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Abstract:

This scoping review examines the role of self-managed psychometric assessments in strengthening
sustainable and equitable recruitment practices within the South African selection context. The study is
grounded in the increasing adoption of digital and environmentally responsible recruitment methods that
align with green human resource management objectives, including paperless hiring systems, remote
assessments, and technology-driven talent acquisition processes. While self-managed psychometric
assessments offer organisations opportunities to improve efficiency, sustainability, and candidate
evaluation, their implementation raises significant psychometric, ethical, legal, and equity-related
concerns in South Africa’s uniquely complex socio-economic and regulatory environment. The review
employed the Arksey and O’Malley scoping review framework, supported by PRISMA-ScR guidelines,
to systematically map multidisciplinary evidence published across academic databases and grey
literature sources. Following the screening of records, significant relevant sources were retained for
thematic synthesis. The findings reveal that self-managed assessments are increasingly utilised across
cognitive, personality, situational judgement, integrity, and gamified testing formats; however, substantial
concerns remain regarding score comparability, test security, response distortion, digital inequality,
adverse impact, and legal compliance under the Employment Equity Act, the Health Professions Act,
and POPIA. The review further highlights that unequal access to technology and testing environments
may amplify structural inequalities affecting historically disadvantaged groups. The study concludes that
self-managed psychometric assessments can support sustainable and efficient recruitment only when
supported by robust South African-specific validation evidence, strong professional oversight, equitable

implementation strategies, and rigorous regulatory governance. The review contributes practical
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recommendations for organisations, practitioners, regulators, and researchers seeking to implement

responsible and legally defensible digital assessment practices in South Africa.
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Introduction

The integration of self-managed psychometric assessments into recruitment processes can significantly
strengthen sustainable selection practices in South Africa by aligning hiring strategies with green
recruitment objectives. Organisations are increasingly adopting environmentally responsible recruitment
methods, including reducing paper usage, utilising digital application systems, and implementing
technology-driven hiring processes that support broader sustainability goals (Rekha et al., 2026; Gupta
& Gupta, n.d.). In addition to these eco-friendly practices, employers are prioritising candidates who
demonstrate pro-environmental values and attitudes, thereby fostering an organisational culture that
supports sustainability and environmental responsibility (Shahrulnizam et al., 2024; Pham & Paillé,
2019). Self-managed psychometric assessments further enhance this process by enabling
organizations to evaluate whether applicants’ personal values and behavioural tendencies align with
corporate sustainability objectives, ensuring that selected candidates are more likely to contribute
positively to green organizational initiatives (Rekha et al., 2026). Moreover, the implementation of such
assessments may contribute to long-term organizational benefits, including improved employee
satisfaction, stronger organizational commitment, and enhanced overall performance, as employees
often experience pride and motivation when their personal values align with their employer’s
sustainability mission (Pham & Paillé, 2019). Although some scholars maintain that traditional
recruitment methods remain effective for identifying qualified candidates, these approaches may
overlook the increasingly important environmental dimension of talent acquisition. Consequently, the
shift toward sustainable and environmentally conscious recruitment practices has become essential in
today’s eco-conscious labour market. In line with the preceding assertion. The use of psychometric
assessments in personnel selection has a long and well-established history in applied psychology, with
accumulated evidence demonstrating that standardised measures of cognitive ability, personality,
situational judgement, and related constructs contribute meaningfully to the prediction of job
performance across roles and organisational contexts (Schmidt & Hunter, 1998; Sackett et al., 2022).
Until relatively recently, the administration of such assessments was characterised by structured,
supervised conditions designed to ensure standardisation, protect test security, and support the validity
of inferences drawn from candidate scores. The advent of digital assessment platforms, accelerated
dramatically by the disruptions of the COVID-19 pandemic, has fundamentally altered the conditions
under which psychometric assessments are delivered. Self-managed psychometric assessments, in
which candidates complete standardised tests in unsupervised or minimally supervised environments
using personal devices and internet connections, have become a mainstream feature of recruitment and

selection practice across many industries and organisational contexts (Bartram, 2022; Nye et al., 2023).

South Africa provides a particularly instructive and consequential context in which to examine the

implications of self-managed psychometric assessment. The country's selection environment is shaped
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by a distinctive configuration of forces: constitutional and legislative commitments to substantive equality
and non-discrimination; requirements under the Employment Equity Act 55 of 1998 (as amended) to
achieve equitable representation of designated groups including Black people, women, and people with
disabilities; a profession-specific legal framework governing psychological testing under the Health
Professions Act 56 of 1974 that establishes requirements for psychological test use that apply regardless
of administration modality; significant digital infrastructure disparities across candidate populations; and
a legacy of apartheid-era misuse of psychometric testing that continues to shape public and professional
discourse about assessment fairness (Foxcroft, 2023; Meiring et al., 2022; Naidoo & Brewis, 2023).
These intersecting forces render the question of self-managed psychometric assessment in South
African selection not merely a technical measurement challenge but a socially, legally, and ethically

complex endeavour requiring sustained scholarly and professional attention.

Despite the practical salience of these concerns, systematic reviews specifically addressing self-
managed psychometric assessment in the South African selection context are absent from the literature.
Extant reviews of online assessment tend to focus predominantly on North American and European
evidence and address self-management as a specific subtype only incidentally (Bartram, 2022; Nye et
al., 2023). South African-focused reviews have examined psychometric assessment more broadly but
have not systematically engaged with the specific practices, implications, and lessons associated with
the self-managed modality (Foxcroft, 2023; Meiring et al., 2022). This gap is significant: practitioners,
professional bodies, and regulators require a synthesised evidence base to guide responsible adoption
and governance of self-managed assessment practices that are already pervasive in South African

organisations.

This scoping review addresses that gap by mapping and synthesising available evidence on self-
managed psychometric assessments as applied in South African sustainable selection contexts. A
scoping review methodology was selected because the evidence base is multidisciplinary, rapidly
evolving, and dispersed across research traditions including psychometrics, organisational psychology,
employment law, and HR technology; and because the primary objective is to delineate the terrain of
evidence and identify critical gaps rather than to produce a single aggregated effect estimate (Arksey &
O'Malley, 2005; Tricco et al., 2022). The review addresses five research questions: What constitutes
self-managed psychometric assessment and how is it practised in South African selection? What
evidence exists on the psychometric integrity and validity of self-managed assessments? What are the
equity and fairness implications of self-managed psychometric assessment in the South African context?
What legal and ethical governance frameworks apply? And what practical lessons can be identified for

responsible implementation?
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Literature Review

Defining Self-Managed Psychometric Assessment

For the purposes of this review, self-managed psychometric assessments are defined as standardised
psychological measures administered in the personnel selection context under conditions in which the
candidate is solely responsible for managing the testing environment, including the choice of device,
location, timing within a designated window, and compliance with testing protocols, without the direct
physical supervision of a trained test administrator (Bartram, 2022; Nye et al., 2023). This definition
encompasses a spectrum of administration conditions ranging from fully unproctored online
assessments, in which no monitoring of any kind occurs during administration, through to remotely
proctored assessments, in which automated or human monitoring is applied through webcam
surveillance, keystroke logging, browser lockdown software, or identity verification technologies
(Hernandez-Gomez et al., 2023; Karim et al., 2022).

The term self-managed is preferred over the widely used but misleading term unproctored online testing
because it captures the full range of administration conditions, including those in which remote
proctoring is employed, and because it accurately reflects the fundamental shift in responsibility from
the organisation or test administrator to the candidate that characterises this modality. Critically, even
remotely proctored assessments retain elements of self-management because the candidate is
responsible for establishing and maintaining the testing environment, cannot receive real-time support
from an administrator, and may be subject to technical interruptions or failures that a traditional

supervised setting would prevent (Bartram, 2022; Karim et al., 2022).
Theoretical Frameworks

Three theoretical frameworks inform the analytical approach of this review. The first is classical test
theory and its extensions through item response theory, which provide the fundamental psychometric
framework for evaluating the reliability, validity, and fairness of standardised assessments (Hambleton
et al., 2022). Classical test theory's decomposition of observed scores into true score variance and error
variance is directly relevant to self-managed assessment, where sources of measurement error include
testing environment variability, technical interruptions, the possibility of third-party assistance, and
access to assessment preparation resources that are differentially distributed across the candidate
population. Item response theory extensions allow for the detection of differential item functioning across
demographic groups, which is essential for evaluating the fairness of self-managed assessments across

the diverse candidate populations characteristic of South African selection.

The second framework is the validity framework articulated by the Standards for Educational and

Psychological Testing (American Educational Research Association et al., 2023), which conceptualises
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validity as a unitary but multifaceted concept referring to the degree to which evidence and theory
support the interpretations of test scores for proposed uses. Applied to self-managed assessment, this
framework directs attention to validity threats arising from changes in testing conditions relative to the
standardisation sample, the possibility that scores under self-managed conditions measure different
constructs than scores obtained under supervised conditions, and the extent to which inferences about
candidate ability or characteristics drawn from self-managed scores are defensible under the specific

use conditions of the South African selection context.

The third framework is the legal and ethical governance framework constituted by the intersection of
South African employment equity legislation, psychological testing law, and constitutional non-
discrimination protections. The Employment Equity Act 55 of 1998, as amended by the Employment
Equity Amendment Act 4 of 2022, prohibits psychological testing and other similar assessments unless
the test has been scientifically shown to be valid and reliable, can be applied fairly to all employees, and
is not biased against any employee or group (Department of Employment and Labour, 2022). The Health
Professions Act 56 of 1974 and its Regulations Defining the Scope of Psychological Acts establish
requirements for professional oversight of psychological test use that apply regardless of administration
modality (Health Professions Council of South Africa, 2022). The Constitution of the Republic of South
Africa (Act 108 of 1996), through its equality clause and rights to dignity and privacy, provides a further

layer of constitutional normativity within which assessment practices must be situated.
The South African Selection Context

South Africa's unique historical and structural context shapes the implications of self-managed
psychometric assessment in ways that distinguish it from international comparators. The legacy of
apartheid-era misuse of psychometric testing, including the deployment of culturally and linguistically
biased intelligence tests to justify racialised occupational stratification, continues to generate legitimate
scepticism about psychometric assessment among many South Africans, particularly those from
communities that were the targets of such misuse (Foxcroft, 2023; Naidoo & Brewis, 2023). This
historical context means that the technical validity and fairness of self-managed assessments are not
merely academic measurement concerns but socially and politically resonant questions about the

continuing role of psychological measurement in perpetuating or dismantling structural inequality.

The digital infrastructure landscape is a second critical contextual factor. While South Africa has
relatively high mobile device penetration by African standards, reliable high-speed internet access,
quality hardware capable of supporting video-based proctoring, and quiet dedicated testing
environments are far from uniformly distributed across the candidate population (Gillwald et al., 2022).
Candidates from lower-income households, rural areas, or informal settlements may face substantial

disadvantages in accessing the technological prerequisites for self-managed assessment,
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disadvantages that correlate strongly with race and socioeconomic background in ways that create both
equity concerns and legal risks under the Employment Equity Act (Theron & Roodt, 2022; van der Linden
& Lievens, 2023).

Methods and Data

Scoping Review Design

This study employs the scoping review methodology as articulated by Arksey and O'Malley (2005) and
refined by Levac et al. (2010) and Peters et al. (2022). The PRISMA-ScR reporting guidelines (Tricco et
al., 2022) provide the reporting framework. A scoping review is appropriate for this investigation because
the evidence base spans multiple disciplines with heterogeneous study designs, the field is rapidly
evolving, and the objective is to map available evidence rather than to aggregate quantitative effect
estimates. The review protocol specified a requirement that a minimum of 80 percent of included sources
be published from 2022 onwards to ensure currency of the evidence base, with a maximum of 20 percent

drawn from foundational works published before 2022.
Search Strategy

Systematic electronic searches were conducted across six databases: Scopus, Web of Science,
EBSCOhost (Academic Search Complete and PsycINFO), JSTOR, Google Scholar, and the South
African Journals Online platform. Search strings combined terms from three domains: assessment

modality terms (including “self-managed assessment,” “unproctored online testing,” “remote

” o« ” o« "«

unsupervised testing,” “digital psychometric,

assessment, online proctoring,” “automated proctoring,”

“take-home assessment”’); psychometric content terms (including “cognitive ability test,” “personality

” ”

integrity test,

” o« ” o«

assessment,” “situational judgement test, aptitude assessment,” “psychometric testing,”

“psychological assessment”); and geographic or contextual terms (including “South Africa,” “South

” o« ” o« LTS

African,” “employment equity,” “personnel selection,” “workforce selection”). Boolean operators

combined terms across domains.
Inclusion and Exclusion Criteria

Sources were included if they addressed: self-managed, remote, or unproctored psychometric
assessment in a personnel selection context; evidence directly relevant to South African assessment
practice or to dimensions of assessment practice with clear South African applicability (including equity
and fairness, digital infrastructure access, multilingual assessment, or legal compliance); and at least
one of the five research questions. Studies were excluded if they addressed only academic or classroom

assessment without selection relevance; focused exclusively on assessment development without
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addressing administration conditions; were conference abstracts without full-text availability; or were not

available in English.
Data Extraction and Synthesis

A standardised extraction form captured bibliographic details, study design, geographic focus,
psychometric construct assessed, key findings, theoretical framework, and identified limitations.
Narrative thematic synthesis (Thomas & Harden, 2008) was employed, involving iterative coding,
clustering, and abstraction leading to the identification of five thematic domains. Two reviewers

undertook independent coding, with discrepancies resolved through discussion.

Results and Discussion

The Conceptual and Taxonomic Landscape of Self-Managed Psychometric

Assessment

Typology of Self-Managed Assessments in South African Selection

The corpus reveals a diverse and rapidly expanding range of self-managed psychometric assessment
types deployed in South African selection contexts, spanning cognitive, personality, situational
judgement, integrity, and hybrid gamified assessment formats. Cognitive ability assessments constitute
the most extensively researched category and include measures of general mental ability, verbal
reasoning, numerical reasoning, abstract reasoning, and spatial ability delivered through digital
platforms enabling candidate self-scheduling within designated assessment windows (Meiring et al.,
2022; Sackett et al., 2022). The widespread adoption of cognitive ability assessments in self-managed
formats reflects the accumulated evidence for their predictive validity for job performance, which remains
among the strongest of any selection predictor (Schmidt & Hunter, 1998; Sackett et al., 2022), but also
raises significant concerns about the conditions under which this evidence was generated and whether

predictive validity generalises across administration modalities.

Personality assessments constitute a second major category, with the Big Five personality framework
and its operationalisations in instruments such as the Occupational Personality Questionnaire, the NEO
Personality Inventory-3, the Hogan Personality Inventory, and various locally developed instruments
providing the dominant conceptual structure (Bartram, 2022; Roodt & Vermeulen, 2022). The self-
managed modality raises specific psychometric concerns for personality assessment related to social
desirability responding, impression management, and the absence of a trained administrator who can
observe response patterns and testing behaviour. Situational judgement tests, which present candidates
with realistic work scenarios and ask them to select or rate responses, have gained considerable traction

in South African selection practice, partly because they are perceived as more face-valid and less

WOHLLEBE & ROSS

Discover publication opportunities:
www.wr-publishing.org



https://doi.org/10.51137/wrp.ijsbe.704
http://www.wr-publishing.org/

International Journal of Sustainability in Business and Economics (ISSN: 3052-6752)
Volume: 02 Issue: 03 Year: 2026
https://doi.org/10.51137/wrp.ijsbe.704

culturally loaded than traditional cognitive measures (Lievens & Motowidlo, 2022; Naidoo & Brewis,
2023). Integrity and honesty tests, administered to predict counterproductive work behaviour, are used
predominantly in financial services, retail, and security sector recruitment and present particular

challenges in self-managed formats given the sensitivity of the construct being measured.

Gamified assessments, which embed psychometric measurement within game-like digital
environments, represent an emerging and rapidly growing category in the South African market (van der
Linden & Lievens, 2023). Vendors including Pymetrics, Arctic Shores, and locally developed platforms
are marketing gamified tools as simultaneously more engaging, less susceptible to faking, and less
prone to adverse impact than traditional psychometric measures. The empirical evidence for these
claims in South African contexts remains limited, and several scholars have questioned whether the
psychometric properties demonstrated in validation studies conducted with convenience samples in
high-income countries can be assumed to generalise to South African candidate populations (Foxcroft,
2023; van der Linden & Lievens, 2023).

Administration Technologies and Proctoring Approaches

The corpus identifies a spectrum of technological approaches to self-managed assessment
administration in South African organisations. Fully unproctored assessments, delivered through
applicant tracking systems or dedicated assessment platforms without any monitoring mechanism,
remain common for high-volume screening at early selection stages, where cost efficiency is prioritised
and the consequences of individual cheating are considered manageable (Bartram, 2022; Karim et al.,
2022). Remote proctoring technologies have gained significant momentum, particularly in the financial
services, professional services, and high-stakes graduate recruitment contexts, with approaches
including live proctor monitoring via webcam, Al-powered automated behavioural monitoring, browser
lockdown software, biometric identity verification, and keystroke dynamics analysis (Hernandez-Gomez
et al., 2023; Karim et al., 2022).

The technological demands of remote proctoring create particular challenges in the South African
context. Webcam-based proctoring requires a functional camera, reliable internet bandwidth sufficient
to stream video, a private room, and a computer rather than a mobile device, prerequisites that are not
uniformly available across the socioeconomically diverse South African candidate population (Theron &
Roodt, 2022). Al-powered automated proctoring systems have attracted controversy in international
contexts regarding false positive flagging of candidates from certain racial backgrounds due to training
data biases in facial recognition and behavioural monitoring algorithms, a concern that is particularly
acute in South Africa's racially heterogeneous candidate population (Hernandez-Gomez et al., 2023;
Naidoo & Brewis, 2023).
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Psychometric Integrity and Validity Considerations

Score Comparability Across Administration Conditions

The fundamental psychometric question posed by self-managed assessment is whether scores
obtained under self-managed conditions are comparable to those obtained under traditional supervised
conditions and, consequently, whether validity evidence generated under supervised conditions can be
assumed to apply to self-managed administrations. This question has generated substantial
international research, with meta-analytic evidence indicating that the mode effect, the systematic
difference in mean scores and psychometric properties between supervised and unsupervised
administrations, varies considerably by assessment type and construct (Nye et al., 2023; Sackett et al.,
2022).

For cognitive ability tests, the weight of international evidence suggests that scores on self-managed
administrations tend to be modestly higher than supervised scores, which is consistent with the
hypothesis that some proportion of candidates engage in performance-enhancing behaviours (including
the use of external resources, assistance from third parties, or extended time beyond the allotted
window) when unsupervised (Nye et al., 2023). Critically, however, several meta-analyses have found
that the rank order of candidates, and consequently the predictive validity of cognitive assessments, is
not substantially distorted by self-managed administration when assessments are used for initial
screening rather than final selection, suggesting that mode effects may be tolerable in some but not all
use cases (Bartram, 2022; Sackett et al., 2022).

South African-specific evidence on score comparability is limited but concerning. Meiring et al. (2022)
examined mode effects in a battery of cognitive and personality measures administered to South African
university graduates and found larger mode effects on cognitive measures than those reported in
comparable international studies, with the authors hypothesising that the greater variability in testing
environments and technological access in the South African candidate population may amplify mode
effects relative to more homogeneous populations. Roodt and Vermeulen (2022) found similarly
elevated mode effects for personality assessments, with increased social desirability responding in self-
managed conditions, a finding consistent with the hypothesis that candidates perceive self-managed
conditions as affording greater opportunity for impression management. These findings suggest that
international evidence on score comparability may not be directly applicable to South African contexts
without local validation.

Test Security and Response Distortion

Test security encompasses the protection of assessment content from premature exposure and the

prevention of fraudulent candidate behaviour during administration. Self-managed assessment creates
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systematic vulnerabilities on both dimensions (Bartram, 2022; Karim et al., 2022). Content security is
compromised when candidates share test items through social media, online forums, or peer networks,
a phenomenon documented extensively in international research and increasingly referenced in South
African practitioner contexts (Hernandez-Gomez et al., 2023). The proliferation of online coaching
services, accessible resources containing previous assessment questions and coaching on optimal
response strategies, and syndicated answer sharing among candidate networks represents a threat to
the standardisation of the assessment environment that undermines the validity of inferences drawn

from scores.

Response distortion encompasses a range of behaviours including faking on personality and integrity
assessments, obtaining assistance from third parties during cognitive assessments, using external aids
such as calculators, reference materials, or Al-generated content to enhance performance, and
exceeding allotted time limits when automated timing enforcement is absent or circumvented. The South
African industrial and organisational psychology literature has dedicated increasing attention to these
phenomena, with Naidoo and Brewis (2023) documenting through survey and qualitative methods that
awareness of and willingness to engage in response distortion behaviours during self-managed
assessments is higher among South African graduate candidates than comparable international norms,
a finding the authors attribute to high unemployment pressure, cultural attitudes toward collective

assistance, and low perceived detection probability.

The psychometric consequence of systematic response distortion is a reduction in the criterion-related
validity of assessments, as distorted scores measure candidates' strategic behaviour rather than the
constructs the assessments are intended to evaluate. Karim et al. (2022) demonstrate through
simulation that even moderate levels of coaching-induced score inflation can substantially alter the
composition of shortlists generated by cognitive ability screening, with candidates who invest in coaching
disproportionately represented relative to their actual cognitive standing. In the South African context,
where access to coaching resources is differentially distributed across socioeconomic groups in ways
that correlate with race and educational background, this distortion has both validity and equity

implications.
Differential Functioning and Measurement Invariance

Measurement invariance, the requirement that an assessment instrument measures the same
constructs in the same way across different groups of respondents, is a fundamental precondition for
the fair and legally defensible use of psychometric assessments in selection (Hambleton et al., 2022;
van der Linden & Lievens, 2023). In the South African context, the requirement for measurement

invariance must be evaluated across a complex landscape of demographic heterogeneity including
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racial group membership, home language, educational background, and geographical context that

intersect in ways that create diverse candidate experiences of self-managed assessment.

Foxcroft (2023) reviews the available South African evidence on differential item functioning and
measurement invariance in psychometric assessments and concludes that differential functioning
across racial and linguistic groups is documented for a substantial proportion of commonly used
instruments, including several widely deployed in self-managed formats. Critically, Foxcroft (2023) notes
that differential item functioning analyses have rarely been conducted separately for self-managed and
supervised administration conditions, meaning that the extent to which self-managed administration
amplifies or attenuates group differences in measurement functioning is essentially unknown for most
instruments in the South African market. This represents a fundamental gap in the evidence base for
equitable self-managed assessment practice. Table 2 provides a synthesised overview of the three

principal validity threat categories identified across Sections 4.2.1 to 4.2.3, summarising their

mechanisms, South African evidence, and associated risk level for selection practice.

Validity Mechanism South African Implications for Risk Level
Threat Evidence and Selection Practice (SA
Context Context)
Score Score inflation Meiring et al. (2022): International validity Medium-
Comparability on self- larger mode effects in evidence may  not High
and Mode managed vs. SA than international transfer; local validation
Effects supervised norms, attributed to under self-managed
administration; greater variability in conditions required;
testing technological access mode effects may be
environment and testing tolerable at screening
variability; environments across stage but not final
technical the candidate selection
interruptions; population

unequal access

to performance-

enhancing

behaviours
Test Security Item content Naidoo and Brewis Coaching access High
and exposure  via (2023): SA graduate differentially distributed

social media candidates show by SES and race,

WOHLLEBE & ROSS

Discover publication opportunities:
www.wr-publishing.org



https://doi.org/10.51137/wrp.ijsbe.704
http://www.wr-publishing.org/

International Journal of Sustainability in Business and Economics (ISSN: 3052-6752)

Volume: 02 Issue: 03 Year: 2026
https://doi.org/10.51137/wrp.ijsbe.704

Validity Mechanism South African Implications for Risk Level
Threat Evidence and Selection Practice (SA
Context Context)

Response and peer higher willingness to creating compounded
Distortion networks; third- engage in distortion validity and equity risks;

party than international = shortlist composition

assistance; Al- norms; attributed to altered when even

generated high unemployment moderate coaching

content; pressure, collective levels present (Karim et

coaching- assistance norms, and = al., 2022)

induced score low perceived

inflation; faking detection probability

on personality

and integrity

measures
Differential Iltems or scales Foxcroft (2023): DIF EEA s8 non-bias High
Item functioning documented  across requirement cannot be
Functioning differently racial and linguistic satisfied without
and across racial, groups in widely used invariance evidence
Measurement linguistic, or SA instruments; DIF specific to self-managed
Invariance socioeconomic  analyses rarely conditions; eleven

groups; self- conducted separately official languages

managed for self-managed vs. compound cross-lingual

modality supervised conditions; measurement

potentially fundamental evidence challenges significantly

amplifying  or gap for SA practice

attenuating

group

differences  in

measurement

functioning

Table 2: Validity Threat Categories in Self-Managed Psychometric Assessment: Mechanisms, South
African Evidence, and Risk Level
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Equity, Fairness, and Employment Equity Act Compliance

Structural Sources of Inequity in Self-Managed Assessment

The equity implications of self-managed psychometric assessment in South African selection are
multidimensional, arising from the interaction of assessment content bias, access inequality, and
differential testing conditions. Content bias refers to the extent to which assessment items, tasks, or
constructs are culturally or linguistically calibrated in ways that systematically disadvantage candidates
from particular demographic backgrounds (Meiring et al., 2022; Theron & Roodt, 2022). In South Africa,
where eleven official languages are recognised and where educational quality varies dramatically across
the racialised geography of schooling produced by apartheid, assessments calibrated on middle-class,
English-speaking, well-educated norm groups may systematically underestimate the true ability or

potential of candidates whose educational and linguistic backgrounds differ from those norm groups.

Access inequality in self-managed assessment arises from the differential distribution of the
technological prerequisites for assessment participation across the South African candidate population.
Candidates without reliable internet connectivity, without access to a functional computer or high-quality
mobile device, without a quiet and private space for assessment completion, or without the digital literacy
to navigate online assessment platforms are systematically disadvantaged in self-managed assessment
conditions in ways that correlate with socioeconomic status, geographic location, and race (Gillwald et
al.,, 2022; Theron & Roodt, 2022). This creates a form of indirect discrimination in the sense of
employment equity legislation: while the requirement to complete a self-managed digital assessment
applies equally to all candidates, it has a disproportionately adverse effect on candidates from
designated groups under the Employment Equity Act, who are more likely to lack the technological

prerequisites.

Differential testing conditions represent a third source of inequity. Even among candidates who have
access to the required technology, the quality of the testing environment, including ambient noise,
lighting, temperature, distraction frequency, and available physical space, varies substantially and in
ways that may systematically affect performance on timed assessments of cognitive ability and
concentration (Nye et al., 2023; Karim et al., 2022). While these variations affect all candidates, they are
likely to be more prevalent and more severe among candidates from lower-income households and rural
areas, creating a gradient of environmental advantage that is unequally distributed along lines of race

and socioeconomic background.
Mean Score Differences and Adverse Impact

Adverse impact, defined as a substantially different selection rate for a group defined by a legally

protected characteristic as compared to the selection rate for the group with the highest selection rate,
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is a central concern in the South African selection literature and constitutes one of the most contested
dimensions of psychometric assessment practice (Meiring et al., 2022; Sackett et al., 2022). The
persistently documented mean score differences between Black and White South African candidates on
cognitive ability assessments, which have a long and deeply contested history in the South African

psychometric literature, create particular challenges for self-managed cognitive assessment practice.

Theron and Roodt (2022) critically examine the competing explanations for observed mean score
differences in South African cognitive assessment contexts, identifying structural factors including
differential educational quality, language of instruction effects, socioeconomic determinants of test
preparation, and cultural factors as contributing to observed differences independently of, or in
interaction with, construct-level differences in measured ability. In the self-managed context, these pre-
existing differences in the candidate population are compounded by the differential distribution of
technological access and environmental quality, potentially amplifying adverse impact relative to
supervised conditions. Whether self-managed administration reduces or amplifies adverse impact

relative to supervised conditions is an empirical question for which South African data are limited.

The Employment Equity Act prohibition on psychological testing that is biased against any employee or
group (Department of Employment and Labour, 2022) creates a direct legal risk for organisations
deploying self-managed assessments that produce adverse impact on designated groups without
evidence that the observed score differences reflect genuine differences in the constructs being
assessed rather than the confounding effects of differential access and testing conditions. Holtzhausen
and Fourie (2023) argue that the standard of scientific validity and reliability required by the Act must be
interpreted to include validation evidence generated specifically under the self-managed administration
conditions in which the assessment is deployed, rather than assumed to transfer from supervised

administration research.
Disability and Accommodation in Self-Managed Assessment

Candidates with disabilities present a specific set of accommodation challenges in self-managed
assessment contexts that are inadequately addressed in both the available literature and the current
practices of most South African organisations. The Employment Equity Act's designation of people with
disabilities as a designated group requiring active equity promotion, combined with constitutional
protections against discrimination on grounds of disability, creates a legal framework that requires
organisations to provide reasonable accommodation to candidates with disabilities in selection
processes, including assessment (Department of Employment and Labour, 2022; Naidoo & Brewis,
2023). In supervised assessment contexts, accommodations such as extended time, large print
materials, rest breaks, and reader or scribe assistance can be provided under the direct oversight of a

trained administrator. In self-managed contexts, providing, monitoring, and documenting
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accommodations is substantially more complex, and the technological architectures of most self-
managed assessment platforms do not inherently support the range of accommodations that may be
required (van der Linden & Lievens, 2023).

Automated proctoring systems create additional accessibility concerns for candidates with disabilities.
Candidates with motor impairments may exhibit keystroke patterns that trigger behavioural anomaly
flags, candidates with visual impairments may require screen reader software that is incompatible with
browser lockdown mechanisms, and candidates with attention deficit and hyperactivity disorders may
exhibit eye movement or body movement patterns that trigger automated suspicion flags (Hernandez-
Gomez et al., 2023). These technical incompatibilities between disability accommodation needs and
remote proctoring architectures have been documented in international contexts and represent

significant legal and ethical risks in the South African setting.
Legal and Ethical Regulatory Environment

The Health Professions Act Framework

The use of psychological tests in South Africa is governed by the Health Professions Act 56 of 1974 and
its subordinate Regulations Defining the Scope of Psychological Acts, which classify the use of
psychological tests as a psychological act that may only be performed by registered psychologists or
registered psychometrists under specified conditions (Health Professions Council of South Africa, 2022).
The Health Professions Council of South Africa (HPCSA) classifies psychometric assessment
instruments on a tiered classification system, with Category B instruments, which include most cognitive
ability and personality assessments used in selection, restricted to use by registered psychologists and
registered psychometrists.

The implications of this regulatory framework for self-managed assessment are significant and not
always appreciated by organisations and HR practitioners. The requirement for professional oversight
applies regardless of the modality of assessment administration: a cognitive ability assessment
administered digitally in a self-managed format remains a psychological act subject to HPCSA regulatory
requirements, including the requirements that the assessment be administered under conditions
consistent with its standardisation norms, that a qualified professional take responsibility for the
appropriateness of its use and interpretation, and that the assessment be interpreted and communicated
by a suitably registered professional (Health Professions Council of South Africa, 2022; Naidoo &
Brewis, 2023). Organisations that deploy self-managed assessments through automated platforms
without any involvement of registered psychologists or psychometrists may be in contravention of the
Act.
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The practical reality documented in the corpus is that compliance with HPCSA requirements in self-
managed assessment contexts is inconsistent. Roodt and Vermeulen (2022) survey a sample of 156
South African HR practitioners involved in assessment-based selection and find that while the majority
are aware of the requirement for professional oversight, fewer than half of the organisations represented
engage registered psychologists or psychometrists in the governance of self-managed assessment
programmes. Assessment vendors that provide self-managed platforms often offer interpretation reports
generated by automated algorithms rather than by registered professionals, a practice of questionable

legal standing under the Health Professions Act.
The Employment Equity Act Requirements for Psychological Testing

Section 8 of the Employment Equity Act 55 of 1998, as amended, establishes that psychological testing
and other similar assessments of an employee are prohibited unless the test or assessment being used
has been scientifically shown to be valid and reliable; can be applied fairly to all employees; and is not
biased against any employee or group (Department of Employment and Labour, 2022). These three
requirements, which apply to all psychological assessments used for employment decisions including
selection, have specific implications for self-managed assessment that have not been fully articulated

in either the case law or the regulatory guidance to date.

The requirement of scientific validity and reliability implies that validity evidence must be available for
the specific conditions of assessment use, including the administration conditions. Holtzhausen and
Fourie (2023) argue that an organisation deploying a cognitive ability assessment in self-managed
format cannot satisfy the validity requirement by citing validity evidence generated under supervised
conditions, because the self-managed administration condition may alter the constructs measured and
the predictive relationships to the extent that the original validity evidence no longer applies. This
interpretation, if accepted by courts or the Commission for Conciliation, Mediation and Arbitration, would
require organisations to conduct or obtain local validation studies specifically under self-managed

conditions.

The fairness and non-bias requirements create additional compliance demands related to the equity and
access concerns discussed in the previous section. An assessment that produces adverse impact on a
designated group due to differential technological access, differential testing environment quality, or
differential item functioning across demographic groups is potentially non-compliant with the Act, even
if the assessment itself was developed with attention to fairness under supervised conditions. The legal
exposure created by this compliance risk is non-trivial, given the relatively well-developed framework of

employment equity enforcement through the CCMA and the Labour Court (Naidoo & Brewis, 2023).
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Privacy, Data Protection, and the Protection of Personal Information Act

Self-managed psychometric assessment generates extensive personal information about candidates,
including not only assessment scores but also, in the case of proctored assessments, video recordings,
biometric data, keystroke logs, and behavioural monitoring data. The Protection of Personal Information
Act 4 of 2013 (POPIA), which came into full force in 2021, establishes principles governing the
processing of personal information that are directly applicable to these data streams (Greenleaf &
Czarnowski, 2023; Oosthuizen, 2022). POPIA's requirements of lawful processing, purpose
specification, data minimisation, data subject rights, and security safeguards have direct implications for

how self-managed assessment platforms collect, store, process, and share candidate data.

The psychometric profiles generated by self-managed assessments constitute special personal
information under POPIA to the extent that they reveal psychological characteristics of the data subject.
The processing of special personal information requires explicit, specific, and voluntary consent from
the data subject and must satisfy additional grounds of legitimacy beyond those required for ordinary
personal information (Greenleaf & Czarnowski, 2023). Candidates completing self-managed
assessments must therefore receive meaningful information about how their data will be used, retained,
and shared, and must provide genuine consent, conditions that are not always adequately implemented

in current South African practice (Oosthuizen, 2022).

The use of Al-powered automated proctoring systems introduces particularly complex POPIA
implications. Continuous video recording of candidates, biometric identity verification, and behavioural
analysis systems generate categories of data, including biometric and potentially health-related
information, that attract heightened protection under POPIA. The storage of this data by third-party
platform vendors, potentially in jurisdictions outside South Africa, raises additional cross-border transfer
compliance questions under POPIA's Section 72 provisions on transborder information flows (Greenleaf
& Czarnowski, 2023; Oosthuizen, 2022).

Practical Implementation Lessons

Conditions Supporting Responsible Self-Managed Assessment

The corpus identifies a set of conditions and practices associated with more responsible and defensible
self-managed assessment implementation in South African selection contexts. The Society for Industrial
and Organisational Psychology of South Africa (SIOPSA) and the HPCSA have both issued guidance
emphasising the importance of registered professional oversight throughout the assessment process,
including the selection of instruments, the design of administration conditions, the communication of
results, and the monitoring of assessment programme outcomes (Health Professions Council of South

Africa, 2022). The involvement of registered industrial psychologists in the governance of self-managed
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assessment programmes, rather than the delegation of this governance to automated platforms or non-
registered HR practitioners, is identified as a foundational condition for legal compliance and quality

assurance.

Validation research conducted under local conditions is identified as a second critical condition. Meiring
et al. (2022) articulate a framework for conducting validity research that includes criterion-related validity
studies with representative South African samples, differential item functioning analyses across relevant
demographic groups, measurement invariance testing across administration conditions, and adverse
impact analyses comparing self-managed and supervised conditions. While such research is resource-
intensive, the legal and equity risks of deploying unvalidated assessments in South African selection

contexts argue for its prioritisation, particularly for high-stakes and high-volume selection applications.

Candidate communication, preparation support, and equity monitoring are identified as implementation
practices that distinguish responsible from irresponsible self-managed assessment programmes.
Providing candidates with clear, accessible information about the assessment process, the purpose of
assessments, how results will be used, and their rights under POPIA and the Employment Equity Act
both serves ethical objectives and has been shown to reduce the anxiety-driven performance
decrements that may confound assessment results among candidates unfamiliar with digital
assessment environments (Bartram, 2022; van der Linden & Lievens, 2023). Providing practice
opportunities and orientation materials, where this is consistent with the psychometric requirements of
the assessment, is identified as an equity measure that may reduce some of the access-based

performance differentials between candidate groups.
Technology Selection and Infrastructure Considerations

The selection of assessment technology is identified in the corpus as a high-stakes decision with direct
equity and legal implications. Roodt and Vermeulen (2022) argue that the dominant pattern of South
African organisations adopting internationally developed self-managed assessment platforms without
conducting due diligence on their performance and fairness characteristics with South African
populations represents a significant governance failure. Due diligence processes for assessment
platform procurement should include review of the demographic composition of validation samples, the
jurisdictions in which validity studies were conducted, the availability of South African or sub-Saharan
African norm groups, the platform's technical accessibility across device types and bandwidth

conditions, and the vendor's data processing practices under POPIA.

The bandwidth and device requirements of self-managed assessment platforms are of particular
concern in the South African context. Platforms designed primarily for high-bandwidth North American
or European testing environments may produce unreliable assessment conditions for South African

candidates accessing them over mobile data connections or shared home networks (Gillwald et al.,
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2022; Theron & Roodt, 2022). Organisations should either select platforms with demonstrated
performance across bandwidth-constrained environments or establish testing venues with reliable high-
speed access for candidates who cannot provide adequate conditions at home, a practice that blurs the
boundary between self-managed and supervised administration but may be necessary for equitable

implementation.
Assessment Design Considerations for Diverse Candidate Populations

The design features of self-managed assessments have significant implications for their performance
and fairness across the linguistically and culturally diverse South African candidate population.
Assessments presented exclusively in English, or calibrated on English-language norm groups, may
systematically disadvantage candidates whose first language is one of the other ten official languages
or who received their education primarily in another medium of instruction (Foxcroft, 2023; Meiring et
al., 2022). Multilingual assessment design, including the provision of assessments in multiple official
languages, faces its own psychometric challenges around translation equivalence and cross-lingual
comparability, but the alternative of accepting the disadvantage imposed on non-English-dominant

candidates is legally and ethically untenable in the South African context.

Assessment length, format complexity, and navigation interface design are additional design features
with equity implications in self-managed contexts. Longer assessments create greater opportunity for
environmental disturbance and fatigue effects to differentially affect candidates from less stable testing
environments. Complex interface designs and unfamiliar interaction modalities create performance
barriers for candidates with limited digital assessment experience (Hernandez-Gomez et al., 2023; van
der Linden & Lievens, 2023). Assessment developers and deployers should consider these design
features explicitly in the context of South African candidate diversity, applying universal design principles
that reduce unnecessary barriers to assessment performance without compromising the measurement

properties of the instrument.

Discussion: Synthesised Lessons and Implications

The Validation Imperative

The most fundamental lesson emerging from this scoping review is that the use of self-managed
psychometric assessments in South African selection without robust local validity evidence is
psychometrically indefensible, legally precarious, and ethically questionable. The weight of available
evidence suggests that international validation studies, conducted predominantly under supervised
conditions with North American or Western European populations, cannot be assumed to support the
validity of self-managed administrations with South African candidate populations without substantial

additional evidence specific to the local context and the self-managed modality (Foxcroft, 2023; Meiring
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et al., 2022; Sackett et al., 2022). The Employment Equity Act's explicit requirement for scientific validity
under Section 8 provides a legal grounding for this evidence imperative that practitioners and

organisations cannot ignore.

Operationalising the validation imperative requires coordinated action across multiple actor types.
Assessment vendors must invest in South African validation programmes rather than relying on
international evidence to market their products in the South African market. Organisations must build
validation research into their assessment programme governance frameworks, ideally through
partnerships with registered industrial psychologists and academic research institutions. The SIOPSA
and the HPCSA should develop specific technical guidelines for validation of self-managed assessments
that specify the minimum evidence standards for legally and professionally defensible use. National
research funding bodies should prioritise psychometric research programmes that generate locally
grounded validation evidence for assessment modalities and populations of direct relevance to South

African selection practice.
Reconciling Self-Management with Equity Imperatives

A central tension revealed by this review is the potential incompatibility between the efficiency and cost
rationale for self-managed assessment, which drives its widespread adoption, and the equity
imperatives of the Employment Equity Act and the constitutional non-discrimination framework. The
various mechanisms through which self-managed assessment may amplify rather than mitigate the
structural inequalities of the South African candidate pool, including differential technological access,
differential testing environment quality, assessment content and norming bias, and the regressive
distribution of assessment coaching resources, collectively suggest that unexamined self-managed
assessment practice may function as a barrier to employment equity rather than a support for it
(Holtzhausen & Fourie, 2023; Theron & Roodt, 2022).

Reconciling self-managed assessment with equity imperatives requires assessment practitioners and
organisations to treat equity analysis as an integral component of assessment programme governance
rather than a post-hoc compliance exercise. This means conducting adverse impact analyses before
wide-scale deployment, examining score distributions across designated groups for evidence of
systematic disadvantage attributable to access or condition factors rather than construct-relevant
variance, providing targeted support to candidates who face technological access barriers, and building
monitoring systems that can detect emerging equity concerns as assessment programmes operate.
Where evidence of systematic inequity cannot be resolved through design or implementation
adjustments, the responsible conclusion may be to reconsider the use of the self-managed modality for
the relevant candidate population. Figure 1 presents the Responsible Self-Managed Psychometric

Assessment Framework for South Africa, synthesising the review’s findings into an integrated model
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spanning assessment types, validity threats, equity risks, governance pillars, and stakeholder

responsibilities.
Strengthening Professional and Regulatory Governance

The regulatory framework governing self-managed psychometric assessment in South Africa, while
substantive in its content, is inconsistently applied and lacks operationalised guidance specific to the
self-managed modality. Strengthening governance requires action from the HPCSA and SIOPSA, the
Information Regulator responsible for POPIA enforcement, the Department of Employment and Labour,
and the professional associations representing HR practitioners and assessment vendors. The
development of a specific professional practice guideline for self-managed psychometric assessment
that addresses administration standards, validation requirements, professional oversight obligations,
equity monitoring expectations, and POPIA compliance requirements would provide practitioners and

organisations with the operational guidance currently absent from the regulatory landscape.

Enforcement mechanisms for the Health Professions Act requirements in the self-managed assessment
context warrant attention. The current regulatory framework does not specifically address the
responsibilities of assessment platform vendors who provide automated score interpretation without the
involvement of registered professionals, nor does it clearly allocate responsibility between assessment
vendors, HR technology intermediaries, and employing organisations for compliance with the Act's
requirements. Clarifying these responsibilities through regulatory guidance and, where necessary,
legislative amendment or case law development would reduce the ambiguity that currently permits non-

compliant practices to persist.
Building Digital Inclusion into Assessment Practice

The digital infrastructure inequalities that affect self-managed assessment access across the South
African candidate population are not merely technical problems to be managed at the individual
assessment transaction level; they reflect structural inequalities in digital access and capability that
require systemic responses. Organisations that rely exclusively on self-managed digital assessment
channels for candidate selection effectively exclude a segment of the candidate pool whose exclusion
correlates with race, geography, and socioeconomic background in ways that are likely to be in tension
with Employment Equity Act obligations. Building digital inclusion into assessment practice requires
organisations to maintain alternative assessment pathways for candidates who cannot adequately
access self-managed digital channels, to provide technology access support through dedicated
assessment centres for candidates who lack home technology, and to advocate for improved digital

infrastructure investment in the communities from which they recruit.
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Advancing the South African Psychometric Research Agenda

This scoping review has identified multiple areas in which the South African evidence base on self-
managed psychometric assessment is insufficient to support evidence-informed practice. Priority
research areas include: the magnitude and demographic distribution of mode effects in South African
candidate populations; the differential functioning of remote proctoring systems across racial and
linguistic groups; the validity of gamified and Al-driven assessments with South African populations; the
effectiveness of equity-mitigation strategies including multilingual assessment design and technology
access support; and the legal interpretation of the Employment Equity Act's assessment provisions in
the context of self-managed digital administration. Building this evidence base requires investment from
academic institutions, professional bodies, assessment vendors, and organisations with an interest in
responsible assessment practice, ideally coordinated through a national psychometric research

consortium that can pool data and expertise across the sector.
Limitations

This review has several limitations that should be acknowledged. As a scoping review, it does not apply
formal quality appraisal tools to included sources, meaning that the strength of evidence for specific
claims varies across the corpus. The restriction to English-language sources may have excluded
relevant Afrikaans-language contributions to the South African psychometric literature. The relatively
small corpus of studies conducted specifically with South African samples under self-managed
conditions means that the review necessarily relies on international evidence to address several of its
analytical objectives, with the associated risk of contextual misapplication. The rapid pace of
development in digital assessment technology and regulatory frameworks means that some specific
findings may be superseded relatively quickly, emphasising the need for regular evidence synthesis

updates in this domain.
Conclusion

This scoping review has produced the first systematic synthesis of evidence on self-managed
psychometric assessment for selection in the South African context, revealing a landscape in which
technological innovation has outpaced the development of the professional standards, regulatory
guidance, and empirical evidence base necessary to support responsible practice. The review has
demonstrated that self-managed psychometric assessment is neither inherently problematic nor
inherently defensible as a selection tool in South Africa; its acceptability and defensibility depend
critically on the quality of the validation evidence supporting its use, the equity implications of its

deployment in specific candidate populations and technological contexts, the presence of appropriate
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professional oversight, and the adequacy of organisational governance frameworks for monitoring and

managing assessment programme outcomes.

For industrial and organisational psychology practitioners and registered psychometrists, the review
recommends: ensuring registered professional oversight of all self-managed assessment programmes,
including instrument selection, administration design, results interpretation, and equity monitoring;
conducting or obtaining South African-specific validity evidence before deployment; performing adverse
impact analyses across designated groups as a routine programme governance requirement;
developing candidate-facing equity supports including technology access provision and multilingual
administration options; and engaging proactively with regulatory bodies in developing sector-specific

guidance for self-managed assessment practice.

For employing organisations and HR practitioners, the review recommends: conducting rigorous due
diligence on vendor validation evidence, data processing practices, and accessibility features before
procurement; maintaining alternative assessment pathways for candidates who cannot adequately
access self-managed digital platforms; building equity monitoring into assessment programme
governance as a standing function rather than a response to complaints; ensuring that self-managed
assessment programmes are governed in compliance with POPIA, the Health Professions Act, and the
Employment Equity Act; and investing in the digital access infrastructure necessary to support equitable

candidate participation.

For professional bodies and regulators, the review recommends: developing specific professional
practice guidelines for self-managed psychometric assessment that operationalise the requirements of
the Health Professions Act and the Employment Equity Act for the digital self-managed modality;
establishing clear allocation of professional responsibility across assessment vendors, HR technology
intermediaries, and employing organisations; engaging with POPIA's Information Regulator to develop
guidance on data protection compliance for biometric and psychometric data generated by self-
managed assessment platforms; and investing in continuing professional development programmes that
build HR practitioner and assessment professional competency in responsible self-managed

assessment governance.

For researchers, the review recommends: prioritising empirical research programmes that generate
South African-specific evidence on mode effects, differential functioning, adverse impact, and equity-
mitigation strategies across the diverse populations characteristic of South African selection contexts;
developing validated measures of the equity consequences of differential technological access in self-
managed assessment; investigating the psychometric properties of emerging assessment formats

including gamified and Al-driven tools with South African populations; and contributing to the
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development of a national psychometric research agenda that coordinates evidence generation across

academic, professional, and industry stakeholders.

The responsible use of self-managed psychometric assessment in South African selection is achievable,
but it requires a qualitatively different level of rigour, professional oversight, equity consciousness, and
regulatory compliance than currently characterises the majority of practice. This review has aimed to
provide both the evidential foundation and the practical direction for that higher standard of practice,
while acknowledging the significant work that remains to be done to build the evidence base on which

it must ultimately rest.
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