Assessment centre + Adapt-G (reasoning) + DiSC or 16PF (personality / style) + Management Scenarios Judgement + competency-based interview panel

	High-potential talent identification
	Assessment centre + Adapt-G + DiSC Work of Leaders or 16PF Management Potential + Values & Motives Inventory

	Graduate or volume recruitment
	Adapt-G (reasoning) + Work Attitude Inventory + group exercise + competency-based interview; full Assessment centre for the final selection stage

	Management promotion decision
	Assessment centre with in-tray / business simulation exercises + Management Scenarios Judgement + DiSC Management Profile + line manager input

	Restructuring - assigning individuals to new roles from an existing population
	Development Centre approach: behavioural exercises + DiSC + Belbin + competency-based discussion; output to individual feedback and role recommendation

	Succession planning for critical or executive roles
	Development Centre + 16PF or MBTI + Management Scenarios Judgement + DiSCFlow Leadership + 360-degree feedback integration



Assessment Centres and Development Centres deliver richer, more defensible and more accurate selection and development data than any single instrument. White Cube Consulting designs, facilitates and assesses bespoke centres - including design of exercises, assessor training, consensus facilitation and candidate feedback. Contact us to discuss your requirements.



SECTION 04
Tools White Cube Consulting Recommends and Uses

The following profiles describe the tools White Cube Consulting is most frequently asked to deploy and is accredited to administer and debrief. This is not an exhaustive list - contact us to discuss tools not listed here.
	Belbin Team Roles
Belbin Associates - White Cube Consulting is Licensed Distributor in Scotland  |  Behavioural / Team Roles

	What it measures:
Identifies an individual's natural team role behaviours across nine roles: Plant, Resource Investigator, Co-ordinator, Shaper, Monitor Evaluator, Teamworker, Implementer, Completer Finisher, Specialist. 

Based on both self-perception and observer assessment to provide a 360-degree behavioural picture.

Report types available:
Self-Perception Report; Self-Perception + Observer; Team Report; Job Profile; Candidate Match; Working Relationships; GetSet (for under-25s)
	Best suited to:
•  Team development and team building
•  Recruitment - Job Profile and Candidate Match
•  Coaching and self-awareness development
•  Conflict management
•  Outplacement and career development
•  Understanding how individuals work together
	Not ideally suited to:
✖ Measuring cognitive ability or general intelligence
✖ Assessing integrity or counter-productive behaviour
✖ Primary basis for a selection decision without other evidence

✔  White Cube Consulting accredited to administer and provide feedback




	DiSC
Wiley (Everything DiSC)  |  Behavioural / Communication Style

	What it measures:
A model of human behaviour based on four primary styles: Dominance, Influence, Steadiness and Conscientiousness. 

Provides insight into workplace priorities, communication preferences and sources of potential tension. Reports available for contexts and levels.

Report types available:
Workplace Profile; Productive Conflict; Sales Profile; Work of Leaders; Work of Leaders Group; Group Culture; Working Relationship Comparison; Team View
	Best suited to:
•  Personal and team development
•  Management and leadership development
•  Sales and client relationship training
•  Communication and collaboration improvement
•  Coaching and self-awareness
•  Outplacement
	Not ideally suited to:
✖ Measuring cognitive ability or reasoning
✖ Selection as a standalone instrument
✖ Assessing integrity or risk of counter-productive behaviour

✔  White Cube Consulting accredited to administer and provide feedback

	DiSCFlow
DiSCFlow International  |  Behavioural / Emotional Intelligence

	What it measures:
Combines the DiSC behavioural model with emotional intelligence (EI) to provide a richer picture of how individuals manage their emotions and relationships under pressure. 

Designed to be straightforward to understand and apply in workplace coaching and development contexts.

Report types available:
Portrait Report (DiSC only); Core Report (includes EI); Leadership Report; Sales Report
	Best suited to:
•  Personal development and self-awareness
•  Leadership and management development
•  Coaching - particularly where EI is a development focus
•  Team development
•  Outplacement
	Not ideally suited to:
✖ High-volume selection - not designed as a selection screening tool
✖ Measuring cognitive ability

✔  White Cube Consulting accredited to administer and provide feedback


A note on Emotional Intelligence measures
DiSCFlow correctly combines the DiSC behavioural model with an emotional intelligence measure. Emotional intelligence assessments are valuable developmental tools - they provide insight into how individuals recognise, manage and respond to emotions in themselves and others. However, EI measures should be used as developmental instruments and not as stand-alone selection instruments. There is limited independent evidence that EI scores, on their own, reliably predict job performance, and the construct is more useful as a framework for coaching and development conversation than as a selection filter. Always debrief EI results in a development context with a qualified practitioner.
	Adapt-G (Adaptive General Reasoning Test)
Psytech International  |  Cognitive Ability / Reasoning

	What it measures:
An adaptive general reasoning test that measures verbal, numerical and abstract reasoning ability. Questions adjust in real time to suit the candidate's level. 

Consistently one of the strongest single predictors of job performance and trainability in roles requiring high general mental ability. Most powerful when combined with personality data.

Report types available:
Standard Report (percentile score and narrative)
	Best suited to:
•  Recruitment and selection - particularly for senior, specialist or graduate-level roles
•  Talent management and high-potential identification
•  Any role where learning speed and reasoning quality are key performance predictors
	Not ideally suited to:
✖ Routine or task-based roles where reasoning ability is less critical to performance
✖ Development contexts where cognitive ability is not the focus

✔  White Cube Consulting accredited to administer and provide feedback

	Values and Motives Inventory (VMI)
Psytech International  |  Values / Motivations

	What it measures:
Profiles an individual's occupationally relevant values and motivations across three dimensions: Interpersonal (how they relate to others), Intrinsic (internal drivers) and Extrinsic (external rewards and recognition). 

Predicts the amount of energy an individual will invest in different types of work.

Report types available:
Standard Report
	Best suited to:
•  Recruitment - understanding candidate motivation and cultural fit
•  Coaching and career development
•  Outplacement and career transition
•  Engagement and retention conversations
•  Team development - understanding what energises different team members
	Not ideally suited to:
✖ Assessing cognitive ability or behavioural style
✖ Counter-productive behaviour screening

✔  White Cube Consulting accredited to administer and provide feedback




	Work Attitude Inventory (WAI)
Psytech International  |  Integrity / Work Attitudes

	What it measures:
Measures an individual's integrity and work attitudes in an occupational context.  Uses an innovative format designed to minimise response bias. Identifies the risk of counter-productive work behaviours including theft, absenteeism, aggression and dishonesty. 

Particularly valuable in roles where trust, safety and reliability are critical.

Report types available:
Standard Report
	Best suited to:
•  Recruitment and selection - particularly for roles involving trust, security or safety
•  High-volume selection processes
•  Talent management
	Not ideally suited to:
✖ Development contexts where the goal is growth rather than screening
✖ Stand-alone personality or development profiling

✔  White Cube Consulting accredited to administer and provide feedback

	SHL Management Scenarios Judgement Test
SHL Group  |  Managerial Judgement / Decision-Making

	What it measures:
Assesses an individual's ability to evaluate real-life managerial situations and choose effective responses. Measures judgement across three dimensions: Managing Objectives, Managing People and Managing Reputation. 

Can be used both for selection and to provide individual feedback on how to improve managerial decision-making.

Report types available:
Standard Narrative Report
	Best suited to:
•  Recruitment of managers and senior leaders
•  Management development - identifying judgement gaps
•  Assessment centre use alongside other instruments
•  High-potential talent identification
	Not ideally suited to:
✖ Frontline or junior roles where management judgement is not a key requirement
✖ Assessment of non-management technical skills

✔  White Cube Consulting accredited to administer and provide feedback




	16PF (16 Personality Factors)
Institute for Personality and Ability Testing (IPAT)  |  Personality

	What it measures:
A comprehensive personality questionnaire measuring 16 primary personality factors and five global factors. One of the most extensively researched personality instruments available. 

Provides a fully rounded picture of the individual across personal and professional spheres. Particularly useful for coaching, leadership development and talent identification.

Report types available:
16PF Interpretive Report; Manager Feedback Report; Management Potential Report; Career Development Report
	Best suited to:
•  Coaching and personal development
•  Leadership and talent identification
•  Career development
•  Selection in depth for senior or complex roles
	Not ideally suited to:
✖ Routine high-volume selection
✖ Team role or communication style profiling (DiSC or Belbin better suited)

✔  White Cube Consulting accredited to administer and provide feedback

	MBTI (Myers-Briggs Type Indicator)
The Myers-Briggs Company  |  Personality / Type

	What it measures:
One of the world's most widely recognised personality frameworks. Provides insight into how individuals perceive the world and make decisions, based on four preference dimensions. 

Most effective when used as a development and self-awareness tool rather than for selection. Strong track record in coaching, team development and career planning.

Report types available:
Personal Impact Report; Communication Style Report; Decision-Making Report; Career Report
	Best suited to:
•  Personal development and self-awareness
•  Coaching
•  Team development and communication
•  Career development and transition
•  Leadership development
	Not ideally suited to:
✖ Selection - MBTI is explicitly not recommended for use as a selection instrument by the publisher
✖ Measurement of cognitive ability

✔  White Cube Consulting accredited to administer and provide feedback





SECTION 05
Ethical and Legal Principles

The use of psychometric assessments carries significant ethical and legal responsibilities. The following principles apply to all psychometric use - in selection, development or any other context.
▪ In Recruitment and Selection
•  Psychometric results should always be used alongside other evidence - interview, work samples, references. They should never be the sole basis for a selection decision.
•  Assessments must be administered consistently - every candidate for the same role completes the same assessment, under the same conditions.
•  All candidates must be told that a psychometric assessment will be used, what it measures, how the results will be used and how long results will be retained.
•  Candidates with disabilities must be offered appropriate reasonable adjustments - e.g. extended time for ability tests, paper-based alternatives.
•  Results must be kept secure and treated as sensitive personal data under UK GDPR.
▪ In Development and Coaching
•  Results should be debriefed by a trained and accredited practitioner in a confidential one-to-one or facilitated group session.
•  Reports should not be circulated without the individual's knowledge and consent.
•  Results are a starting point for development conversation - not a definitive verdict on the individual.
•  Individuals should receive their own report and retain a copy.
▪ Accreditation and Qualification
Many psychometric tools require practitioners to hold a specific qualification or accreditation to administer and debrief. In the UK, the British Psychological Society (BPS) Level A and Level B qualifications (now superseded by the European Test User framework - EFPA Levels 1 and 2) are the standard benchmarks. Always confirm that anyone administering or debriefing a psychometric tool holds the appropriate accreditation for that tool.
Campbell Urquhart of White Cube Consulting holds EFPA Level 1 and Level 2 qualifications and is accredited to administer and debrief all tools listed in this guide. Contact us to discuss your requirements.

SECTION 06
AI and Assessment

Artificial intelligence tools are increasingly being used in the assessment and selection process - from AI-powered CV screening to automated video interview analysis. This section sets out what HR professionals and managers need to understand before adopting any AI-assisted assessment approach.
▪ AI-Assisted Screening
AI screening tools can significantly reduce the administrative burden of high-volume recruitment by sifting CVs, ranking applications or analysing candidate responses. At their best they speed up the process and free up recruiter time for higher-value assessment. However, they are tools that require design, governance and oversight - not a substitute for expert human judgement.
•  AI screening tools should be used to support the process, not to make selection decisions - a human must review AI-generated rankings or shortlists before candidates are progressed or rejected.
•  Not all AI screening tools are psychometric instruments. Many commercial AI tools have not been independently validated against job performance. Understand what the tool actually measures before adopting it.
•  AI screening should be transparent: candidates should be informed if AI tools are being used in the assessment process, what data is being analysed, and how decisions are made.
▪ Human Oversight
Every AI-assisted assessment process requires meaningful human review at the decision points that matter. This is not just an ethical requirement - it is increasingly a legal one, particularly under UK data protection law and emerging AI regulation.
•  No candidate should be rejected or progressed solely on the basis of an AI output. A qualified and accountable person must review the evidence and make or confirm the decision.
•  Recruiters and HR professionals using AI tools must understand how they work well enough to challenge the output. “Black box” systems that cannot explain their ranking logic are a governance risk.
•  Organisations should document how AI tools are used in the selection process, who is accountable for human review, and how decisions can be challenged by candidates.
▪ Bias Risks
AI systems learn from historical data. If that data reflects historical bias - in who was hired, promoted or rated highly - the AI will replicate and potentially amplify that bias. This is one of the most significant risks in AI-assisted assessment.
•  AI screening tools trained on historical hiring data from a non-diverse workforce will tend to disadvantage candidates who look different from historical hires - by gender, ethnicity, disability, age or background.
•  Automated video analysis tools that assess tone, expression or language patterns carry particular bias risk and have been shown to disadvantage candidates with accents, facial differences or neurodivergent presentation.
•  Regularly audit AI screening outcomes for adverse impact across protected characteristic groups. If one group is consistently being screened out at a higher rate, investigate before continuing to use the tool.
•  Equality Act 2010 obligations apply in full - AI-assisted decisions are not protected from discrimination claims. The organisation - not the AI tool - carries legal responsibility for its selection decisions.
▪ Validation Requirements
A psychometric instrument - whether AI-powered or traditional - is only appropriate for use if it has been properly validated. Validation is not a nice-to-have: it is what distinguishes a reliable, defensible instrument from an expensive piece of software.
•  A validated psychometric tool has evidence that it reliably measures what it claims to measure (validity) and produces consistent results across administrations (reliability). Ask any AI screening vendor to provide independent validation evidence before adopting their tool.
•  Validation must be relevant to the context in which the tool is being used - a tool validated for a US technology workforce may not be valid for a UK engineering team.
•  UK and European standards (BPS and EFPA test user competencies; ISO 10667 on assessment procedures) apply to AI-assisted assessment in the same way as traditional tools. Compliance is not optional.
•  Assessment tools should be reviewed and re-validated periodically - particularly after significant changes to the workforce, role requirements or the business context.

White Cube Consulting and AI in Assessment
White Cube Consulting does not use AI tools to make, replace or significantly influence assessment or selection decisions. All psychometric assessments are administered, scored and debriefed by qualified, accredited practitioners. Where AI tools are used in client processes, we recommend and apply the governance principles set out above. Contact us if you need guidance on reviewing or governing AI-assisted assessment in your organisation.
▪ Appendix - Common Assessment Mistakes
Even experienced HR professionals and managers make mistakes with psychometric assessments. The errors below are the most common, the most costly and the most avoidable. This page serves as a final checklist before any assessment process is launched.
❌ Using personality tests as the sole basis for a selection decision
Personality tools provide useful data but must always be used alongside other evidence - a structured interview, work samples or a reasoning test. No candidate should be rejected or appointed on the basis of a personality profile alone. This is both poor assessment practice and a potential source of legal challenge.
❌ Using a development tool for recruitment
Many widely-used tools - including MBTI and DiSCFlow in their standard forms - are explicitly not recommended for selection by their publishers. Using them in recruitment without specialist design and legal advice creates validity problems and discrimination risk.
❌ Failing to debrief participants
Issuing a psychometric report without a skilled, confidential one-to-one debrief is one of the most common and most harmful errors in the field. Without a debrief, the report is at best unhelpful and at worst actively distressing. Every participant deserves a qualified debrief.
❌ Treating psychometric reports as absolute truth
A psychometric report is a snapshot of self-reported data at a point in time. It reflects tendencies, not certainties. Profiles can change with context, role and life experience. The report is a starting point for a development conversation - not a definitive verdict on who someone is.


❌ Ignoring reasonable adjustments
Candidates with disabilities have a legal right to reasonable adjustments to the assessment process under the Equality Act 2010. Extended time for ability tests, paper-based alternatives and other adjustments must be offered proactively and applied consistently.
❌ Using unvalidated AI tools as assessment instruments
AI-assisted screening and CV ranking tools are not psychometric instruments unless they have been independently validated against job performance. Using them as if they were - without validation evidence, human oversight and bias auditing - creates legal risk, perpetuates historic bias and produces less accurate selection decisions than validated tools.
White Cube Consulting is always willing to review a planned assessment process before launch. If you are uncertain whether your approach is appropriate, valid and legally compliant - speak to us before you start, not after.
For a no-obligation discussion about which psychometric tools are right for your needs - including sample reports, volume pricing and accreditation options - contact Campbell Urquhart at:
Email: campbell@whitecubeconsulting.com   |   Tel: 01224 531524   |   Mobile: 07932 711643
www.whitecubeconsulting.com
White Cube Consulting Limited  |  HR, Training and Recruitment Consultancy
431 Union Street, The Capitol, Aberdeen, AB11 6DA  |  01224 531524  |  hello@whitecubeconsulting.com  |  www.whitecubeconsulting.com
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