RECOMIENDATIONS FOR PERSONNEL SELECTION IN INDIA BASED
ON THE BRITISI SELECTION METHODS IN THE CIVIL
SERVICE AND INDUSTRY?

By RIEA §. DAS
Indian Siatistical Inatitute, Calcutta

SuNstary
Selection procedures of the Civil Scrvice awl industry in Britain aro reviewed. Two
main types of procedure, paper sl peneil tests and aclection boards, are described in somo
detail, and validity data aro presented where available.  Critical observations on these pro.
cedurca, their use and implications, are ulso dotailed. The pussible application, end sug-
gested areas of modification, of these procedures for use in India follows tho British survey,
Somo current work utilizing theso procedures is bricly indicated.

PERSONNEL SELECTION METUODS

This report is basod on interviows with leading British psychologists and on & survey
of tho research litoraturo publisbed from 1930 to 1956.

In Groat Britain, as elsewhero, the primary objoective of p 1 sclection is to
predict from a fiold of applicants for & position, *thoss applicants who will be most
successful in the position. Tho task of prediction is qualificd by considerations of
economy, bothof time and moncy. It is nccessary, therefore, to devise methods for
btaining an amount of inf with mini time and cost.

Thero are two types of p
in the Civil Scrvice and in induatry :

1) paper and pencil tests of abilitics,

2) sclection boards.

In hensi Jecti 23 for the Administrative Class of tho

P prog
Civil Service, both of theso types are utilized. Depending on the nature of the job,
however, usually ono or tho other type will be chosen. Considerations relevant to the

choice of type will be presented later in this report.

ly in use in Britain, both

Paper and Pencil tests :  Paper and pencil teats of ability have found wide use in the
Civil Service and havo also been used ly in industrial eel by the National
Institute of Industrial Paychology (NIIP). Tho design and content of soveral batterics of
such tests will illustrate their general make-up. The basio test battery of the Civil Service
for the Adiinistrative Class sclection consists of tho following tests : NIID test 70/1 for
non-verbal intelligence; 8 vorbal facility test; Babington Smith's advanced verbal intelligence
test; and various versions of s test of gencral inforwation, dealing chicfly with current afairs
{Vernon, 1950). At other levels of tho Civil Service, non-administrative in nature, paper
and pencil tests aro also used. The general pattern of theso tests only can bo given for sccurity
reasons. A specific test battery, consisting of & varicty of teats, has boen developed for each
of the different grades of the Civil Service. Whilo some tests are similar for sll grades, others
are specifio to & pacticular geade. Thoso tests which are similar in all grades includo verbal
and non-verbal intelligence and arithmetic, and differ only in level of complexity with respeet

1 This roport is basod on & survoy conduslod in Greot Britain by the avthor as & Roscarch Fellow
of the Indian Statistical Lassitute.
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to the grade, Tho verbal intelligenco tests include verbal analogics, grammar and verbal
comprehension; the non-verbal intelligence tests include pictorial or dingrammatic materials
presonted in problem form; the arithmetio tests are of the customary typo. Examples of
tests spocifio for & particular grado include tho clerical tests for the clerical grades and geo-
graphy tosts for Post Office Counter Clerks. Further tests used in tho Ministry of Labour
bave Leen dovelopod by peychologists at Birkbeck College in London, The content of these
tests cannot be published for sccurity reasons, however tho tests havo been modelled after
the Admiralty Tests, doscribed by Vornon and Parry (1940). Tho Admiralty battery
consisted of the Shiploy abstractions (Shipley and Burlingamo, 1041), the Bennett Mecha.
nical Comprehicnsion Test (Bennett, 1048), Ravon’s Progressive Matrices (Raven, 1038), the
NIIP Squares Tost, s simplo arithmotic test, a test of mathematical knowledgo, and o test
of hanical and olootrical ledgo. Tho last threo tests wore dovised by the Admi-
ralty psychologista.

Sevoral diffuront test battorics have been doveloped for and used by industry. The
factory operatives scloction battery for the Rowntrees Cocoa Works includes the following

tests: an English achi test; an arithmetio achi test; intolligenco tests of the
abstraction type; and performance mu designed for uso in the factory (Portous, 1950).
Usaof NIIP tests in industrisl is di d by Castloand Garforth (1951) and

}hndyunlo and Duncnn (1954). NIIP has dovelopod tho following tests for use in industrial
and | guid Group Test (GT) 20, ““Accuracy in checking names and
numbors”; GT 25 “Apmndo for general clerical work™; GT 33, 36, and 90A, verbal intel-
ligence tests for dnﬂ‘cront age groups; GT 70f1 and 70/23, non-verbal intolligenco testa; GT
81, Squares, and Form Relations, space perception tests; and the Vincent Models Tests, &
mechanical aptitude test.
Published validitics for the Civil Service and industrial tests, the nature of the vali.
dation criterion and test population, and the signifi of the coeffi not 1 for
restriction of range are summarized in Tablo 1.

TABLE 1, VALIDITY OF SELECTION TESTS

teat Dame N r P 71 nature of eritorion  nature of sample  reforonce
NUPGT 70/l 202 —.000 ~— ~.042 supervisor's rati edministrative Voron
4 two yoars marm" clase, civil sorvios  (1950)
soloction
verbal facility 149 172 08 -223 suporvisor's ratings  administrative Vernon
two yoars aftor ¢lass, civil sorvice  {1050)
solootion
B. Bmith 159 .08 — +240  wupervisor's ratings i i Vemva
sdvanced two yoars sfier olass, oivil srvice  (1080)
verbal woloction
intelligence.
NIIP GT @ 88 .0l  — managor's nh'.ngl footory supervisors  Castle snd
33 & 70123 two yoars after Garforth
lolocuon {1051)
NTIP GT “ 81 0l - von!  factory suy d
33 & 70/23 four yoars afler and
solootion Dunean
{1054)
gonoral 202 030 - =140 isor'a retings dminis Veinon
information t:o Ly‘mn aftor oloss, eivil servics  (1950)
sclostion

1 Corroctod for restriotion of range by Vernon (1050).
2 Composite critorion based on managor's assessmonts and incidonce of promotion.
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Tho reported correlations for the Civil Servico Administrative Class samplo are
consistently low, These values may bo attributed to two factors : first, the highly homo-
geaeous nature of tho samplo with reapect to intellectual performance; and sceond, the
collection of validation dats on the successful candidates solely. The effect of theso two
factors would be to restrict variability, and hence to reduce the correlation coefficient. The
higher corrclations for the industrial samples reported in Tablo 1 may be due to the greater
heterogonoity of tho test samplo with respect to the tested ch istics. Readers i d
in the corrections for restricted varinbility, or restriction of range, are referred to Gulliksen
(1950).

On a thoorotical level, the tests described above edhers to Spearman’s concept of
‘g" or general intelligenco, which means that intelligence is treated as a unitary phenomenon
rather than isting of multiplo abilitics Anastasi, 1054). In particular this is truo of the
Civil Sorvico intelligence tests and the NIIP intellizence tests used in industrial selection,
At the operational lovel, the addition of other tests to the selection batterics, such as mecha.
nical h and clerical aptitude, indi of intelligenco as conaiating
of multiple abilities. This contradiction that exists between the theoretical and operational
lovels shoulil bo resolved by empirical rescarch on tests in relation to job performance. The
resulting information would possibly enhance the predictive value of the sclection tests in
the Civil Servicoand in industry,

Another general charactoristic of the test batteries described above is that they
show little departure from the common pattern, i.e., verbal and nonverbal tests of intelligence,
arithmetic tests, and scveral specific ability tests. In the field of sclection, it may also bo
noted that there have been relatively few published reports of the validity of the various
tests. Finally, it should be observed that the majority of the selection material used in
Britain comes from three sources : the British forces (Vernon and Parry, 1049); the Civil
Service (Wilson, 1848; Vernon, 1950); and NIIP (Castle and Garforth, 1951).

Selection Boards : Tho second major type of selection procedure, selection boards,
waa pioncered in Britain by the military forces’ War Office Sclection Boards (Vernon and
Parry, 1949). Seclection boards were later adopted by the Civil Servico and NIIP, This
method is gencrally known as a “new-typo sclection board” or Civil Service Selection Board
{CISSB). Thoe sclection board can be most pletely il ted by ref to the CISSB
procedure (Civil Service Commissioners, 1951; Vernon, 1950; Wilson, 1948).

“CISSB" is actually the second stage in Method II of tho Normal Open Competitions
for the Administrative Class and Foreign Service of tho British Civil Secvice (Civil Servico
Commissioners, 1051), and consists of  scries of tests and interviews requiring two to threo
days. . The testa are divided into two classes, “psychological tests” and “‘analogous tests”,
The “paychological tests” include tests of ability and personality with the ability tests atre-
ssing verbal and reasoning facility, and the p lity tests ing motivation,
and personal history. “‘Analogous tests” aro designed to bo comparablo to situations which
succesaful candidates will have to faco in tho Civil Sorvice. Two of theso tests aro based
upon # lengthy dossicr describing an imaginary problem, o & scmng up an atomic reactor
station in & bypothetical town, or g jon from somo area in
England to Australia. In tho first annlogous (ca'. candidates are required to write on &
question of policy or principlo after careful atudy of the dossicr. In the second analogous
teat, ovory candidate is allotted & special policy problem related to the dossicr, which he e
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chairman must present to the i (the other did and lead the coromittes to
a solution of the problem. Oral and written cxcreises on general problems relovant to the
Civil Servant complete tho analogous tests.  Three Interviews in addition te the written and
oral testa complete tho schedulo of the CISSB boanl. The fiest Interview is a viva or oral
examination of intellectual performance, conducted by ono of the stafl members; the
socond interview is a personality oriented interviow, conducted by tho paychologist ; and
tho third interview is & general interview in tho traditional manner by a thind member
of the ataff. Theso threo stalT memhers, making up tho Directing Staff, asscse each
candilate in the written and oral analogous exercises and in interview,

Industrial use of CISSB typo sclection boards s reported by NTIP inveatigators
(Fraser, 1930; Castlo and Garforth, 1931) and the industrinl firm “lowntrecs” (Higham,
1932). In these reports, the sclection boards are referred to as “new-typo” sclection boards.
Between 1045 and 1950, about fifty of these sclection boards had been carried out for indus-
trial appointments by NIIP (Fraser, 1930). The majority of theso sclection boards were
concerned with managerial psitions or management trainces, but some were also concerned
with sales, supervisory, and professional appointments. The NIIP procedure includes tests,
interviows, and analogous excrcises (Castlo and Garforth, 1951; Fraser, 1950; Handyside
and Duncan, 1954). Choico of paper and pencil tests was usually made from the NIIP
collectinn, previously listed. Two interviowa wero included in the board procedure, one by
the psychologist, and one by tho cntiro board atafl. Analogous excreises utilized concrcte
industrial problems which were similar to thoso succeasful candidates would face in the
job. NTIP considers the psychologist's interview to ho the focal point of the sclection
board : it outlines the main lehaviour patterns, while tho nnalogous tests confirm theso
patterns, and tho paper and pencil tests indicate the limits to which a candidate moy be
expected to develop (Fraser, 1950).

Industrial application of sclection boards is also illustrated by Rowntrces Cocoa
Works (Higham, 1952). Tests, interviews, and analogous probelns again make up the
board schedule, which is gencrally used in sclection of saleamen, although it is also used for
depot managers, traineo overlookers, and other posts. Analogous problems, performed in
. group situation, provide information on the ability of candidates to handlo ideas, their

&3 group 1 and their reactions to stress, Theso analogous problems
aro designed to be complex in nature and to admit of various solutions, and are discussed
in & general group discussion as well as committco type situation with cach candidate acting
aa chairman in tum,

Three components in the sclection boards are found in common in the abovo roports:
the uro of tests of ability and other charactcristica; two or more interviows; and exercises
snalogous to the job task, partially or completely performed in a group situation. Validi-
tics for the test, interviow, and log exerciso p of the selection board, and
the validity of the total aclection board, are reported by somo investigators, and aro summa-
rized in Table 2. The significance of the validity cocfficients, naturo of tho criterion and
test population are also summarized in Tablo 2.

Reviow of Tablo 2 shows relatisely higher saliditica than those reported in Tablo 1.
Itie possible that this general difference is duo to the pooling of more than ono test in
Table 2 baving the effoct of increasing reliability which in turn increascs the validity
coefficient.  All the coofficionts roported in Table 2 differed significantly from zero at the
.01 point of confidence.
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TADLE 2. VALIDITY OF SELECTION BOARDS
procedure N 2 P nature of eriterion naturo of sample  reforenco
tosta 18 .01 awporvisor'wrutings  adminlstrative Vernon
two yoars sflor elwa, civil sorvico {1050)
meloction

kT .59 .01 munnger's ralings foctory suporvisors Caatlo nad
two yoars aftor Garforth
wcloction {1951y

“ 81 .01  rompouite critoriont factory supervisors Handyside
four yosrs after and
aclection Duncan

11034)
intorvicws 202 487 .01 supervisor's ratinge administrativo Yomon
two years afler class, civil service 11950)
sclection

“ .60 .0l  mansger's mtings factory suporvisors Castlo and
two years after Gnarforth
salection {1951)

“ s .01  compositocritoriont  factory supervisors  Handyaide
four years afier and
seloction Duncan

{1954)
analogous tosts 202 BRI .01 wupervisor's ratings adminisiralive Vemnon
two years aftor claas, civil {1950)
meloction sorvico

+H .83 .01  manngor’s ratings faetory supervisors Caatla and
two years after Garforth
scloction {1051)

28 .58t —3  compoaito crilerion factory supervisors Handynide
four yoars afior ond
woloction Duncan

1054)
total procedure 202 505 .01 supervisor's ratingy administrative Yemon
two yoars after clnsa, civil (1950)

solootion sorvico

“ .08 .01  manngoee's eatings factory supervisors Castlo and
two yoars alter Garforth
soloction (1951)

4 .65 .01  componite critorion? factory supervisors Hendysido
four yours aftor and
solootion Duncen

(1034)

1 Composita eriterion made up of managor's ratings and incidence of promotion,

3 Corrocted for salootivity. -

2 Uncorrootod coofficiont not given for dotermining signiBicance,
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The relative value of tho coofficicnte reported in Tablo 2 is mado moro meaingful
in terms of d by refc to Tablo 3, which summarizes data from Castle
and Gorforth (1951) nnd Handyside and Duncan (1954). In theso two studics, aystematio.
or cxperimental soloction was compared with tho customary or control method of sclecting
supervisors in a large heavy engincering firm in Scotland.  All men solected by either pro-
ceduro were advanced to supervisory posts, permitting later comparison of the two methods.
The superior prediction of the experimental proceduro over the control procedure, in terms
of the corrclation with the ecriteria, is evident.

TADLE 3. EXPERDIENTAL COMPARISON OF BELECTION PROCEDURES

corrolation of oriterion with
eriterion N reforonce
eontro] procedure  exporimontal procedure

managoer's matings two years “ .23 .68 Caatls and
aftor soloction Garforth (1951)
ccomposite ¢criterion? four yoars “ .18 .85 Handyside
after soloction and Duncan
(1954)

1 Composite criterion dorived from maaager's ratings and incidence of promotion.

Recent work in British personnel sclection has been reviewed above, in terms of
major types of procedures, and with special attention to validity data, It is now pertinent
to consider how and where such procedures may be applied in India. The following
points are to bo discussed :

1) areas for which each type of proceduroe is suited;

2) modifications desirable for their application in India;

3) current use of such techniques.

It will be recalled that in the British Civil Service, only paper and pencil tests were
used for sclection of dministrative grades, while selection boards wero limited to
selection of administrative grades. It is presumed that tho basic reason for this proctice
Jies in economy, both of timo and money. The sclection boards are more expensive in
terms of theso factors than tho papoer and pencil tests alono, and henco must be used only
whero this greater cost is justified. The assumption of CISSB is that & person who ulti-
matcly fails in his job at the administrative level is moro costly than the insurance money
spent in the more detailed and sclection proced Hence, ions of
long run economy are operating even in this caso, In the case of tho non-administrative
clmu. the greater replaceability of failures leads to the choica of less expensive sclection

Theso iderations would appear to bo applicable also in India. For the
mnlonly of posts, especially with a job acarcity and large labour market, tho moro economical
procedures would be most practical. With higher level posts, of administrative, policy-
moking character, moro dotailed solection methods may be desirable. Where factors of
group cooporation, porsonal contact, and leadership are important, as in the village develop~
ment schemea, the more claborate sclection boards may also bo of value.

Inh I

Tho question noxt ariscs as to how theso procedures should be modified to suit
1ndian conditions. With respect to paper and poncil tosts, and teats uscd in selection. boards,
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validation of tho tests in India is of primary importanco. Language factors and items with
cultural connotations should be altered, whero forcign tests aro used, to bo more under.

lable to the test pop In addition to theso factors, investigators in India may
benofit by roviowing British cfforts, and dovelop efficient batterics of teats which agreo at both
theoretical and empirical lovels.. These batterics should be based on thorough job analyeis,
which will improvo prediction of persons who will ultimately be successful in the job
(Stevonson, 1951), Interviow procedures, alroady in wide uso, do not requiro modifieation in
terms of cultural context; thoy may benofit, however, from the application of a standard
mothod of organization and niark proceduro. This will permit quantification of hitherto
purely subjective factors, will assist in tho judgmental process, and permit later analysis of
reliability and validity. Work in this direction is reported by tho Psychological Research
Wing of the Defence Scicace Organization, Ministry of Defence (1933). The analogous
tosts do not require cultural modification : tho only requisite is that the tasks chosen bo
portinont to jobs successful candidates will undertake, Asscssment of performance on
thoso taska will also boncfit from the uso of a mark proceduro, which can be standardized
and validated, Fund lly, the ful uso of paper and pencil tests and selection
boards depends ori caroful analysis of tho job and caroful construction of tests for maximum
prediction.

The licati of tho sclecti d and suggested modifications have
boen dmnbed lbove. Theso techniques, in & mOdlﬁed form, are currcntly being studied in
actual job sclection in the Indian Statistical Insti For i 2
battery of sptitudo and pcrl‘ormance tests has been combined with a a!nndndnzed lntcr\'lc\\
procedure permitting q For more hnical special
examinations. are administered llong with standardized interviews and group discussion,
Studics reporting tho use of hoth tests and selection boards in the Indian Services havebeen

blished in Sankhyd (Paychological Rescarch Wing, 1053; Sharma, 1053).

CoXcLUSIONS

Both typea of selection procedure currently used in Great Britain have applicability

in Indm. Tho paper and pencil test battery is recommended for economy, and for non-
3 ! sclecti The sel board is ded where policy-
making, lcadmhlp, personal contact and group cooperation are important. Starting with
careful job analyais, these !cchmquu mey bo modified to achiove greater cultura] meaning

and to provido more q

INTERVIEWS

The following leading psychologiats in Great Britain were interviowed in connection
with this survey : Professor John Cohen, Manchester University; Professor Lee J. Cronbach,
Sciontific Liason OfBcer, United States Navy; Mr. David C. Duncan, National Institute
of Industrial Paychology; Profossor ans J. Eysenck, Instituto of Paychiatry, University
of London; Mr, W. D. Fi Nufield R h Unit, Insti of Psychiatry, University
of London; Mr, John D. Handysido, National Institute of Industrial Psychology; Mr. K.
A. G. Murray, Chairman, Civil Servico Sclection Board; Mr, A. K. Rico, Tavistock Instituto
of Human Rolations; Mr. Alec Rodger, Editor of “Oceup 1 Psychology”, Birkbeck
College; Professor Rogor W. Russell, University Collego, London; Miss Margaret S. Stevenson,
Roscarch Paychologiat, Civil Servico Commission; and Professor Philip E. Vornon, Inatitute
of Education, University of London,
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