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industriousness, which encompass other traits could be included. The creation of one

unified personality theory reduces the need for using various personality tests and

increasing the validity, reliability and utility of the Big Five measures (Pervin et al.,

2005).

Personality tests, when employed during the job application process, have proven

utility (e.g., Barrick, Parks & Mount, 2005) for the purpose of helping employers choose

the best candidate from among the people who have applied. Personality tests can help

weed out candidates that might cost companies money due to legal actions, such as drug

use, harassment, and emotional disorders (Stabile, 2002). When these types of applicants

are not chosen for the job, the employer not only avoids losing money in legal fees but

also saves money in training and processing fees due to a reduced turnover rate (Stabile,

2002). To replace an employee making 30,000 and benefits, it could cost the company up

to 45,000 dollars (Stabile, 2002).

Personality tests also allow employers to test a candidate to see if they have

certain traits that would be ideal for the job. For example, when a candidate applies for an

accountant job, an employer could use a test to choose a candidate high in, for example,

conscientiousness, which likely would be a desirable quality in an accountant. Finding

applicants that have high emotional intelligence might be beneficial to employers because

such applicants can likely read and adapt to situations more quickly and appropriately

(Snell, Sydell, & Lueke, 1999).

All of the candidates might have similar training and work experience that would

allow them to complete the tasks of the job, however, the personality of some candidates

might help employers identify candidate that could potentially excel at the position.
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Stabile (2002) argues that checking an applicant's reference does not provide adequate

information to make these distinctions. Prior employers may not provide adequate

information about candidates' downfalls because they might fear being charged with

defamation if they provide negative information about an individual (Stabile, 2002).

Personality tests can give the employer information that previous employers will not

provide about a perspective employee.

Problems

Although personality tests can detect the downfalls of candidates that

applications' resumes, and references do not, recent research demonstrates there is reason

to question the validity of personality tests. It has been found that applicants can fake

their responses on personality tests (e.g., Martin, Bowen, Hunt, 2002; Tett, Freund,

Christiansen, Fox, & Coaster, 2012). Applicants that successfully fake personality tests

appear to be more qualified then they would answering the test honestly. When an

applicant fakes a personality test, the applicant could be chosen for the job rather than

another applicant who might actually be a better fit for the job. Faking on a personality

test is defined as responding in untruthful ways to present one's personality as more

similar to the personality that one believes management would find ideal for a given

position (Martin et al., 2002). This definition of faking makes the process of fabricating a

personality as simple as circling different answers on a test, however, the rate of changing

answers varies from applicant to applicant based on many factors (Snell et aI., 1999).

Theory of Faking

To better understand how each individual might fabricate answers on a

personality test, Snell et al. (1999) proposes a model of applicant faking (see Figure I). In


