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Association of Energy Engineers Certification 
qualification programmes are now presented 
in Zambia, Egypt, Kenya, Zimbabwe and 

Uganda. Africa has over a 1000 active certified 
energy professionals of the over 17  500 in the 
world and the numbers are set to grow even 
more. The Energy Training Foundation (EnTF) is the 
AEE training provider for most of these regions, and 
invigilates the AEE international examinations for 
most of the continent. It also facilitates certification 
applications and renewal applications for its 
International Certification Body, the AEE.

The Kenyan AEE chapter and the Kenya 
Association of Manufacturers (KAM) are two of the 
more active propellers in Africa for qualifications. 
Recently Zimbabwe and Uganda have also hosted 
such qualification programmes and Egypt and Zambia 
have now joined the drive.

Egypt will host a CEM® training and examination 
session in May this year, with Zambia and Kenya 
going all out and hosting all the AEE qualifications 
during 2017. More information about the training 
programmes can be found on the website.
Enquiries: www.energytrainingfoundation.co.za
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PSYCHOMETRIC ASSESSMENTS IN THE SELECTION OF EMPLOYEES  
WHEN I started my career as an artisan, it was common practice for 
companies wishing to employ apprentices to begin by conducting ap-
titude tests on all prospective candidates. This practice seems to have 
fallen by the wayside, which is a pity because an aptitude test ascer-
tains whether or not someone has an aptitude for their chosen career 
– and, indeed, it can prevent a misguided career choice.

So, how can an employer ensure that the best person is 
selected when a great many applicants respond to a job vacancy? 
An informed decision can be made by using a psychometric 
assessment, which is based on the characteristics and abilities 
required for the position as determined by the employer, so that 
the applicant who best meets the job requirements is identified. 
The assessment provides information about various factors such 
as problem solving skills, reasoning abilities and personality 
characteristics, allowing comparisons between applicants to be 
made. Additionally, an applicant’s strengths and 
developmental areas can be identified and the 
assessment can be used to predict how successful 
a person could be in a specific position. 

Different assessments are intended to measure 
different factors and should be in line with the 
requirements of specific positions. This allows 
potential performance and job satisfaction to be 
evaluated relevant to the target position.   

Various aspects of the assessment process 
need to be considered, such as cost and time, as 
well as appropriateness of the assessments. If 
the assessments are intended to be used for job 
applicant selection, they must be registered with 
the Health Professions Council of South Africa 
(HPCSA) in order to comply with the regulations 
on psychometric assessments set out by the 
Employment Equity Act. 

The applicant being assessed could expect to be 
tested on factors such as the following:
Intelligence and ability: Typically these tests are used 
to measure cognitive or intellectual ability. They can 
involve aspects such as pattern recognition, problem 
solving and reasoning abilities.
Personality: Personality is commonly believed to 
lead people to act in a consistent and predictable 
manner. This can be used to gain insight into how 
candidates will behave in the workplace, whether they 
are inclined to abide by organisational rules and how 
they are likely to interact with others.  
Aptitude: These assessments measure inherent 
abilities, which are often related to skills required for a 
particular job. Examples of abilities assessed include 
mechanical insight, numerical skills, comprehension 
and visual-spatial reasoning. 
Interests: Interest tests are used to gain insight to 
a person’s interests and preferences. If a person has 
interests and preferences that have been found to be 
common amongst people in a specific job, then it is 
likely they will gain job satisfaction in that job field. 

The advantages of psychometric assessments include:

• Assessments can be used to predict job performance and 
satisfaction. 

• Interviewing candidates can only provide a limited amount of 
information whereas assessments help to provide a deeper 
insight into a person. 

• Strengths and weaknesses can be identified, which is useful 
when hiring or developing employees. 

• They provide an objective means of viewing a person.
• They can used to be determine if a candidate is the right fit for 

a job.
• Hiring the right person for a job is likely to increase the 

productivity of the company
The disadvantages of psychometric assessments are: 
• Assessments can be costly and time consuming. 
• Assessments may provoke anxiety for the candidate and the 

effects of that need to be taken into account.
• Cultural and language differences need to be taken into 

consideration during the assessment process.  
Every workplace has a unique atmosphere in terms of physical and 
cultural characteristics so identifying an individual’s interests, abilities 
and personality characteristics can help determine whether or not 
he or she is a good fit for a specific job and for a particular work 
environment. This can aid in increasing the likelihood of good job 
performance and job satisfaction. 

To keep in line with modern trends, the P & T Technology 
competency training institute has employed an in-house registered 
psychometrist who conducts psychometric assessments to assist 
employers in making the correct choices when employing new 
staff members. Drop us an email on info@psyas.co.za or visit the 
webpage for more information about this service www.psyas.co.za. 
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