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Abstract: Assessment of Professional Competence (APC) is a prerequisite for offering chartered qualification of many professions. APC is 

to test the candidate‟s overall competency against a set criterion. However, a common perception is that the panel members hold different 

views leading to judgments unfair by the candidates. A research related to a recently completed APC was carried out to objectively test this 

perception using Kendall‟s coefficient of concordance. The underlying principles of assessment approaches used to determine competence 

were discussed in the literature survey. A panel of 5 assessors had been appointed to interview 18 candidates. Results indicate that a high 

consensus exists among the panel members in arriving at decisions on the candidates and had no significant deviation in their judgments.  
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1. Introduction 

A process of early career development is managed through 

the Assessment of Professional Competence (APC), which 

details out the levels of attainment and monitors and assesses 

task capability [1].  Competence is context dependent [2]. 

Competency based interviews are structured interviews that 

aim to demonstrate the applicants‟ skills and abilities in a 

profession. For quantity surveyors seeking chartered 

qualification, the final assessment is a viva voce which 

includes 20-minute presentation by the candidate. A critical 

analysis is also presented together with answers to the 

practice problems at this presentation. This will be followed 

by an interview relating to the matters arising from the 

critical analysis, answers to practice problem, broader 

aspects of experience, professional ethics and current issues 

pertaining to the profession. Critical Analysis is a subjective 

writing reflecting candidate‟s involvement in managing a 

practical issue during his or her professional career. This 

provides an opportunity for the candidates to demonstrate 

their competencies. This includes identifying an issue or 

problem, analyzing it in the context and other pertaining 

parameters, propose possible solutions and analyze their 

suitability, justify recommendation and reflective analysis of 

the lessons learned or experience gained with the candidate‟s 

involvement. Here, the candidate should make sure to give 

firm justifications instead of conditional statements. Critical 

analysis should not be a narrative with lots of project 

information and little input of the candidate. Critical analysis 

is to prove that a given candidate has all the competencies 

necessary to work as a chartered quantity surveyor. The 

critical analysis must be an issue of the candidate‟s own 

experience. The ability to communicate complex information 

clearly to a client itself is a key skill of a chartered surveyor. 

The interview in this manner can be ascribed as an 

information-gathering process in which the interviewer‟s 

most important skill is questioning technique [3]. The 

presentation is a specific marking point for the assessors as 

they eventually establish whether the candidate is competent 

enough to become a member of the institution. As such, 

interviews help generate a competent pool of quantity 

surveyors at each APC. To achieve this, panel members are 

appointed in a manner that balances their individual profiles 

in terms of qualifications, experience and importantly, the 

experience as an interviewer. However, there is no exception 

to have criticisms leveled against interview panels. A 

common perception is that these panels hold different views 

which in turn cause imbalance in the judgments unfair by the 

candidates.  

 

2. Research Aim and Objectives  
The research aim is to demystify the perception as to 

credibility of Assessments of Professional Competence 

among the interviewees. Research objectives are to explain 

in a nutshell the key features of competency based interviews 

and measure the overall agreement amongst the panel 

members in determining competency of the candidates.  

 

3. Research Methodology  
The research has two components; literature survey and 

quantitative analysis using the findings of a 3 day APC 

where 18 candidates participated in the interview. Each 

candidate was interviewed by a panel of 5 members. The 

observer had no interaction with the interviewees. These 

actual APC results were used for further analysis using the 

Concordance Correlation Coefficient (CCC) which is 

generally used to examine agreement between two observers 

or raters. A simulation study showed that when the number 

of judges is small, which is the case in most real-life 

applications of Kendall‟s test of concordance, the classical 

χ2 test is overly conservative, whereas the permutation test 

has correct Type I error; power of the permutation test is thus 

also higher [4]. 

 

4. Research Limitations 

It must be noted that Kendall‟s W does not imply that any 

particular observer is correct or incorrect, simply whether 

observers agree or not [5]. Additionally, Kendall‟s W should 

not be used to analyze data for which positive and negative 

correlations have equal importance [4].  
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5. Literature Review 

Competency-based interview, also known as behavioral or 

situational interview, is an interview in which the interviewer 

asks questions about specific situations. The candidate 

answers by describing how they have handled similar 

situations in the past, or with what they would do if 

confronted with the situation described so the interviewer 

can better determine if they are a good fit for the position. A 

competency in this manner is the term used to describe a 

cluster of related knowledge, skills, and attributes that 

contributes to successful job performance and, ultimately, to 

the goals and priorities of the institute.  A competency is 

defined as a specific skill, knowledge, attitude or 

characteristic which is necessary for an effective role 

performance [6], [7], [8].  By defining competence, it helps 

to make the intangible assets more concrete and visible. It 

also creates common comprehension between people, which 

makes it easier to talk about [8].  On one hand, competence 

is the ability and willingness to perform the work assigned 

[8], [9], [10], [11]. Competence is seen more as a 

combination of knowledge, motive, traits, skills, attitudes 

and personal attributes in order to make a great performance 

in job. Major portion of one's job (a role or responsibility), 

that correlates with performance on the job, that can be 

measured with well-accepted standards, and that can be 

improved with training and development” [12]. The 

distinctive competencies or skills of the quantity surveyor are 

associated with measurement and valuation which provide 

the basis for the proper cost management of the construction 

project in the context of forecasting, analyzing, planning, 

controlling and accounting [13]. Quantity surveying 

competencies lie in the financial and contractual control of 

building projects but warrants attention to developing soft 

skills [14]. The process of professionalization demands that a 

profession should take responsibility for a prescribed body of 

knowledge by first defining the substantive field of 

knowledge that the professional should command and 

secondly the process of applying that knowledge [15].  The 

body of knowledge of the quantity surveyor as incorporating 

the services of: Preliminary cost advice to specialist services 

[16].  Complex competences integrate a variety of skills. For 

example, models of professional proficiency or intelligent 

practice often incorporate the ability of a person to construct 

a holistic view of a problem or situation [17], [18].   

However; objective test items are criticized as being 

unrealistic and therefore invalid. Direct observation tends to 

be very unreliable and therefore invalid. Simulations and 

overall ratings of competence share both of these flaws to 

some extent [19].  New graduates exhibit a high level of self-

doubt in professional competence; task competence is 

influenced by frequency of application, years of postgraduate 

experience and the mode of study taken by graduates in 

entering the quantity surveying profession [20].  

Competency‐based interviewing is an overly restrictive and 

increasingly blunt selection instrument [21].  When the 

competency-based approach began to be taken up in national 

systems of vocational education, researchers raised concerns 

about the educational value of the approach and its social 

ramifications.  

 

 

 

 

 

6. Findings and Discussion  
It is expected that the selection of the panel must be in the 

manner that it provides varying perspectives and helps 

eliminate biases. In APC, a selection matrix is adopted. This 

is a tool that lets the panel members objectively decide upon 

the competency levels. Table 1 gives the composition of the 

panel. 

 

Table 1: Panel of interviewers 

 
Panel Qualification Experience 

Chairman 

Chartered and Graduate with 

previous experience as 

interviewer 

Over 20 years working 
experience 

4 Members Chartered 
Over 15 years working 

experience 

Observer Chartered 
Over 10 years working 

experience 

 

Panel interview remains an important yet controversial tool 

for personnel selection. There are various features of the 

panel interview including: setting, structure and scoring 

anchors, question type, training, and rating combination 

method [22].  Table 2 gives the breakdown of the marks to 

be assigned under each module. It has 4 major components 

namely, Practice problem, Critical analysis, Presentation and 

Interview 

 

Table 2 : Marks scheme 

 

 Practice Problem 
Marks 

allocated 

1 Understand the problem 4 

2 Answer with reasoning 5 

3 Analysis of critical issues 7 

4 
Quality of supporting documents 

(computations, assumptions, references) 
2 

5 Standard and quality of written submission 2 

 Total marks 20 

 Critical Analysis  

6 Identifying an issue/problem 2 

7 
Possible solutions to the problem with 

reasoning 
2 

8 Analysis of suitability of proposed solutions 3 

9 Recommendations 1 

10 
Conclusions and reflective analysis of lessons 

learned 
2 

 Total Marks 10 

 Presentation  

11 Delivery of presentation 6 

12 Contents of presentation 6 

13 Clarity of presentation 3 

14 Time management 5 

 Total Marks 20 

 Interview  

15 Knowledge and practical application 15 

16 Local industry practices and current issues 10 

17 Organization, management and business skills 5 

18 Personal and interpersonal skills 5 

19 Professional conduct and ethics 10 

20 Reasoning, approach and confidence 5 

 Total marks 50 

 

The marks obtained at the interview will not be presented 

due to confidential nature. Ethically, consent and privacy 

were considered in presenting this paper. However, for 

clarity, Table 3 gives the marks of a single candidate.  
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Table 3: Marks of the candidate 1 

 

# Module 
Marks 

max 
A1 A2 A3 A4 Chair Av 

1 
Practice 

Problem 
20 14 15 18 15 14 15.2 

2 
Critical 
Analysis 

10 7 8 6 8 7 7.2 

3 Presentation 20 16 15 12 10 13 13.2 

4 Interview 50 41 40 38 30 32 36.2 

 

The next step is the use of Kendall's coefficient of 

concordance to test the degree of association of ordinal 

assessments made by multiple appraisers (5 panel members) 

when assessing the same samples (18 individual 

interviewees). Kendall's coefficient values can range from 0 

to 1 (the higher the value of Kendall's, the stronger the 

association) [23].   Usually Kendall's coefficients of 0.9 or 

higher are considered very concordant. A high or significant 

Kendall's coefficient means that the appraisers are applying 

essentially the same standard when assessing samples. The 

p-value is a probability that measures the evidence against 

the null hypothesis. Lower p-values provide stronger 

evidence against the null hypothesis. Kendall‟s coefficient of 

concordance (W) was finally applied to positions according 

to the marks obtained in the interview by individual 

candidates (if the 5 assessors had a perfect agreement- there 

is no requirement to reevaluate). So, the question is, do the 

panel members agree well enough to conclude that they tend 

to like the same sequence of selection? The hypothesis of the 

research is therefore; 

 

Ho: There is no convincing evidence of agreement if T.S. < 

the critical value 

Ha: There is convincing evidence of agreement if T.S. > the 

critical value 

 

Assume there are m raters rating k subjects in rank order 

from 1 to k. Let rij= the rating rater j gives to subject i. For 

each subject i, let Ri = . let  be the mean of 

the Ri and let R be the squared deviation, i.e. 

 

 
 

Computing the Kendall coefficient of concordance (W) using 

 
 

Table 4: W values to establish the concordance amongst the 

panel members against each candidate 

 

 
 

Where, n 18 and m 5 

  

Numerator     124494 

Denominator 145350 

W                     0.856512 

Chi Sq              72.804 

df                      17 

p value              0.0000000071 

 

In order to determine whether ratings are associated, it is 

required to compare the p-value to the significance level. 

Usually, a significance level (denoted as α or alpha) of 0.05 

works well. A significance level of 0.05 indicates that the 

risk of concluding that the ratings are associated–when, 

actually, they are not–is 5%. Hence, P-value ≤ α: The 

appraiser agreement is not due to chance (Reject H0). 

 

7. Conclusions 

The Kendall coefficient of concordance can be used to assess 

the degree to which a group of variables provides a common 

ranking for a set of objects. APC assessment has a classic 

approach that entertains a common ranking. Since the p-

value is lesser than or equal to the significance level, the null 

hypothesis is rejected. It can be concluded that the appraiser 

ratings are associated with one another. When the null 

hypothesis is rejected, it is said that, all variables are 

concordant with one another. Hence, the common perception 

is found to be irrational.  
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