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match 65

Match 6.5 is an online behavioral questionnaire which
uses the power and validity of the Saville Assessment
Wave model to understand a candidate’s suitability
for a specific role in just 6.5 minutes

MATCH 65
} Powers a single behavioral fit score for job screening
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Please indicate to what extent you agree with each of the following statements.
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} Uses the most predictive items from the Wave
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Available reporting options:
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Key Technical Attributes

Reliability
Minutes Validity
Wave
Behaviors
Short completion time Combined into one Meta-analysis of Alternate form reliability
powerful Role Fit score criterion-related validity


Presenter Notes
Presentation Notes
Our mission is to positively impact the world of work by helping organizations and their people understand themselves better. Our assessments elicit unique people insights, helping them open the door to achieving their full potential and being successful in the workplace. We achieve this through four main client values: science, security, service, and skill.

Science – Doing Things Differently with Products You Can Trust 
We put science at the heart of what we do. Our assessments have been developed through extensive research into workplace performance and potential by the industry’s leading psychometricians. We are proud to set the market standard for validity, helping our clients to confidently identify the right people for the right roles. 
Add point : We are committed to complying with global standards, including International Test Commission, British Psychological Society and European Federation of Psychologists’ Associations guidelines, in relation to all aspects of testing standards and the use of tests by our clients. �

Security – Doing Things Differently with Technology You Can Trust 
Your data security is our top priority. All of our data centers are ISO 27001 certified and our Oasys platform is recognized for being built on a solid tech stack, regularly tested for fast performance and high resilience. Our clients and their candidates know they are using a platform they can rely on and that their data is safe and secure. 

Service – Doing Things Differently with Support You Can Trust 
We match the quality of our assessments with quality care and support. Our client and candidate support team are renowned for their exceptional service, responding to all support queries within two hours. We elevate the candidate experience for our clients with a personal touch. 
Add point : All of our client-facing consultancy team - whether they are involved in sales, account management, or both - has an academic background in Occupational Psychology. So, whenever you call you will reach someone who knows what they're talking about. 

Skill – Doing Things Differently with Experts You Can Trust 
We value the field of business psychology. Our clients don’t have to settle for less than an expert and have unrivaled access to our team of occupational psychologists. Our clients get better results by speaking to a team who understands what is important. 



Validity in Forecasting Work Performance
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*Match 6.5 validity based on meta-analysis (k=18, N=1,792) of Role Fit scores created for different roles and organizations in forecasting different performance criteria.
Remaining assessment validities based on forecasting independent ratings of overall work performance (N=308). All validities adjusted for criterion unreliability.
OPQ refers to OPQ version 32i, NEO refers to version NEO-PI-R, 16PF refers to version 16PF-5.


Presenter Notes
Presentation Notes
Saville Assessment have been innovating how organizations Hire, Build and Lead their talent since 2004. 


Average Reliability

Alternate Form Test-retest
.83 .76
Invited Access vs Six-month interval
Supervised Access between completions
N=504 (N=214)

Reliability data is derived from Wave Focus Styles talent items



International Gender Group Differences

Average sten scores of Female and Male groups taken from a sample of international individual contributors N=11,869
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Only small effects found, no moderate or large effects found between the groups using Cohen’s d



International Ethnicity Group Differences

Average sten scores of White, Black and Asian groups taken from a sample of international individual contributors N=8,766
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Only small effects found, no moderate or large effects found between the groups using Cohen’s d



International Age Group Differences

Average sten scores of Under 40 and Over 40 groups taken from a sample of international individual contributors N=11,351
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Only small effects found, no moderate or large effects found between the groups using Cohen’s d



Using Match 6.5 in a Multi-Assessment
Approach

Assess a candidate's full potential by combining Match 6.5 with aptitude or situational judgment

match 65 L aptitude Situations SJTs

: : I Measure understanding of what is
Target the behaviours needed for Powerfully predict performance the right thing to do across job

effective performance in a specific role based on cognitive ability relevant situations

Maximize validity through combining separate measures of role-critical
constructs

Meta-analysis of
criterion-related

Increase fairness in selection through minimizing the potential for
adverse impact

Validity validity for Match
Enable easy, objective and efficient decision making with a single 6.5 + Situations
Combined Role Fit Score SJTs

} Respect candidate time with a shorter assessment experience
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