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Types of Validity Calculations in the Diagnostic Job-Fit Context  

Validity shows how well a diagnostic procedure actually predicts job fit and performance. In 
person-job-fit diagnostics (e.g., PEP, tests, interviews, assessment centers), it is demonstrated 
through various types of evidence according to AERA and UGESP standards. The foundation consists 
of statistical relationships (correlation coefficients) between test scores and job criteria; values 
above r > 0.30 are considered practically relevant. 

Main Types of Validity  

1. Kriteriumsbezogene Validität 
Misst den Zusammenhang zwischen Testergebnissen und realer Job-Leistung. 

 Predictive Validity: Test administered before hiring, performance measured after 6–18 
months. This provides the strongest predictive power (r ≈ 0.4–0.5) and is regarded as the 
most legally robust evidence. 

 Concurrent Validity: Test and performance data collected simultaneously from current 
employees — faster to obtain, but less prognostic. 

2. Content-Related Validity 
Evaluates whether the test tasks represent the job content. Based on job analyses and expert ratings 
(Content Validity Ratio > 0.7). Important for occupation-specific diagnostics. 

3. Construct-Related Validity 
Examines whether a procedure measures the intended theoretical construct (e.g., job fit, resilience, 
motivation). Demonstrated through factor analyses or regression models (r ≈ 0.2–0.4). Subtypes:   

Convergent Validity  — correlation with similar tests (e.g., PEP and Big Five).   

Discriminant Validity  — differentiation from dissimilar characteristics.   

Incremental Validity  — additional explanatory value beyond other predictors. 

4. Face Validity 
Subjective impression of whether a test “appears meaningful.” Not a statistical measure, but important 
for acceptance and candidate experience. 

Significance and Ranking  

A solid validation combines all types into an overall demonstration of construct validity. In the practical 
job-fit context, the following ranking emerges based on predictive power and usefulness:   

1. Predictive validity — highest value, direct forecast of later performance.   

2. Concurrent validity — valuable for calibrating existing procedures.   

3. Content-related validity — ensures job relevance and practical applicability.   

4. Construct-related validity — strengthens theoretical foundation.   

5. Face validity — supplementary for acceptance. 
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蚘蚓蚔蚕蚖蚗 Predictive Validity (r) 

Studie All studies on validity have shown exceptionally high correlations between the PEP overall 
score and indicators of professional success. 

Study 1: Evaluation by supervisors 6 months after starting the position, N = 18  

 

 

Hiring managers evaluate the new hires using a questionnaire with 20 statements (green) and several 
additional questions (blue) after 6 and 18 months. 

 

  

%HM = Zufriedenheit  P2 Potenzialwert  
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Why is the predictive validity of the Talent Recruiter and Talent 
Developer so high?  

In the early 1990s, IMDE began investigating peak performance. The best managers, project leaders, 
subject matter experts, and salespeople were observed in detail with the goal of identifying which self-
concepts, attitudes, abilities, and behaviors in professionally success-relevant situations make the 
difference between the “winners” and the less effective and less successful individuals.  

(Logical Levels by Robert Dilts) 

Based on numerous modeling studies — with more added every year — master models have been 
developed for each functional group (image below).   

The master model describes the critical incidents, i.e., what particularly effective and successful 
individuals do, or do not do, or do differently, compared to the less effective and less successful 
members of that functional group

 

By answering job-related questionnaires, participants declare to what extent statements apply to them 
in their opinion. From this, the Potential Evaluation Program (PEP) calculates the results for the 
specific applications (e.g., Lean Recruiting, Talent Recruiter, Talent Developer, or Talent 
Manager). It presents these results in relation to the master model (qualitative description) and as a 
comparison to the respective norm group (N > 5000) in scale values from 1 to 7. 
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Content-Related Validity  
The success factors of the PEP Talent Recruiter are derived from practice and are therefore 
appropriate for the respective job.   

Example: Subject Matter Experts II — predominantly white-collar jobs with higher education. 
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Content-Related Validity  
The success factors of the PEP Talent Recruiter are derived from practice and are therefore 
appropriate for the respective job.   

Example: Subject Matter Experts II — predominantly white-collar jobs with higher education. 
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Study 2: Evaluation by supervisors 6 months after starting the position, N = 36 

 

 

PEP automatically and continuously calculates validity with each additional evaluation of the new hires 
by the hiring managers after 6 and 18 months. 

%HM = Zufriedenheit  P2 Potenzialwert  
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Content-Related Validity. The success factors of the PEP Talent Recruiter are derived from practice and are 
therefore appropriate for the respective job.   
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Studies 3 to 8: Management Ø 0.728, N = 104 
0.740, N = 26 
0.875, N = 21  
0.786, N = 10  
0.600, N = 11  
0.586, N =   8  
0.778, N = 28 

Ranking created by 4 supervisors correlated with PEP Management: r = 0.74, N = 26 

 

 

 

 

 
Ranking created by 5 supervisors correlated with PEP Management: r = 0.875, N = 21 
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Ranking created by 2 supervisors correlated with PEP Management: r = 0.786, N = 10 
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Ranking created by 1 supervisor correlated with PEP-Management 0.60, N = 11 
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Ranking created by 2 supervisors correlated with PEP-Management 0.588, N = 8 
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Ranking created by 4 supervisors correlated with PEP-Management 0.778, N = 28 
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Studies 9 to 12: Sales Ø 0.864, N = 40 
0.879 N = 10;  
0.818 N = 10; 
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0.830 N =   6; 
0.924 N = 14;   

Ranking created by 3 supervisors correlated with PEP Sales: r = 0.879, N = 10 

 

 

 

 

 

 

 

 

 

 

 
Sales revenue correlated with PEP Sales: r = 0.818, N = 10 
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PEP Sales correlated with salary: r = 0.390, N = 10   

PEP Sales correlated with number of customers: r = 0.200, N = 10   

PEP Sales correlated with commission payments: r = 0.648, N = 10   

 

 

 

 

 

 

 

 

 

 
Ranking created by 3 supervisors correlated with PEP Management: r = 0.83, N = 6 
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Construct-Related Validity Coefficients for Agreement with Neo-FFI and the Constructs Used in 
PEP:**   

Neuroticism:    R = 0.584 (corr. -0.47 to -0.30 and 0.27)   

Extraversion:    = 0.536 (corr. 0.39 – 0.65)   

Openness to Experience:  R = 0.544 (corr. 0.31 – 0.40)   

Agreeableness:   R = 0.684 (corr. 0.34 – 0.44)   

Conscientiousness:   R = 0.655 (corr. 0.46 – 0.52) 

 

 

 

 

 
Ranking created by 3 supervisors correlated with PEP Sales: r = 0.924, N = 14 
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PEP Management and PEP Sales correlate at r = 0.733, N = 14 
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Content-Releated Validity  

The success factors of the PEP Talent Recruiter are derived from practice and are therefore 
appropriate for the respective job.  

 

 

This is essentially what sales management expects from salespeople.   
And: A little more closing strength (6.3.) would be even better. Right? 


