AGE DISCRIMINATION BECAME ILLEGAL ON 1ST OCTOBER
Psychological profiling, sometimes called psychometric testing, is a method used to enhance recruitment enabling organisations to recruit more effectively without falling foul of the age discrimination act.

It is often said that there are no problems only opportunities and this legislation could indeed provide a terrific opportunity to enhance recruitment, find a more committed workforce and a better retention rate than the organisation has experienced thus far.
Employers in general are not interested in age.  Using current methods, people are generally hired on aptitude and fired on attitude. Finding people who will work effectively and meet the demands of the organisation is what employers need.  Focusing on the position to be filled and identifying the behaviour and attitude of the individual to fill the position should help meet this need. 

THE BAD NEWS

So crucial is an understanding of this new act that a large proportion of September People Management, the professional magazine from CIPD, is given over to identifying what this may mean for employers, agencies and recruitment consultants.
 Reed consultancy recently undertook a survey of 450 employers and found that 70% were using selection methods that they recognised as being potentially discriminatory and 21% of staff involved in recruitment had no formal training. 
Job adverts will have to be carefully checked to ensure they do not use discriminatory language, for example, dynamic, energetic. Visual images must not discriminate and even asking for photographs could pose a problem.
NOT ALL BAD NEWS
It is not all bad news as once people have adjusted to the new laws they may begin to recognise the many benefits that could ensue. Recruitment is expensive and if this legislation changes the focus to retention that has got to be positive.  

A typical job advert seeking an office junior currently means a young person yet what the company seek is a person to fulfil a role where a certain salary is offered. It is possible that an older person could do the job very well bringing experience and other dimensions. They may happily accept the rate offered perhaps in exchange for flexibility or just because they needed to earn money and the sum offered suited their needs. 
Employers who have employed older workers claim the experience a positive one and it is gradually entering the public perception as normal.
Age discrimination can also work against younger workers therefore the whole area is one that has to be approached with great caution.

AN AVALANCHE OF APPLICATIONS
Wording is important: no references to age etc., but will this mean that employers receive hundreds of applications from totally unsuitable people? The answer is almost certainly yes, at least until they get used to a new way of writing adverts.
How will they screen them down to an acceptable number to interview - possibly with great difficulty, unless a totally different approach is taken?

The Co-Operative Group is one company that successfully carries out biographical screening prior to interview which leaves them free to focus purely on assessing behaviour, which seems a more effective use of the interview.

Screening could be even more cost effective if it were possible to identify, prior to interview, suitable behaviour. Psychological profiling does just that. It is possible to find suitable candidates to match each job using personality analysis with no focus whatsoever on age. If the behaviour is that sought by the organisation then all preconceptions should be put aside.
PSYCHOLOGICAL PROFILING NEED NOT BE EXPENSIVE.
The cost of individual profiles if used for all applicants could be high. PeopleMaps offer an economic and unique system, which is an online service matching the behaviour of all applicants, (assessed through psychological profiling) to the job requirements. The results will produce suitable applicants  with no reference to age or sex and the only charge will be for those chosen for interview.
PSYCHOMETRIC OR PSYCHOLOGICAL PROFILING.
Is personality or behaviour a suitable way to assess the ideal match to a job?  In a recent study on high flying executives it was found that :- 
  “personality including emotional intelligence contributes to leadership effectiveness. Researchers disagreed about the extent but estimates range between 45 and 80 per cent. The researcher goes on to explain that ensuring executives understand the impact of their behaviour (achieved through profiling) can help them to be more effective in the workplace. 
 (Jennie Harrison, managing consultant at international HR consultancy Cubiks.)  
A contribution to effectiveness between 45 – 80% is not to be easily disregarded. It could be crucial to the effectiveness of all employees that they understand the impact of their behaviour and to this extent personality profiling also adds value

