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Abstract 
Using cognitive ability tests to screen candidates in hiring processes is a widely 

used practice to increase the quality of hiring decisions and find the best fitting employees 

for a particular job. The practice also receives support from research in human resource 

management, as long as the tests meet certain quality requirements, such as a sufficiently 

high predictive Validity. An example of such a widely used cognitive ability test is the 

Multicheck, which is often used in hiring processes for apprentices in Switzerland. Its 

quality, however, has not yet been thoroughly examined. Therefore, the paper aims at 

investigating the current hiring processes of Swiss insurance companies and the 

predictive Validity of the Multicheck, compared to lower-secondary school grades. HR 

professionals were interviewed to investigate current hiring processes and the 

practitioner’s evaluation of the Multicheck. Additionally, former apprentices were asked 

to provide their school grades and Multicheck results to investigate the Multicheck’s 

validity further. Among others, the correlation between Multicheck results and lower-

secondary school grades and future performance was statistically tested. The findings of 

this paper showed that Swiss insurance companies take hiring apprentices seriously and 

apply well-thought-out processes. However, the extensive use of the Multicheck could 

not be justified by the results. Multicheck results showed a weak non-significant negative 

correlation with all variables used to determine future performance, while lower-

secondary school grades showed a strong significant positive correlation. Based on these 

findings, Swiss insurance companies can be advised to critically question the use of the 

Multicheck in their hiring processes.  

Keywords: Human Resource Management, Hiring Processes, Apprenticeship, 

Predictive Validity, Multicheck 
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1. Introduction 

1.1 Background and Objectives 
Switzerland demands a lot from its youth. At the age of 12 to 13, their school 

performance is assessed to determine which level of lower-secondary school they will 

attend (Swiss Education, 2021a). The scope of this assessment is unlikely to be fully 

comprehensible to these young students, as it already has a determining influence on their 

future career opportunities (Haeberlin, Imdorf, & Kronig, 2004). After another three years 

of schooling, the students must make their first career-relevant decision. Students can 

either transfer to upper-secondary school, also called baccalaureate school, and prepare 

for studies at a university or university of applied sciences. The alternative is to undergo 

vocational training as part of a three- to four-year apprenticeship (Swiss Education, 

2021a). 

In contrast to many other European countries, the latter is the most commonly 

chosen option, as around two out of three adolescents start an apprenticeship after lower-

secondary school (Federal Statistical Office of Switzerland [FSOS], 2021). At this point, 

however, further challenges await young people. For example, studies show that gender- 

and origin-based discrimination against young people occurs in the apprenticeship job 

market (Haeberlin et al., 2004; Zschirnt & Fabbri, 2019). In addition, the companies 

offering apprenticeships seem not to trust the school grades achieved in lower-secondary 

schools. The reason for this lies in potential biases on the teacher's side as well as in the 

Swiss education system, which does not have uniform curricula and assessment systems 

and, therefore, fails to provide employers with consistent data (Haeberlin et al., 2004; 

Miller & Rosenbaum, 1997; Moser, 2001). Instead, more and more companies require 

apprentices to undergo a cognitive ability test as part of the selection process (Bösiger, 

2019). The most popular of these tests is called Multicheck - and this test constitutes this 

paper's focus. 

About two decades ago, the Multicheck emerged and became more popular ever 

since; meanwhile, the test is taken by about 30,000 young people each year (Gateway, 

2021a; Razzino, 2020). With around 70,000 apprenticeships started, this corresponds to 

around 42% of adolescents in the same school year (FSOS, 2020a). The test costs of CHF 

100 are directly charged to young people or their parents (Multicheck, 2021a).  

The Multicheck is a computer-based test that claims to test school knowledge and 

cognitive abilities (Multicheck, 2021a). However, despite its great popularity, the test is 

regularly and controversially debated in popular media. On the one hand, the reason for 



THE MULTICHECK’S SUITABILITY IN HIRING PROCESSES FOR APPRENTICES  
IN SWISS INSURANCE COMPANIES 

9 

this skepticism is the imposition of the test's costs on the participants. On the other hand, 

the test's Validity, especially in comparison to school grades, is repeatedly questioned 

(Bösiger, 2019; Razzino, 2020; Schnyder, 2015). Indeed, research on the test's Validity 

currently shows mixed results. Moreover, the research is restricted to specific 

organizations or industries (Capaul, 2014; Siegenthaler, 2010; Widmer, 2006).  

Validity is a construct that measures how strongly theory and empirical evidence 

support what the test purports to measure or predict. Thus, Validity is the most 

fundamental construct when developing or evaluating a test (American Educational 

Research Association [AERA], American Psychological Association [APA], & National 

Council on Measurement in Education [NCME], 2004). Accordingly, unclear Validity is 

an issue from both the employer's and the learner's perspectives. If Validity is low, 

potential apprentices would have to incur monetary and psychic costs for a test that adds 

no real value to the hiring process since the test provides unreliable information about 

future performance. In the worst case, the results could lead to wrong decisions and leave 

high-performers without an apprenticeship. And since tests with high Validity can 

positively influence company performance, it is reasonable to conclude that tests with 

low Validity could be detrimental to overall company performance (Landy & Conte, 

2016; Terpstra & Rozell, 1993).  

In this context, the unclear Validity could also be partly responsible for the observed 

discrimination if, for example, people with migration backgrounds systematically achieve 

lower results in the test, despite having good school grades or showing good performance 

throughout the apprenticeship.  

This problem is analyzed in this paper against the background of Signaling Theory. 

Signaling Theory examines the hiring process under the assumption that the involved 

parties have access to asymmetric information. To solve this situation, the applicant, in 

this context called the 'sender', chooses signals to send to the employer, who chooses how 

to interpret them. This interaction of sending and interpreting signals determines whether 

a person is hired (Spence, 1973). Lower-secondary school grades and Multicheck scores 

can be considered potential signals (Connelly, Certo, Ireland, & Reutzel, 2010). Further, 

the construct of predictive Validity is included to enable measurement of the signal's 

quality. This construct can be used to measure how well a signal can predict future 

performance (Landy & Conte, 2016).  

This analysis aims to help companies in the insurance industry use appropriate 

testing devices by investigating whether the Multicheck sends signals with higher 
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Validity than traditional school grades to the employer. The results can help companies 

increase their performance by finding the best applicants, providing potential apprentices 

with a fair selection process, and reducing potential discrimination in the hiring process. 

1.2 Research Question & Hypotheses 

The study aims at reaching these objectives by answering the following research 

questions. A literature review will be conducted to provide a comprehensive answer to 

the research question, and quantitative and qualitative data collection and analysis will be 

carried out. The findings will be linked to previous research in order to answer the 

questions in the conclusions chapter:  

Q1: What recommendations can be given to Swiss insurance companies regarding 

using the Multicheck in apprentice selection procedures for office jobs against the 

background of the Signaling Theory? 

Q2: Does the Multicheck systematically disadvantage people with a migration 

background?  

In order to answer the research questions, five Hypotheses were derived. The 

Hypotheses are tested using statistical methods based on the collected quantitative data 

and are as follows: 

H1: Multicheck scores will predict future performance 

H2: School grades will predict future performance 

H3: Multicheck scores have a higher predictive Validity when it comes to future 

performance than school grades  

H4: Participants with a migration background do not systematically achieve lower 

results in the Multicheck scores or the school grades than participants without a 

migration background 

H5: Multicheck scores do not have a lower predictive Validity for participants with a 

migration background compared to its general predictive Validity 

1.3 Relevance 
The 70'000 apprenticeships that are started annually and the 30'000 tests that are 

carried out show the relevance of the apprenticeship selection in Switzerland. Concerning 

the Multicheck, it can be stated that further research is urgently needed due to the 

currently sparse and contradictory research results. 

Current research further shows that a carefully crafted employee selection process 

can increase company performance and reduce turnover. Using reliable and valid tests is 

essential for a systematic and effective selection process (Landy & Conte, 2016; Terpstra 
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& Rozell, 1993). As a side-effect, high-quality tests could reduce discrimination by 

drawing attention away from irrelevant aspects and traits to relevant ones, e.g., cognitive 

abilities instead of hair color. 

2. Literature Review 
The following chapter provides an overview of the different main topics of this 

research project. Literature has carefully and critically been reviewed to provide a sound 

understanding of the main topics. First, the Signaling Theory as a conceptual framework 

is explained in more detail, as is the vital concept of Validity. Furthermore, the chapter 

deals with employee selection, showing its importance and different forms and putting it 

in the Signaling Theory context. In addition, the Swiss school system, the concept of 

apprenticeships and the Multicheck are presented and critically reflected in the context of 

Signaling Theory. The chapter ends with a summary of the essential findings and the 

presentation of five Hypotheses. 

2.1 Conceptual Framework: Signaling Theory 
The process of employee selection and the Multicheck itself can be interpreted in 

the context of the Signaling Theory. In short, the Signaling Theory helps describe two 

parties' behavior when they have access to asymmetric information. In this situation, the 

sender chooses if and how to communicate through sending signals, while the receiver 

chooses how to interpret them. One way for the sender to send signals is through 

education and certificates, such as the Multicheck. Signaling Theory is relevant to human 

resource management in general and the recruitment process specifically and is prominent 

in the management literature (Connelly et al., 2010).  

2.1.1 Background 

Signaling Theory in Economy as known today has its roots in a dissertation by 

Michael Spence (Spence, 1973). Spence (2002) drew inspiration from the well-known 

essay 'Market for Lemons' by Akerlof (1970) about how markets react to quality 

uncertainty. The author concludes that dishonesty and disequilibrium of information may 

lead to market disruptions. Akerlof (1970) presents these effects using the example of the 

market for used cars. On the one side, the seller most likely knows the car's quality very 

well since they used the car. On the other side, the actual quality of a used car is hidden 

from the potential buyer as many critical elements, e.g., mechanical parts, are hidden from 

view. Therefore, the buyer's best guess would be to assume that the car is of average 

quality; naturally, the buyer will only pay the price of a used car of average quality. 

Therefore, the owner of a well-maintained used car will not get a price high enough to 
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make the transaction worthwhile. Thus, those owners might not be willing to place their 

cars on the market anymore. The consequence of this would be that the average quality 

of used cars on the market decreases, and so do the buyer's expectations and the prices 

they are willing to pay. In consequence, without any regulation, the market for used cars 

will, at some point, consist only of cars of poor quality.  

This situation is somewhat transferable to the hiring market, as there are 

informational gaps, too. For example, an applicant could hold back vital information 

about his education, cognitive abilities or motivation. Spence (2002) describes the 

similarities as follows. If there were no ways to fill these informational gaps, meaning 

there is no way to distinguish more productive workers from less productive workers, a 

risk-neutral employer would pay the same wage to everybody, matching the average 

productivity of the population. This wage could lead to adverse selection, meaning that 

the more productive workers would leave the market because they are dissatisfied with 

their wages. The employers would then adjust their wages, matching the now lower 

average productivity, eventually ending up at the wage that matches the lowest 

productivity level. The similarity, therefore, is not about comparing humans and 

machines but rather about the market mechanisms involved in decision-making under 

uncertainty.  

2.1.2 The Theory in Detail 

When hiring a new employee, the employer can often not be sure of their future 

productivity or marginal product, making it a decision under uncertainty. As it may take 

time for the employee to learn the job and be productive, the hiring process can further 

be seen as an investment under uncertainty (Spence, 1973). This viewpoint is especially 

true for apprentices, as they are specifically hired to be trained.  

While the employee's marginal product cannot be observed before hiring, a large 

amount of their personal data is visible to the employer at that point in time. The dataset 

consists of immutably fixed personal attributes like race and sex and alterable personal 

attributes such as education. Spence (1973) refers to the former as 'indices' and the latter 

as 'signals'. The employer can now use these indices and signals as supporting information 

for their hiring decision. Stiglitz (1975) describes this interpretation of indices and signals 

as identifying differences between individuals and calls it 'screening'. Just as Spence 

(1973) did, Stiglitz (1975) drew inspiration from markets facing imperfect information. 

The two theories are complementary: employees send signals, employers screen for those 

signals. Both theories provide a way to overcome the beforementioned informational gap. 
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In addition, Arrow (1973) mentioned education as a screening device for employers, 

meaning it serves as a potential signal.  

Therefore, all three authors create a basis to assume that there are attributes that 

help distinguish more productive from less productive workers and that there are ways to 

identify and interpret these attributes, one of which is education. In terms of the paper at 

hand, education and certificates serve as one out of many potential signals that employers 

can interpret through screening to better predict future productivity.  

After hiring, the employer cannot only assess the new hire's marginal product but 

also conduct "conditional probability assessments over productive capacity given various 

combinations of signals and indices" (Spence, 1973, p. 357). These assessments then lead 

to conditional probabilistic beliefs about how specific combinations of signals and indices 

correlate with future job performance or the marginal product. These beliefs will then 

affect future wages offered to the new hires; this cycle is repeated every time an employer 

hires new employees (Spence, 1973). Of course, it has to be noted that some parameters 

that are referred to as indices are not suitable to be considered in hiring processes. If, for 

example, race or sex would be considered, an employer could violate laws against 

discrimination. These indices should, therefore, be waived. 

Also to mention is that the model assumes that everybody will be hired, but at wages 

representing the employee's marginal product. In reality, a Swiss company offers the 

same wage to all their apprentices, according to the author's experiences. Therefore, the 

primary decision is not about hiring everybody at different wages but hiring the 

apprentice whose performance level is high enough to justify the previously fixed wage.  

Just as hiring a new employee represents an investment for an employer, altering 

signals to increase future wages or future job opportunities represents an investment for 

the employee. Spence (1973) refers to these investments as 'signaling costs' and assumes 

that an individual will invest in these alterations if there will be sufficient return on this 

investment. These Signaling costs include not only monetary costs but also psychic and 

other costs, such as time. A vital prerequisite assumption is that signaling costs and 

productive capability are negatively correlated. Only if there is a negative correlation, 

signaling choices of individuals will differ, given a specific offered job/wage. 

Furthermore, effective signaling requires the presence of a sufficient number of possible 

signals to choose that are within an appropriate cost range.  

As shown, Spence (1973) assumes that with every new wave of employees an 

employer hires, the employer gets new information regarding signals and their potential 
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predictive value about future productivity. Employers, therefore, may adjust their 

conditional probabilistic beliefs after each wave; however, this will most likely not be the 

case if the conditional probabilistic beliefs are not disconfirmed by the new data of the 

current wave. The beliefs are, therefore, self-confirming. Given these assumptions, an 

informational feedback loop emerges: Employers have conditional probabilistic beliefs 

that lead to certain hiring decisions and wages. Other applicants adjust their signaling 

decisions according to the employers' hiring decisions to maximize their return on 

signaling investments. The employer hires a new wave of employees and observes the 

relationship between these signals and the marginal product. The initial conditional 

probabilistic beliefs will then either be confirmed or adjusted. An illustration of this 

circular process is shown in Figure 1. 

 
Figure 1:  
Circular Process of Hiring According to Signaling Theory 

 
Note. From “Job Market Signaling” by M. Spence, 1973, The Quarterly Journal of Economics, 
87(3), p. 359. Copyright 1973 by Oxford Academic. Reprinted with permission.  

 

A signaling equilibrium is reached when one set of these parts of the cycle 

regenerate itself. In terms of the self-confirming conditional probabilistic beliefs, an 

equilibrium would be a set of employers' beliefs that lead to particular hiring and 

signaling decisions, and ultimately to new market data, consisting of the initial 
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conditional probabilistic beliefs (Spence, 1973). The just described self-confirmation in 

this equilibrium further highlights the danger of including indices, such as sex or race, 

into hiring decisions. Spence (1973) noticed this himself as he states: "If employers' 

distributions are conditional on sex as well as education, then the external impacts of a 

man's signaling decision are felt only by other men. The same holds for women" (p. 370). 

The same could be applied to race, nationality or any other indices, as the following 

example shows. Think of an employer that hires only Swiss citizens due to a random 

sample of applicants that only includes Swiss citizens. Suppose those employees fulfill 

the productivity expectations, but both Swiss citizens and people with a migration 

background invest in education. In that case, only Swiss citizens will benefit from this 

investment in the next round, as the conditional probabilistic beliefs include education 

and ethnicity. Moreover, employers will likely refrain from changing their once 

confirmed conditional probabilistic beliefs due to their self-confirming nature.  

2.1.3 Signaling Theory: An Example 

Based on the explanations of Spence (1973), the interaction of the various elements 

of Signaling Theory in practice shall be illustrated using the example of apprentice 

selection. Assuming there are only two groups of potential apprentices. Group 1 has a 

productivity of 1 and will not be able to pass the apprenticeship. Group 2 has a 

productivity of 2 and will pass the apprenticeship. In order to be able to estimate which 

applicant belongs to which group, the employer will try to use screening to look for 

signals that allow doing so. During this screening process, conditional probabilistic 

beliefs come into play. For example, the employer may assume that a school grade greater 

than X or a Multicheck result greater than Y signals that the applicant belongs to group 

2. Consequently, the employer will offer them the job and observe whether they meet the 

requirements during the apprenticeship. If the applicant fulfills the productivity 

expectations and thus passes the apprenticeship, this will confirm the conditional 

probabilistic beliefs representing a self-confirmation effect, and the employer will use the 

same decision basis again. Of course, it could be that, say, a school grade of X-1 or a 

Multicheck result of Y/2 would be enough to pass the apprenticeship, but a risk-neutral 

or risk-averse employer will hardly adjust their confirmed expectations downwards. This 

hesitation in adjusting confirmed beliefs is precisely why the risk of discrimination arises 

when indices are included. If all accepted applicants were Swiss in the first year by 

chance, this would lead to the conditional probabilistic beliefs that the signal 'school grade 

> X OR Multicheck result >Y', combined with the index 'Swiss' best predicts success in 
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the apprenticeship. Individuals with a migration background would thereafter be excluded 

from this employer.  

The equilibrium has not yet been mentioned in this example. Equilibrium occurs 

when the employer's conditional probabilistic beliefs lead to satisfactory performance and 

match the applicants' signaling decisions, which would be the case if the members of 

group 2 decide to take the effort to achieve a school grade >X. Considering that in the 

Signaling Theory, signaling costs and productivity are negatively correlated, members of 

group 1 would not take on this effort because their productivity is lower than the 

productivity of group 2, and, therefore, need to make a more notable effort to reach a 

school grade >X than group 2. Accordingly, pursuing an appropriate grade is no longer 

worthwhile considering the Signaling costs necessary to meet the employer's 

expectations.  

2.1.4 Criticism on Signaling Theory 

Signaling Theory has been criticized several times in the past. Researchers, for 

example, have had difficulties conducting empirical tests to confirm or reject the key 

predictions of Signaling Theory. This drawback led to the theory not flourishing after the 

initial interest (Borjas, 1991, as cited in Bills, 2003).  

Bills (2003), however, argues that it might not be potential difficulties but a mere 

lack of interest that led to key concepts not being empirically tested in sociology. Most 

studies were conducted in the economic field of job searching, which Bills (2003) sees as 

"an increasingly formal endeavor, with simplifying assumptions that have proved too 

unrealistic for many labor market sociologists" (p. 447).  

Miller and Rosenbaum (1997) acknowledge in their study that Signaling Theory 

suggests that employers will use 'shortcuts' in the form of 'signals' to predict work habits. 

Further, they conclude that for adolescent students, these signals predominantly consist 

of school grades. However, they also found that employers do not use these school grades, 

or signals, so to speak, in the hiring process because they do not recognize them as 

trustworthy. Many employers said they do not trust teachers because they were biased or 

that grades seem entirely irrelevant. Employers rely much more on their interviews, 

which, according to the authors, often yield invalid and biased results. In another study, 

Rosenbaum and Kariya (1991) came to somewhat similar results, concluding that "in the 

United States, grades have virtually no influence on white-collar or blue-collar jobs for 

males. As in other studies, we find that grades have significant effects on white-collar 

jobs for U.S. females" (p. 89).  
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However, it should be noted that while Signaling Theory might lead to assumptions 

too simple for some sociologists' purposes, it seems to be widely accepted in the economic 

research field, as Connelly et al. (2010) conclude that "Signaling Theory holds a 

prominent position in a variety of management literature" (p. 39). Since the study at hand 

looks at the research questions from an economic perspective, Signaling Theory as a 

conceptual framework seems justified.  

The criticism of Rosenbaum and Kariya (1991) and Miller and Rosenbaum (1997) 

can be countered because their studies focused on job markets in the U.S. and Japan. 

However, the study at hand focuses on the job market in Switzerland, making it possible 

that geographical and cultural differences may lead to different outcomes. An assumption 

that is, for example, further supported by Rosenbaum and Kariya (1991) finding different 

results for the U.S. and Japan. It can further be noted that the criticism is mainly directed 

at the fact that employers do not behave as the researchers think Signaling Theory would 

suggest; and not towards the predictive quality of school grades as signals. For example, 

the employers focus on interviews, in which the potential employee also sends signals 

that need to be interpreted. They do not waive signals but focus on different signals 

because they assume school grades provide low signal quality. To address this issue in 

greater detail, chapter 2.1.5 introduces Validity as a vital component in test assessments. 

Additionally, the criticism is somewhat relativized by a study by Ishida, Spilerman and 

Su (1997), who concluded that "employers do use college quality as a 'signal,' as 

hypothesized, but mainly at the beginning of workers' careers" (p. 878).  

Additionally, it should be noted that the criticism in the former studies does not 

seem to be directed at the quality of the predictions Signaling Theory suggests. It is, 

therefore, still possible to assume that signals predict future productivity, but employers 

do not recognize this opportunity and focus on the wrong signals. This assumption is, for 

example, supported by the fact that constructs like general mental ability ('g'), which can 

be interpreted as signals according to Signaling Theory, have shown to be good predictors 

of future job performance (Schmidt & Hunter, 2004). General mental ability, therefore, 

has a high Validity (see chapter 2.1.5). 

2.1.5 Validity 

Looking at the considerations of Signaling Theory, one can conclude that 

employers probably have various signals at their disposal. To name just a few examples: 

Number of years of education, school grades, the highest educational degree, and 

previous work experience. Employers can rely only on their conditional probabilistic 
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beliefs and subjective observations in this respect, as assumed by Signaling Theory, or 

they can try to find out the Validity of the signals and focus only on valid signals and 

adjust their conditional probabilistic beliefs accordingly.  

Validity is a construct that measures how strongly theory and empirical evidence 

support what the test purports to measure or predict. Accordingly, Validity is the most 

fundamental construct when developing or evaluating a test. Statements about Validity 

should not be made about the test as a whole but individual interpretation. For example, 

if the test measures the current status and possible future outcomes, these interpretations 

should be evaluated separately. Today, Validity is mainly regarded as a unitary concept. 

However, especially in the past, some voices divided Validity into different 

subcategories, such as content Validity or predictive Validity (AERA et al., 2004).  

Landy and Conte (2016) also speak of Validity as a unitary concept and add that 

"you should not think that one type of Validity tells you anything different about the 

completeness and accuracy of a measure than any other type of Validity" (p. 77). 

Measuring Validity is always about making a Hypothesis and testing it. This Hypothesis 

includes, for example, statements about how well a predictor, e.g., a test that measures 

particular abilities, can predict specific criteria, e.g., future performance. When testing 

these Hypotheses, different designs are available, in which Landy and Conte (2016) then 

seem to consider different subcategories of Validity. A consideration that also seems 

reasonable for the present work and will be further addressed in chapter 3. As the most 

obvious way to test a Hypothesis, i.e., to combine predictor and criteria, Landy and Conte 

(2016) propose the criterion-related Validity design, in which test results are correlated 

with a specific performance indicator. If there is a certain period between the 

test/predictor and the time of the performance evaluation/criteria, it is referred to as a 

predictive Validity design. This design allows testing how well a test can predict future 

performance.  

Determining the appropriate Validity of a procedure in terms of an absolute value 

is complex to impossible. However, Lienert and Raatz (1994) tried to formulate general, 

relative recommendations. Thus, the Validity coefficients should be statistically 

significant. Higher expectations are placed on the coefficients if their consequences are 

significant for the individual and if the period for which the prediction is to apply is long. 

They further state that a Validity value around r = .30 is too low for a single test procedure 

but can be accepted in a test battery. If the test is used as a single predictor in individual 

assessments, the requirements should be r > .70; if additional information is included, this 
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requirement is reduced to r > .50. A minimum target value for the Multicheck of r = .30 

to .50 can be concluded from these orientation values. 

2.2 Employee Selection 
Signaling Theory and Validity provide an example of how employers can select 

their employees by analyzing information that accurately predicts future productivity. 

The theory might raise the question of why an efficient and effective selection process is 

essential in the first place and if it is relevant in day-to-day business activities.  

2.2.1 General Importance 

Research generally suggests that staffing practices are positively associated with 

company performance. For example, using formal assessment devices in employee 

selection processes can reduce turnover (Landy & Conte, 2016). Terpstra and Rozell 

(1993) found various examples of practices that have proven their worth in past research. 

The use of structured interviews and cognitive aptitude and ability tests significantly and 

positively influenced organizations' profit growth and annual profit. While this effect was 

observed for all industries, their impact was found to vary by industry type.  

It is worth taking a brief look at the theory of systematic personnel selection to 

understand these relationships. Smith and Robertson (1993) divide this systematic 

selection process into four stages. The preparation stage involves a job analysis to find 

what characteristics future employees need to meet the job's demands and criteria to 

assess job performance. It also involves attracting enough people who might fit the 

demand of the job. The next step is the selection stage. This stage is divided into two 

parts. First, it involves a decision on the best method of selection. There is a wide range 

of methods from which to choose. Some will be introduced in chapter 2.2.2, all of which 

have advantages and disadvantages. The method's psychometric properties, i.e., 

reliability and Validity, should be compared to make the best choice. The second part of 

the selection stage concerns the actual selection of the candidate based on the results of 

the selection procedure. The final stage is about evaluation. With the help of the criteria 

established in the preparation stage, it should be possible to establish whether the 

selection procedure has led to hiring a well-performing employee.  

This systematic process also adds further dimensions to the selection process as if 

one only considers Signaling Theory. In fact, Signaling Theory may now, at first glance, 

seem unsystematic or even oversimplifying; however, there are many parallels. The 

formation of conditional probabilistic beliefs can be considered part of the preparation 

stage, as both involve defining selection criteria, e.g., a school grade > X or a Multicheck 
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result > Y. The consideration of certain indices and signals in the application process can 

be seen as part of the selection stage, as both points aim at filtering out suitable candidates. 

After hiring a candidate, the review and possible adjustment of conditional probabilistic 

beliefs correspond to the evaluation stage in the systematic process, especially if the 

theory on Validity is considered when evaluating one's own conditional probabilistic 

beliefs. Provided that an employer finds the right signals for the selection, be it initially 

or through evaluation, there is an increased possibility of finding suitable candidates and, 

ideally, increasing the company's performance. This connection between company 

performance and hiring suitable candidates shows the importance of examining the 

Multicheck's Validity. 

2.2.2 Ways of Employee Selection 

When designing employee selection processes, employers can select from a 

plethora of different tools. The most basic way to think of hiring somebody is simply 

hiring the first person to enter the office. However, as shown in the former chapter, 

investing in a high-quality staffing process pays off. One way of doing so is to use 

diagnostic methods in the process.  

Examples of these methods are a CV review to determine the duration or variation 

of former professional experience, unstructured and structured interviews or work 

samples. Especially highly structured interviews have shown to be reliable predictors of 

future job performance (Kanning, 2019). Another method of assessing potential future 

employees is a cognitive aptitude and ability test. These tests generally have proven to be 

reliable and valid (Terpstra & Rozell, 1993). Robertson and Smith (2001) confirm these 

findings, saying that structured interviews, work samples and cognitive ability tests have 

shown the highest accuracy in predicting future performance.  

Cognitive aptitude and ability tests further allow "individuals to demonstrate what 

they know, perceive, remember, understand or can work with mentally" (Landy & Conte, 

2016, p. 120). The tests can produce one single number that intends to represent the 

applicant's cognitive ability, test specific abilities, or consist of so-called test batteries to 

measure different aspects of cognitive ability (Landy & Conte, 2016). The Multicheck 

can at least partly be considered such a cognitive ability test, as chapter 2.4 will show.  

In the sense of Signaling Theory, these ways of employee selection can be 

understood as an expression and part of the employers' 'conditional probabilistic beliefs'. 

On the other side, the applicants make their signaling decisions considering these 
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selection methods/conditional probabilistic beliefs, e.g., by deciding whether to undergo 

a test or interview. 

2.3 Swiss Education System  
The previous two chapters introduced the conceptual framework of the thesis and 

established the importance and different types of personnel selection. They also showed 

that school grades and cognitive ability tests are potential signals and that employers tend 

to distrust school grades as signals. This distrust explains the success of the Multicheck 

in recent years, especially if the Swiss school system would give cause for doubt. 

Therefore, the following three chapters will look at the Swiss Education System, the 

Multicheck and School grades.  

2.3.1 From Primary School to Apprenticeships  

First, it must be noted that Switzerland does not have a uniform school system. The 

reason for this is that Switzerland is composed of 26 cantons, and it is these cantons 

having the primary responsibility for the compulsory education of their inhabitants. 

However, certain basic principles are applied throughout Switzerland. For example, the 

education system is divided into different parts. The educational journey starts with the 

primary level, which lasts eight years, including kindergarten. The primary level usually 

starts when kids reach the age of four or five and is followed by the transition to the lower-

secondary level, which lasts three years. Completion of the lower-secondary level marks 

the end of compulsory education after a total of eleven years. The eleven years are 

followed by the upper-secondary level, including baccalaureate schools or 

apprenticeships, which can also be referred to as vocational education or vocational 

training. This level of education usually lasts three to four years. In most circumstances, 

transfer to universities, universities of applied sciences, or professional education and 

training colleges is possible after upper-secondary education (Swiss Education, 2021c; 

Swiss Education, 2021d; Swiss Education, 2021e). 

Figure 2 provides a graphical representation of these developments and shows the 

performance-based grouping before the transition from primary to lower-secondary level; 

children are usually around 12 to 13 years old at this point. The grouping is based on an 

assessment at the end of primary school. The assessment consists of a performance 

evaluation, teacher recommendations and, in some cases, a transition examination. The 

transition procedures and the design of the lower-secondary school performance groups 

are up to the cantons and, therefore, vary across Switzerland (Swiss Education, 2021a). 
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Figure 2:  
Schematic Representation of the Swiss Education System 

 
Note. From Graphic – The Swiss education system at a glance, by EDK, 2019. 
(https://www.edk.ch/en/education-system/graphic). Copyright 2019 by EDK. Reprinted with 
permission.  

 

In lower-secondary school, pupils are assessed twice a year with the typical Swiss 

grade scale from 1 to 6. Grade 1 means very poor, 6 means excellent, and 4 means 

sufficient. There is no national final school examination and no national school leaving 

certificate at the end of lower-secondary school. However, there will always be the grades 
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of the half-yearly assessment, and some cantons perform final exams (Swiss Education, 

2021a). An example of such an assessment can be consulted in Appendix A.  

While completing lower-secondary school, at the age of 14 to 15, Swiss teenagers 

need to make a first career-relevant decision. Do they want to attend a baccalaureate 

school or an upper-secondary specialized school and pursue a Bachelor's degree 

afterward, or do they want to join the workforce by starting an apprenticeship? Unlike 

teenagers in many other European countries, which offer professional qualifications at 

the university level, most Swiss teenagers decide to start an apprenticeship (Swiss 

Education, 2021b). These apprenticeships are available for about 250 different 

professions in Switzerland. During the apprenticeships, the teenagers undergo practical 

training in the company three to four days per week and theoretical classes at the VET 

school (vocational education and training school) on the other one to two days. These 

apprenticeships last for three to four years and lead to a 'Federal VET Diploma', which is 

widely accepted as proof of one's abilities to work in a specific job. Following Swiss 

Education (2021f), the VET student is assessed by the training company and VET schools 

throughout the apprenticeship. The final assessment will be visible in the Federal VET 

Diploma and consists of several school grades and several grades given by the training 

company. The grades range, as usual, from 1 to 6. An anonymized example of a Federal 

VET Diploma can be consulted in Appendix B.  

2.3.2 Potential Issues in the Swiss Education System 

Considering the information in chapter 2.3.1, specific questionable mechanisms in 

the school system are conceivable. Since the school system is not the main focus of this 

thesis, it will not be analyzed and examined in detail. However, it is crucial to take a 

critical look at those points that concern the signal value of school education and thus the 

selection process. Two facts are particularly striking. On the one hand, there is a 

performance assessment at the age of 12 to 13, during the primary level, used to determine 

the further course of lower-secondary education. For a relevant part, this assessment is 

based on the teacher's subjective opinion and, therefore, potentially biased. For example, 

a study by Haeberlin et al. (2004) shows that foreign adolescents, especially foreign girls, 

are disadvantaged when transferring from lower-secondary school to VET school. The 

authors attribute this to two facts. 

On the one hand, the type of school attended at the lower-secondary level plays a 

significant role in selecting personnel for an apprenticeship; the type of school, in turn, 

depends on the performance assessment at the end of the primary level. On the other hand, 
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foreign young people are overrepresented in the lowest performance group school type 

of the lower-secondary level compared to young Swiss people. This overrepresentation 

is probably related to the fact that not only school grades but also the subjective 

assessment of the teachers plays a role in allocating to a specific performance group. The 

problem manifests even more because the proportion of people in the lowest performance 

group varies from canton to canton. These findings are further supported by a study by 

Zschirnt and Fabbri (2019), which is discussed in more detail in section 2.6.2. This study 

also shows that foreign young people are discriminated against when looking for an 

apprenticeship.  

On the other hand, there is no national school leaving certificate at the end of lower-

secondary school; or even more severe: there is no national uniform education system, 

which lowers the signal value of Swiss school grades. A study has shown - and thereby 

confirmed the findings of Miller and Rosenbaum (1997) introduced in chapter 2.1.4 - that 

Swiss companies rely only marginally on school grades. The authors attribute this to the 

fact that schools do not measure performance in a uniform way that is binding for the 

world of work and that school reports provide too little information about the level of 

performance achieved (Moser, 2001).  

2.4 Multicheck 
There are reasons to doubt the signal value of school grades, and employers seem 

to be aware of that. Therefore, the Multicheck as some kind of cognitive ability test seems 

to be a suitable way to tackle this issue. The following chapter introduces the Multicheck 

as the central part of the paper at hand. It aims to outline the Multicheck and provide an 

overview of previous research conducted on the Multicheck.  

2.4.1 Content of the Multicheck 

The Multicheck is an assessment that claims to measure the participant's school 

knowledge and cognitive abilities. Depending on the participant's apprenticeship 

aspirations, there are eight different versions of the Multicheck from which to choose. 

These eight versions vary in terms of content and difficulty, trying to match the content 

of the test with the aspired apprenticeship's requirements. The test can be completed a 

maximum of two times per assessment period, which lasts from May to April. Since 2012, 

the test is entirely computer-based and can be taken in over 30 test centers throughout 

Switzerland (Gateway, 2021b). The research question of the paper at hand focuses on the 

insurance industry. The corresponding version of the Multicheck would be the 

Multicheck for 'economy and administration', formerly called 'Kaufmann/Kauffrau', 
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which translates to 'merchant' in English. This version of the test for these apprenticeships 

costs CHF 100.- and lasts 3.5 hours. The test content covers school knowledge in German, 

mathematics and two foreign languages, where the participant can choose between 

French, English and Italian. It further covers the cognitive abilities of logic, 

concentration, short-term memory, retention, imagination, organizational skills, 

interconnected thinking, writing (Multicheck, 2021a).  

In this form, the Multicheck is somewhat reminiscent of the Wonderlic test, which 

is frequently used in the USA for personnel selection and career assessment. The 

Wonderlic test is also a test of cognitive abilities. Its Validity has been confirmed several 

times in the past, for example, by analyzing the correlation of the Wonderlic score with 

other intelligence tests such as the Kaufman Adult Intelligent Test (Bell, Matthews, 

Lassister, & Leverett, 2002) or the Wechsler Adult Intelligence Scale-Revised (Saltzman, 

Strauss, Hunter, & Spellacy, 1998). However, in comparison to the Multicheck, the test 

takes only 12 minutes to complete (Wonderlic & Hovland, 1939).  

Multicheck acknowledges that cognitive ability has high Validity in terms of 

predicting future job performance. At the same time, Multicheck acknowledges that it 

does not provide a regular cognitive ability test, seeing the reason for this statement in 

the fact that Multicheck does not test all facets of intelligence. For example, tests of 

auditory processing are missing. On the other hand, Multicheck includes areas such as 

foreign languages, which are not assigned to intelligence, but correspond to the wishes 

and requirements of the training companies and professional associations, Multicheck 

claims to have identified (Multicheck, n.d.). 

Multicheck's statement about not testing all facets of intelligence is somewhat 

surprising, as there is an ongoing debate about how intelligence could be defined in the 

first place, and there are different understandings of intelligence in different cultures 

(Landy & Conte, 2016). Two definitions out of many are as follows: 

A very general mental capability that, among other things, involves the ability to 

reason, plan, solve problems, think abstractly, comprehend complex ideas, learn 

quickly and learn from experience. It is not merely book learning, a narrow academic 

skill, or test-taking smarts. Rather, it reflects a broader and deeper capability for 

comprehending our surroundings—"catching on," "making sense" of things, or 

"figuring out" what to do. (Gottfredson, 1994, p. 13) 

Individuals differ from one another in their ability to understand complex ideas, to 

adapt effectively to the environment, to learn from experience, to engage in various 
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forms of reasoning, to overcome obstacles by taking thought. Although these 

individual differences can be substantial, they are never entirely consistent: a given 

person's intellectual performance will vary on different occasions, in different 

domains, as judged by different criteria. Concepts of "intelligence" are attempts to 

clarify and organize this complex set of phenomena. Although considerable clarity has 

been achieved in some areas, no such conceptualization has yet answered all the 

important questions, and none commands universal assent. Indeed, when two dozen 

prominent theorists were recently asked to define intelligence, they gave two dozen, 

somewhat different, definitions. (Neisser et al., 1996, p. 77) 

Even if these two definitions show certain similarities, the one by Neisser et al. 

(1996), in particular, shows that intelligence as such cannot be defined conclusively. 

Then, the concept of general intelligence, also referred to as the g factor, is often measured 

in cognitive ability tests, which have high predictive Validity regarding future 

performance (Landy & Conte, 2016). And indeed, the Multicheck is based on the CHC 

theory (Multicheck, n.d.). This theory is based on Carroll's Hierarchical Model, which 

defines the 'g' factor as the highest layer, then adds seven specific abilities as a second 

layer, e.g., general memory, visual perception, and auditory perception, and further divide 

them (Landy & Conte, 2016). This model clarifies why Multicheck claims it does not 

measure all aspects of intelligence or the 'g-factor'.  

The specific content of the test is not retrievable. However, Multicheck provides a 

sample of their test on their homepage (Multicheck, 2021b). The questions provided in 

those sample tests were collected and freely translated by the author of the paper at hand. 

They can be consulted in Appendix C.  

The results of the test are shown on two pages. The first page shows the 

performance results for each subject in weighted percentile rank values as gray bars and 

as a number between 0 and 100. The subjects are grouped into 'school knowledge', 

'potential', and 'job-specific abilities'. These 'area values', shown as blue bars, represent 

the subjects' average and describe the performance in all areas in a range. For all areas, 

values between 40 and 60 can be considered good, values below 40 require closer 

inspection, and values above 60 indicate exceeded expectations. The values shown on the 

second page are raw, and Multicheck recommends not interpret them without proper 

training. Multicheck aims at linking those evaluations to the demands of a specific job 

field but refrains from making statements about personality, interests and values 

(Multicheck, n.d.).  
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2.4.2 Criticism and Current State of Research  

The Multicheck is controversially discussed in popular media in Switzerland on a 

somewhat regular basis (Bösiger, 2019; Razzino, 2020; Schnyder, 2015). Several points 

are repeatedly criticized in the popular press, such as the CHF 100 charged to the students 

or their parents. Further, it is criticized that the Multicheck is only a snapshot of the 

abilities compared to school grades, which are based on a long-term assessment. Finally, 

the test is repeatedly criticized for its unclear Validity. Despite the controversial 

discussion, the test enjoys great popularity among companies in Switzerland. On 

Multicheck's homepage, several big Swiss and International companies are listed as 

companies that require the test. Examples of these companies are Allianz, Zurich, Geberit, 

Julius Bär, IWC, Ruag and many more (Gateway, 2021a). According to Razzino (2020), 

around 25'000 to 30'000 tests are carried out annually.  

The test has indeed hardly been scientifically studied to date. So far, independent 

studies have only been conducted as part of master theses, which came to different results 

and conclusions (Capaul, 2014; Siegenthaler, 2010; Widmer, 2006).  

Widmer (2006) examined the Multicheck's Validity and reliability for merchant 

apprentices. Unlike today, the test was partly computer-based and partly pen-and-paper 

based at the time of this study. In order to investigate the predictive Validity of the 

Multicheck, the average school marks of the first three semesters of vocational training 

were compared with the results of both Multicheck parts. The computer-based test 

showed positive, significant correlations of r = .29* to r = .35**, the pen-and-paper based 

test positive, significant correlations of r = .38* to r = .45**. Furthermore, the Multicheck 

results were compared with the grades that the students received from the training 

companies. Here, the computer-based test showed mostly weak, non-significant, positive 

correlations. The pen-and-paper-based test showed mostly weak to moderate, non-

significant negative correlations. At this point, it should be noted that in his Master's 

Thesis, Widmer (2006) thanks his supervisors at Multicheck, suggesting employment, 

which means that a certain bias can no longer be ruled out. 

Siegenthaler (2010) examined the Validity of the Multicheck for apprentices in 

retail. This Multicheck differs from the one Widmer (2006) examined, as it consists only 

of a computer-based test. Since it is also directed at a different apprenticeship and has a 

different content, the results cannot be directly compared. However, the extensive 

analyses in the thesis showed that the Multicheck shows low predictive Validity regarding 

future VET school grades, which directly contradicts the findings of Widmer (2006). 
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Furthermore, Siegenthaler (2010) found no solid and significant correlations between the 

Multicheck result and the likelihood of unexcused absences from vocational school and 

the likelihood of a termination of an apprenticeship contract. He concludes that this 

specific Multicheck is not able to fulfill the hopes that are placed in it.  

A few years later, Capaul (2014) tested the predictive Validity of the Multicheck 

for technical occupations, focusing on the IT sector. For this purpose, he conducted 

correlation analyses to investigate the relationship between VET school grades and 

Multicheck results. He found a low and insignificant significant prognostic Validity for 

the first year of the apprenticeship (r = .22) but significant, medium to high correlation 

coefficients for the second year of the apprenticeship (r = .50**). A joint analysis of both 

years of the apprenticeship showed weak to moderate but significant correlations (r = . 

37**). A look at the current Multicheck website shows that a separate test has now been 

designed for IT apprentices (Multicheck, 2021a). It must be noted here that the 

Multicheck examined does not correspond to that of the merchant apprentices.  

In their comprehensive manual, Gateway (2021b), the company behind Multicheck, 

also addresses Validity. The manual quotes the theses of Capaul (2014) and Widmer 

(2006), as well as a new study that is currently carried out but not yet available; however, 

they do not mention the thesis of Siegenthaler (2010). Gateway (2021b) claims that the 

Multicheck scores correlate at r = .41 with an aggregated index of eighth-grade report 

card scores of lower-secondary schools. This correlation is interpreted as a solid 

concurrent Validity and an indicator of how Multicheck tests different aspects than school 

grades. In the current and unpublished study, Gateway (2021b) further claims that the test 

scores correlate at r = .37 with an aggregated index of future vocational school grades. 

This correlation is said to match the results of Capaul (2014) and Widmer (2006).  

2.5 School Grades and Multicheck as Signals 

The paper at hand aims to provide Swiss insurance companies with 

recommendations concerning the use of the Multicheck in the apprentice selection 

process, using Signaling Theory. Having looked at Signaling Theory, the Swiss education 

system and the Multicheck, the question arises whether Multicheck and School Grades 

are valid signals for employers to use in their selection procedures.  

About the Multicheck, this question cannot be answered conclusively at this point 

since previous research on the Multicheck, as explained in Section 2.4.2, has not produced 

any consistent results. Moreover, this question is precisely the main topic of this study. 

However, it is possible to make assumptions based on previous literature. On the one 
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hand, the Multicheck aims at least partly at testing cognitive abilities. These, in turn, have 

high predictive Validity and, thus, presumably strong signal value (Terpstra & Rozell, 

1993; Robertson & Smith, 2001). The high predictive Validity of such tests is further 

supported by the fact that various studies - even if this was not always the central question 

of the study - have repeatedly been able to establish a connection between cognitive 

ability and wages or productivity (Cawley, Heckman, & Vytlacil, 2001; Coyle, 

Rindermann, Hancock, & Freeman, 2018; Heckman & Vytlacil, 2001; Mason, 1998). 

However, because the questions and evaluation criteria of the Multicheck are not entirely 

publicly accessible, it has to be added in a limiting way that it cannot be clearly stated 

how well the Multicheck can measure the cognitive abilities it promises to measure.  

Another argument in favor of the Multicheck is that a large-scale longitudinal study 

by Haefeli and Schellenberg (2009) showed that the OECD PISA tests correlate highly 

with the tests used in Switzerland to select apprentices, e.g., Multicheck. Moser (2004), 

on the other side, is critical of the Multicheck or aptitude tests in general, criticizing 

providers of centrally organized aptitude tests in Switzerland for their non-transparency 

about content and results of empirical studies. Furthermore, he criticizes that these tests 

are administered at a random point in the year but that it is known from international 

school performance comparisons that school performance depends on age and the number 

of school years attended. He furthermore addresses the 'Swiss specialty' that different 

teaching materials and curricula are used in Switzerland depending on the canton and 

adds that this is not considered in the Multicheck. 

 Despite these criticisms, the literature suggests that the Multicheck probably has a 

moderate to high predictive Validity, given that it can measure cognitive ability. 

But what about school grades as signals? In chapter 2.3.2, various issues were 

shown that could lower the Validity of school grades and thus their signal value. 

Ultimately, even if they only correspond to subjective impressions, these problems 

manifest in employers' low trust in school grades (Moser, 2001). These concerns can also 

be understood from a scientific point of view. For example, objective school performance 

tests, as used in the PISA studies, and achieved school grades or school levels correlate 

only slightly (Kronig, 2007; Moser, 2004). Kronig (2007) concludes that school grades 

largely mirror the ability levels of classmates, making educational success dependent on 

the class a student is attending. On the other side, however, Miller (1998) found in her 

study in the U.S. that high school grades were strongly and significantly related to the 
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earnings that high school graduates earn nine years later, even after accounting for factors 

such as gender, ethnicity, or the legal status of a school. 

Furthermore, Galla et al. (2019) found that high school grades are better predictors 

of college graduation than admission test scores. Unfortunately, these studies were all 

conducted outside of Switzerland. Considering the 'Swiss specialties', these results have 

to be put into perspective. 

Nevertheless, Siegenthaler (2010) found that the grades achieved in the last 

semester before VET school correlated higher with VET school grades of the first two 

semesters than the Multicheck results (r = .27 / .29 vs. r = .11 / .12). Unfortunately, the 

correlation analysis is limited to VET school grades and does not include grades from the 

training company.  

So, at this point, it is difficult to determine what the school grades' signal value is. 

Considering the findings of Section 2.3.2, it seems likely that the predictive value of 

school grades for future job performance is smaller than that of the Multicheck.  

2.6 Apprenticeships and Potential Issues 
The process of an apprenticeship in Switzerland was outlined at the end of Section 

2.3.1. The other chapters gave an idea of the challenges companies face in selecting 

apprentices regarding Signaling Theory and Validity. On the one hand, these relate to 

employers' difficulties in finding suitable screening devices, and on the other hand, 

discrimination is possible in the selection procedures, not least because of the problems 

outlined in chapter 2.3.2. The following chapters will take a closer look at these potential 

issues.  

2.6.1 Selection of Apprentices  

Considering the time axis, it seems that many of the selection procedures pointed 

out by Robertson and Smith (2001) are inapplicable when selecting apprentices. For 

example, it is impossible to include the number of years of work experience or years of 

schooling since these will more or less be the same for all applicants. References must 

also be omitted due to the lack of previous professional activity. Since their Validity is 

relatively low, this should not be of great importance. However, selection procedures with 

relatively high Validity, such as job knowledge tests or biodata analysis, can also not be 

applied. The usefulness of a work sample, which is also considered to have high Validity, 

seems at least questionable, too, since no work experience has yet been gained. Tests that 

are applicable and have a high Validity are cognitive ability tests and structured 

interviews. 
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As a potential signal that can be used instead of all the omitted tests, the school 

grades of the lower-secondary school, Multicheck scores, general mental ability tests, and 

structured interviews can be considered. Due to the lack of alternatives, Validity becomes 

even more vital in deciding which signals to focus on.  

2.6.2 Discrimination in the Job Market for Apprenticeships 

Previous research in Switzerland has shown that despite holding Swiss qualification 

certificates and Swiss citizenship, children of immigrants need to send significantly more 

applications to receive an invitation for an interview (Zschirnt & Fabbri, 2019). These 

clear signs of discrimination are further supported in a study by Stamm et al. (2012), 

which looked at the selection process of apprentices that have later proven to be high 

performers. Stamm et al. (2012) found that 37.8% of all Swiss future high performers had 

to search for an apprenticeship for less than a month; only 5.8% had to search for an 

apprenticeship for more than 12 months. For people with a migration background, the 

first number decreases to 27.8% and the second number increases to 11.2%. Not only is 

this a further indication of discrimination but also of insufficient and biased selection 

procedures. Were there neither discrimination nor bias, then Swiss and people with 

migration backgrounds should experience roughly the same duration of searching for an 

apprenticeship. This difference can be taken as a sign of false conditional probabilistic 

beliefs, a focus on low Validity signals, or both.  

2.6.3 Termination Rate 

Similar to the turnover rate in a company, one can look at the termination rate of 

apprentices. Similar to high turnover rates, terminations result in investments in training 

costs that will not be sufficiently returned. Companies, therefore, are supposed to have an 

interest in keeping the termination rate low. According to the Swiss Confederation's 

official figures, about 20-25% of all apprentices drop out of their apprenticeship 

prematurely. Men are affected more often than women; foreigners are also affected 

significantly more often than Swiss citizens (FSOS, 2020b). The latter supports the 

beforementioned potential discrimination issues due to insufficient and biased selection 

procedures. As seen in the chapter on the importance of employee selection, formal 

assessment devices in selection processes can reduce turnover; it seems reasonable to 

assume that the absence of these devices might lead to higher turnover rates. This 

assumption further supports the idea that insufficient and biased selection procedures are 

used or that no valuable screening devices are available, highlighting the importance of 

studying the Multicheck. If the Validity of the Multicheck is high, its use could reduce 
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discrimination in the personnel selection process, lower the turnover rate and increase 

productivity. If the Validity of the Multicheck is low, the same effects could occur by 

stop relying on its results. 

2.7 Summary 

Current research shows that a carefully crafted employee selection process can 

increase company performance and reduce turnover (Landy & Conte, 2016; Terpstra & 

Rozell 1993). This selection process can be interpreted using Signaling Theory. In the 

light of this theory, the selection process is an interaction between sending and 

interpreting signals. The applicant determines which signals they want to send to the 

employer; the employer determines which signals they want to interpret and in which 

way. If the applicant's signals match the employer's expectations, the candidate will be 

hired (Spence, 1973). Despite the theory being controversially discussed, it enjoys much 

attention in management literature and seems suitable as a conceptual framework (Bills, 

2003; Borjas, 1991, as cited in Bills, 2003; Connelly et al., 2010; Miller & Rosenbaum, 

1997; Rosenbaum & Kariya, 1991). To further understand and measure the quality of a 

test, the construct 'Validity' is considered, which can be seen as an instrument to measure 

the signals' quality (AERA et al., 2004). High-quality Signals, such as scientifically 

developed and tested cognitive ability tests, are a vital part of an effective employee 

selection process as they reliably help choose the best fitting person (Landy & Conte, 

2016; Terpstra & Rozell 1993).  

When hiring apprentices, Swiss companies face several difficulties. There are 

generally fewer Signals available, making it harder to find the right future employee. 

Available signals include, for example, school grades (Connelly et al., 2010). Their 

predictive Validity concerning future performance, however, is disputed. The reason for 

this lies in potential biases on the teacher's side as well as in the Swiss education system, 

which does not have uniform curricula and assessment systems and, therefore, fails to 

provide employers with consistent data (Haeberlin et al., 2004; Miller & Rosenbaum, 

1997; Moser, 2001). Another potential signal is the score a potential future apprentice 

achieves in the Multicheck. The Multicheck is a test designed to assess school knowledge 

and cognitive abilities (Multicheck, 2021a). The test, which is controversially discussed, 

but very popular with employers, was developed by a private company (Bösiger, 2019; 

Razzino, 2020; Schnyder, 2015). The sparse research on the test's predictive Validity 

yielded contradictory results, but Validity tended to be more or less sufficient (Capaul, 

2014; Siegenthaler, 2010; Widmer, 2006).  
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However, the challenges just described lead to difficulties in the selection process 

on the part of the companies, but they also negatively impact apprentices. Previous 

research has shown that people with a migration background face far more significant 

hurdles when looking for an apprenticeship (Haeberlin et al., 2004; Zschirnt & Fabbri, 

2019). This situation highlights the importance of answering the research question. Swiss 

insurers could improve their selection processes by focusing on valid signals and achieve 

better company performance.  

The studied literature suggests that employers consider the Multicheck a necessary 

and more trustworthy complement to what they see as unreliable school grades, although 

the Multicheck measures partly the same factors. Both measures, school grades and 

Multicheck scores, also attempt to quantify a potential applicant's cognitive performance. 

Because of this interconnectedness of the two performance measures/signals, comparing 

the two signals lends itself to answering the research question. 

About the Signaling Theory, Figure 3 proposes a schematic representation of the 

research problem. 
 
Figure 3:  
Schematic Representation of the Research Problem 

 
Note. Adapted from “Job Market Signaling” by M. Spence, 1973, The Quarterly Journal of 
Economics, 87(3), p. 359. Copyright 1973 by Oxford Academic. Reprinted with permission.  
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On the one hand, the mechanisms of the Signaling Theory, according to Spence 

(1973), are visible (see also Figure 1). On the other hand, Figure 3 illustrates how 

Validity, the Multicheck and the school grades work in this model. The conditional 

probabilistic beliefs, which contain assumptions about the Multicheck and school grades, 

influence the job offer. Validity influences the fairness and rationality of the decision 

whether a job is offered. The provided or denied job offer, in turn, influences the signaling 

decisions by applicants. These signaling decisions, in turn, include efforts concerning 

school grades and Multicheck scores. 

2.8 Hypotheses: Five Assumptions 

Following the conclusion in chapter 2.7 and considering the studied literature, the 

following Hypotheses are formulated. H1, H2 and H3 were derived directly from the 

findings of the literature review. H4 and H5 address issues identified in the literature 

review and should be tested to answer the research question correctly. However, the 

missing effect is not directly based on findings from the literature review but the absence 

of clear information on these topics. The Hypotheses will be tested according to the 

methodology later introduced in chapter 3:  

H1: Multicheck scores will predict future performance 

H2: School grades will predict future performance 

H3: Multicheck scores have a higher predictive Validity when it comes to future 

performance than school grades  

H4: Participants with a migration background do not systematically achieve lower 

results in the Multicheck scores or the school grades than participants without a 

migration background 

H5: Multicheck scores do not have a lower predictive Validity for 

participants with a migration background compared to its general predictive Validity 

Figure 4 shows the Hypotheses graphically as a model. The presumed effects of the 

variables on each other were represented with the help of a sign. The plus sign represents 

a positive correlation, the 0 a non-existent effect.  
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Figure 4:  
Hypotheses Model 

 
 

3. Methodology 
The primary objective of this research project was to provide Swiss insurers with 

recommendations concerning the use of the Multicheck in apprentice selection processes. 

The research question formulated to reach this objective was investigated using 

qualitative and quantitative methods, focusing on the quantitative part. In addition, the 

Hypotheses formulated in chapter 2.8 were operationalized and statistically tested based 

on the quantitative data collection. The following chapter provides detailed information 

about the research design, the data collection and the data analysis.  

3.1 Research Design 
The study was designed as a cross-sectional study and followed what Merriam and 

Tisdell (2015) call a mixed-methods approach. Therefore, qualitative and quantitative 

data were collected and analyzed to answer the research question, focusing on the 

quantitative data. Qualitative and quantitative data were collected simultaneously. 

Philosophically, the paper follows the idea of pragmatism, a combination of positivism, 

which is often linked to quantitative approaches and interpretivism, which is often linked 

to qualitative approaches. A pragmatic approach recognizes the importance of 

considering different points of view, focuses on practical solutions and outcomes while 

putting the research question at the center (Saunders, Lewis, & Thornhill, 2018; Maarouf, 

2019). 

The integration of a qualitative method was done because it better allows to include 

the perspective of the companies directly affected by the research question (Merriam & 

Tisdell, 2015). The aim was not to incorporate an inductive process into the paper but to 

be able to contrast the quantitative research findings with the practitioner's opinion and 
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derive practice-oriented recommendations. However, the focus lay on quantitative data. 

This focus was based on the nature of the construct of Validity on the one hand. On the 

other hand, quantitative methods are closely linked to cross-sectional designs and a 

classical instrument to investigate research questions following a deductive approach. 

The cross-sectional study is a classic tool to investigate variations and identify patterns 

of association, which is in line with the research question (Bryman & Bell, 2015). Finally, 

it must be noted that the short time window available for a Master's Thesis does not allow 

for any other design, for example, a longitudinal study.  

The qualitative data consisted of semistructured interviews with HR professionals 

or vocational trainers in companies hiring apprentices. The interviews focused on what 

assessment devices are used, what value is placed on them, and what experiences have 

been gained with the Multicheck score and school grades and their ability to predict future 

performance. The main goal was to understand the problems in practice better when 

selecting apprentices and the value placed in school grades and Multicheck scores during 

these selection processes.  

The quantitative part consisted of an online survey to collect data about the school 

grades before the apprenticeship, the Multicheck results and the final grades achieved in 

the apprenticeship. The final grades of VET school included assessments of both the 

school and the company (see chapter 2.2.2 and Appendix B). The collected data were 

statistically analyzed. The goal of the quantitative part was to determine the Multicheck's 

predictive Validity in terms of future performance compared to school grades. The 

evaluation was most vital to answer the research question correctly.  

The following chapters will explain the two parts in greater detail. As a guide to 

design the research project, the "steps in planning a social survey" (p. 185) developed by 

Bryman and Bell (2015) were used. The individual steps were summarized into three 

main steps; in addition, the steps that have already taken place, such as topic selection or 

literature research, were not considered again. Figure 5 shows the steps graphically. 
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Figure 5:  
Steps of the Study 

 
Note. Adapted from Business Research Methods (4th ed., p. 185), by A. Bryman, E. Bell, 2015, 
Oxford University Press. Copyright 2015 by Alan Bryman and Emma Bell. Reprinted with 
permission.  
 

3.2 Qualitative Research Method 
The following chapter introduces the methodology chosen for the qualitative part, 

based on the model shown in Figure 5. It provides an overview of the conducted 

interviews, how interview participants were found, and how their answers were recorded 

and analyzed. The goal of the qualitative data collection and analysis was to grasp the 

employer's perspective on selecting apprentices in general and the Multicheck in 

particular. This procedure allowed for a comparison of current practice and new findings 

from this study when interpreting the data.  

3.2.1 Participants 

The qualitative part did not aim to reach generalizable results or to obtain an 

average opinion. It aimed to obtain knowledge from people with specific competencies 

and complement the quantitative data gathering and analysis to answer the research 

question more accurately. Under these conditions, the purposeful sample is the most 

suitable (Merriam & Tisdell, 2015). Therefore, the aim for the sample size lay relatively 

low, at around five interviews with HR professionals.  

According to various lists, around 300 different insurance companies were 

operating in Switzerland at the time the study was carried out (Ausgleichskassen & IV-

Stellen der Schweiz, 2017; Federal Office of Public Health [FOPH], 2020a; FOPH, 

2020b; Finma, 2021; State Secretariat for Economic Affairs [SECO], n.d.). A large part 

of those insurance companies was contacted via E-Mail to ask whether they would like 

to participate in the interview. The E-Mail was also used to generate leads for the 

quantitative part. Ten days after the first E-Mail, a reminder E-Mail was sent to insurance 

companies that did not reply within that time frame. In addition to the E-Mails, a search 
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for participants on LinkedIn was conducted. Thanks to these two channels, five 

participants from four different companies were found within a short time. 

3.2.2 Procedure 

In order to qualitative data, a semistructured interview was put together based on 

the literature review findings. The advantage of using semistructured instead of highly 

structured interviews was that it enables the interviewer “to respond to the situation at 

hand, to the emerging worldview of the respondent, and to new ideas on the topic” 

(Merriam & Tisdell, 2015, p. 111). When formulating questions for the semistructured 

interviews, guidelines by Merriam and Tisdell (2015) were followed. Accordingly, the 

questions were written in a language familiar to HR professionals and formulated as open 

questions to yield descriptive data. Asking multiple questions with one question was 

avoided, as were leading questions. Yes-or-no questions were avoided where possible or 

supplemented with a follow-up question. As recommended, the author read through the 

questions again before interviewing to avoid asking questions that would make the author 

feel uncomfortable if he answered the question honestly.  

In addition, a pretest was conducted on 04 June 2021. The pretest was administered 

to create an opportunity to revise the questionnaire if it included inappropriate questions 

or confused the participants. The pretest was conducted by going through the interview 

with a person with similar characteristics to the target sample, as Hurst et al. (2015) 

suggest. The pretest showed that the questions are perceived as unambiguous. However, 

the pretest showed that people might want to participate via telephone due to the current 

pandemic and stay anonymous. These points were not included in the interview, but they 

were clarified while setting a date for the interview. The pretest also showed that an 

additional question should be included about why one prefers the Multicheck over school 

grades or vice versa.  

The interviews were conducted from 07 June 2021 to 29 June 2021. The interviews 

were audio-recorded to be able to transcribe the interview verbatim. This approach 

provided the best possible database for the data analysis (Merriam & Tisdell, 2015). The 

recordings were deleted after the transcription. If the interviewee wished to be 

interviewed via telephone or did not want to be recorded, extensive notes were taken 

during the interview, which was the best alternative to recording (Merriam and Tisdell, 

2015).  
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3.2.3 Measures 

The final questionnaire consisted of 14 questions. The interview covered questions 

about the apprentice selection process in general and asked about specific challenges in 

the process. Furthermore, the subjective weighting of school grades and Multicheck 

results was asked as well as the reasons for the chosen weighting. After an explanation of 

the Validity construct, participants were asked to estimate the Validity of the Multicheck. 

In order to enable the selection process’ interpretation in the context of the Signaling 

Theory, the interview contained questions about whether and how the performance of 

apprentices is measured and evaluated and whether findings from this evaluation 

influenced the selection process. A table of all interview questions, along with a detailed 

rationale for each question, can be found in Appendix D. 

3.2.4 Analysis Approach  

Qualitative data analysis started as soon as the first interview was conducted and 

transcribed. According to Merriam and Tisdell (2015), this ongoing analysis is preferable 

for conducting qualitative data analysis.  

The analysis consisted of carefully reading through the transcripts immediately 

after writing them and creating categories according to the essence of the answers. These 

categories were later sorted and summarized, which allowed the researcher to find 

reoccurring or contradicting statements in the answers. For example, if a majority were 

to answer that the experiences with the Multicheck were positive, ‘positive’ would have 

been a category, further divided into subcategories that go into greater detail, e.g., ‘user 

friendly’ or ‘good predictions’. After all interviews had been conducted and transcribed, 

the German transcriptions were put in Appendix F. Chapter 4.1 summarizes the the 

findings. 

The analysis’ findings helped bring in the employers' perspective on the topic and 

understand the value of the Multicheck to practitioners. This understanding enabled a 

comparison between objective statistical findings of this study and HR professionals' 

individual experiences and feelings and allowed for a more accurate answer to the 

research question.  

3.3 Quantitative Part 

The following chapter introduces the methodology chosen for the quantitative part, 

based on the model shown in Figure 5. It operationalizes the Hypotheses and explains the 

tests used. It further provides an overview of the questionnaire compiled for the online 

survey and explains why which questions were asked. Furthermore, the chapter informs 
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how survey participants were found and how their answers were collected, coded and 

analyzed. The goal of the quantitative part was to determine whether or not the 

Multicheck possesses a satisfying predictive Validity regarding future performance and 

thus represents a high-quality signal. 

3.3.1 Participants 

According to the FSOS (2020a), 427 adolescents completed their apprenticeship in 

the insurance industry in 2019 and it is reasonable to assume that there are no significant 

annual changes to this number. Since the Multicheck has been entirely computer-based 

since 2012, the target sample only consisted of people who took the test after 2012. The 

Multicheck is carried out in the 8th school year, i.e., just over one year before starting the 

apprenticeship. With a typical duration of the apprenticeship of three years but a 

maximum of four years, it can be assumed that as of 2017, all apprenticeship graduates 

completed the entirely computer-based test before their apprenticeship. Considering the 

beforementioned annual number of apprentices, roughly 2135 adolescents completed an 

apprenticeship in the insurance industry since 2017. Considering the 42% quote 

mentioned in chapter 1.1, roughly 900 out of these 2135 adolescents would have 

completed the Multicheck. Setting the confidence level at 95% and the confidence 

interval at 10%, the sample size should reach n=87 according to the Survey Monkey 

sample size calculator.  

To administer the survey to the sample, every Swiss vocational school and a large 

part of all Swiss Insurance companies were contacted via E-Mail. Ten days after the first 

E-Mail a reminder E-Mail was sent to insurance companies that did not reply within that 

time frame. Furthermore, relevant societies and colleges of higher education were 

contacted, advertisements were placed on Instagram and Facebook with CHF 100.-, and 

the author's professional network was used.  

3.3.2 Procedure 

To collect data, a self-completion online survey was developed by the author. This 

type of data collection held certain advantages, as self-completion questionnaires 

generally are cheap and quick to administer, minimize the absence of interviewer effects 

or interviewer variability and are most convenient for respondents (Bryman & Bell, 

2015). To reduce some of the risks this data collection holds, e.g., the inability to prompt 

or probe, the risk of missing data and generally low response rates, the following 

recommendations of Bryman and Bell (2015) were considered. The questionnaire was 

accompanied by a covering letter explaining why the survey and thus participation were 
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essential. The letter also guaranteed confidentiality in the handling of the data. By clearly 

focusing on the research question, the questionnaire was kept as short as possible to 

maximize the completion rate. The questions and instructions were formulated clearly 

and unambiguously, using simple and generally understandable language. Long, 

duplicate or suggestive questions and open-ended questions were avoided, and all the 

questions were marked as mandatory questions, except the question about the E-Mail 

address. The survey further provided monetary incentives, consisting of a raffle of 5x 

CHF 50.- to increase the response rate. 

Before starting the survey, a pretest was conducted from 02 June 2021 to 04 June 

2021, according to the recommendations of Scholl (2009). The pretest served to check 

and subsequently improve the questionnaire. For example, concerning the 

comprehensibility of the task and the questions, their sequence and the instructions. In 

addition, it enabled an assessment about how long it took to complete the questionnaire 

and whether there were significant differences between the participants. Five persons 

from the author's environment took part in the pretest, whereby both academics and non-

academics were included. The questionnaire generally achieved good feedback. The 

participants especially pointed out the professional but straightforward language and the 

unambiguous questions and instructions. However, some improvements could be 

implemented. An option to not answer question two and a note that question eight was 

the last one were included. The pretest also showed that it was impossible to answer 

question seven with decimal numbers on the phone; the settings were, therefore, changed 

from numeric inputs to text inputs. Furthermore, the width of the text entry fields was 

adjusted for questions seven, eight and nine to increase readability. The pretest also 

generated negative feedback about user-friendliness when answering questions six and 

seven on the phone. As this was a software issue beyond the author’s control, a 

recommendation to do the survey on a computer instead of a smartphone was included in 

the questionnaire. The survey was conducted from 07 June 2021 to 15 July 2021. 

3.3.3 Measures 

3.3.3.1 Hypotheses. In chapter 2.8, five Hypotheses were derived based on the 

literature review. The Hypotheses played a vital role in answering the research question 

and significantly shaped quantitative data collection and analysis. They were written to 

reflect the literature review findings and allow statements about the signal quality of 

school grades and Multicheck scores. This way, it was secured that recommendations to 
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employers about the potential necessity of an adjustment to their conditional probabilistic 

beliefs could be formulated. 

As this part of the study follows a quantitative approach, the Hypotheses' variables 

or the concepts underlying the variables needed to be measurable. The manifest variables 

were already well measurable due to their nature. Manifest variables include the 

Multicheck Score and the Grade Average. However, to clearly define the variables, these 

manifest variables were also described in more detail in Table 1. The latent variables 

contained in the Hypotheses, on the other hand, had to be made measurable. From the 

author's point of view, this was necessary for the variables Future Performance, Migration 

Background and Predictive Value. Indicators are used to make a variable measurable. 

These indicators can either already exist or be developed by the author. If developed by 

the author, they can rely on qualitative and anecdotal evidence or common sense (Bryman 

& Bell, 2015). In developing the indicators, the author relied on findings already 

established in the theory section. 

 
Table 1:  
Descriptions and Indicators of the Variables Used in the Hypotheses 

Variable Indicator Reason 

Multicheck Score 

I: School section score 
II: Potential section 

score 
III: Average of both 

scores 

Contains all evaluations of the 
Multicheck  

Grade Average 
Aggregated lower-

secondary school grade 
average (Appendix A) 

Contains all evaluations of the last year 
of lower-secondary school 

Future Performance 

I: Aggregated VET 
school grade average 

II: Aggregated company-
grade average 

III: Aggregated total 
grade average (see 

Appendix B) 
IV: Aggregated average 
of ALS and PE grades 

The grades are all the information 
directly available to apprentices at the 

end of their apprenticeship. The 
indicators cover the apprentice’s 
performance in school and the 

company. 

Migration Background 

Yes, if migrated to 
Switzerland themselves 
OR parents migrated to 

Switzerland 

Parents are included because studies 
have shown that even migrant children 
face discrimination in the job market 
(Haeberlin et al., 2004; Zschirnt & 

Fabbri, 2019). 
 

In order to be able to test the Hypotheses, it was first defined which are the 

dependent and which are the independent variables. In addition, it was determined which 
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procedure would be used to test the Hypotheses. In order to select an adequate test for the 

Hypotheses, the variable's scale was clarified. This question arose in particular for school 

grades and Multicheck scores. Strictly judged according to test-theoretical criteria, school 

grades had to be considered ordinally scaled. Although it can be clearly stated in the Swiss 

school system that a 5 is better than a 4, it is impossible to express in numbers exactly 

how much better a 5 is. For example, it cannot be assumed that a grade 5 is 25% better 

than a grade 4, nor is it clear per se whether the gap between grades 3 and 4 is the same 

as the gap between grades 4 and 5 (Universität Zürich, 2020b).  

However, several points argued for interval scaling. For example, in the author's 

experience, many teachers calculate their school grades using a linear model ((points 

achieved)/(maximum points)*5+1) and report the class average in each case. This 

procedure argued for clear intervals between grades and showed that teachers also 

consider grades to be interval scaled. Siegenthaler (2010) also showed that the grading 

scale was able to fulfill interval scaling assumptions in most cases. Strictly speaking, the 

Multicheck scores are also ordinally scaled or at least not clearly interval scaled. 

According to Gateway (2021b), the final scores are normalized, meaning scores are 

assigned based on membership in a particular percentile. For example, if one achieves a 

score of 50, they achieved precisely as many points as the average of all participants. This 

normalization makes it possible to measure a ranking and distances relative to the other 

participants. Accordingly, in the statistical analysis, both the school grades and the 

Multicheck results are considered interval-scaled. This procedure also enables to 

calculate the Pearson-correlation and conduct t-Tests and multiple regression analyses. 

3.3.3.2 Questionnaire. The final questionnaire consisted of a total of eight 

questions. The questions covered certain sociodemographic aspects and the grades of 

lower-secondary and VET schools and the Multicheck Results. The complete questions 

in German, including the answer possibilities, can be found in Appendix E. The 

questionnaire was designed as a self-completion online survey and the participants were 

always provided the option to say that they do not want to answer the question. 

3.3.4 Analysis Approach  

As the survey was conducted online with the Questionpro-Tool, raw data were 

already available for export in an excel-sheet. The exported raw data were sorted and 

prepared for the calculations of the statistical analysis. The raw survey data can be found 

in Appendix G. To carry out the analysis as quickly as possible, the data preparation and 
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analysis were already tested during the data collection, using a small sample of the final 

raw data. 

The actual analysis of the collected data was primarily oriented towards the 

Hypotheses respective to the chosen Hypothesis tests. Following the recommendations 

of Universität Zürich (2020a; 2021a; 2021b) H1 and H2 were tested using the Pearson-

correlation. H3 was tested conducting a multiple regression analysis, H4 with a t-test and 

H5 with the Pearson-correlation and a multiple regression analysis. The tests were 

performed with SPSS software. The variables relevant to the Hypotheses, defined as 

interval scaled in chapter 3.3.3.1, were tested for normal distribution before the analysis. 

For this purpose, the Shapiro-Wilk test was used, which is well suited for small samples 

(Shapiro & Wilk, 1965). For the t-test used in Hypothesis 4, the F-test was also performed 

to test for variance homogeneity. The questionnaire collected all scores of the lower-

secondary school certificate, the VET school certificate and all scores of the Multicheck. 

This detailed data collection made it possible to calculate Cronbach's Alpha, which is 

widely used to test the internal reliability of an index or a scale. Values around .80 are 

usually considered an acceptable level (Bryman & Bell, 2015). 

 

4. Results 
The following chapter presents the results of data analysis, starting with the results 

of the qualitative part. The results will be presented neutrally, refraining from interpreting 

them. This interpretation of the results, considering the previous literature presented, is 

provided in Chapter 5. 

4.1 Qualitative Data Results  
The data collection consisted of interviews with five HR professionals from four 

different companies. All of which are currently working in an insurance that hires 

apprentices or have done so in the past.  

All HR professionals described the selection process in relatively similar terms. The 

process usually begins in the summer before the actual start of the apprenticeship, 

meaning a year in advance. In all companies, the selection process was a multi-stage 

procedure that followed a specific pattern. First, a document review is carried out on the 

incoming applications in the sense of a pre-selection procedure; here, among other things, 

school grades or school level play a significant role in the decision-making process. A 

job interview follows the document review as a second selection tool. If the potential 
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apprentice leaves a good impression at the interview, the companies conduct something 

best translated to a 'trial day', which can also be understood as a work sample. 

On the one hand, the apprentices are shown the company, the team, and the job they 

apply for. On the other hand, they are also given certain tasks and are evaluated by the 

responsible persons. After this 'trial day', the potential apprentices get feedback on 

whether they will be hired. The process’ outline is used in this form in all companies, but 

the people involved differ. For example, in some companies, the document review is 

carried out directly by the HR professional; in other companies by the HR's assistants or 

vocational trainers.  

All interview partners stated that specific challenges exist in selecting apprentices, 

especially compared to regular personnel selection. What these challenges are, however, 

was perceived differently. Many challenges revolved around the fact that the candidates 

are adolescents. Therefore, they could be reached on different channels than adults; for 

example, Snapchat instead of email. It was also mentioned that young adults usually go 

through significant personal developments that cannot always be predicted adequately. 

These potential developments make it difficult to ensure that the candidate who fits today 

will still fit a year from now. In general, the process was described as more complex than 

regular personnel selection. Reasons cited for this include a greater volume of 

applications received, a greater number of unsuitable candidates and people involved in 

the selection process, and the need to adapt the structured interview questions to the 

young person's situation. It was also mentioned that the quality of the grades of individual 

lower-secondary schools as signals could differ significantly. Furthermore, the parents' 

professional and educational background plays a significant role in how carefully the 

application was prepared.  

Regarding the research question, the process of the document reviews was 

examined more closely in the interviews, namely the role school grades and Multicheck 

results played in this stage. The importance of school grades was considered once as 

medium and twice as high and very high. The importance of the Multicheck was 

considered once as high and twice as medium and low. All interview partners weighted 

the school grades higher than the Multicheck results. And all but one employer actively 

asked for Multicheck results of the potential apprentice before continuing the selection 

procedure. According to the interview partners, most applicants hand the Multicheck 

results in by default; however, some are actively asked to complete a Multicheck to 
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proceed. If they choose not to complete the Multicheck, they will be excluded from 

further consideration.  

The reasons for the chosen weighting of the two measures varied. Several times, it 

was mentioned that the school grades could at least partially predict future performance 

and reflect the KSAOs. However, it was also mentioned that this primarily applies to 

school grades in Mathematics, German, English, and French and that only school grades 

of 5.0 and higher are meaningful predictors of future performance (equivalent to an >8.0 

in the Icelandic grading scale). Furthermore, the interview partners stated that it must be 

considered that school grades do not necessarily reflect the skills needed in the workplace. 

It was also critically noted that one does not have many more options than to rely on 

school grades. Regarding the Multicheck, only two partners stated that a clear correlation 

between the Multicheck results and the performance could be observed. Most of the 

interviewees were also aware that the Multicheck is only a snapshot of abilities compared 

to the school grades and that the results should, therefore, be interpreted with caution. 

However, the Multicheck results were widely considered a good starting point for 

discussing contradictory information between Multicheck results and school grades. The 

interview partners also mentioned that the Multicheck can put the differences between 

the grades of individual schools into perspective and measures organizational capabilities, 

but that it does not seem to be too relevant for everyday work.  

When asked about the Validity of the Multicheck, the participants gave varying 

estimates, ranging from 0.1 to 0.75. Three answers revolved around a value of 0.5. One 

participant each mentioned that the Multicheck should necessarily be used as part of a 

'test battery' and that the Multicheck can measure cognitive abilities, but not motivation.  

All interview partners stated that they measure the performance of their apprentices. 

As for indicators, the VET school grades were cited twice, a subjective assessment by the 

vocational trainer in the company three times, and once even tests developed in-house, 

specifically for assessing apprentices. In all companies, the so-called ALS and PE were 

essential assessment tools. The ALS is a regular review of the development, comparable 

to performance appraisals with employees. PE are independent tasks that primarily 

revolve around describing, analyzing or improving a process in the company. The grades 

from ALS and PE represent one part of the company-grade of the final certificate of the 

VET school.  

Three interview partners described the performance of their apprentices as good or 

good enough, one partner as above average and one partner as very individual. It was 
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explicitly mentioned twice that age is a relevant factor concerning future performance. 

As a rule, a significantly higher entry age tends to lead to poorer results.  

Four of the five interviewees stated that the performance evaluation had already led 

to an adjustment of the selection process, primarily if the performance of the apprentices 

in a year was unsatisfactory. At three companies, the process was extended, while at one 

company, it was shortened. The expansion of the process included, for example, the 

introduction of practice-oriented tasks or the involvement of HR, which had previously 

not been involved. According to the interviewees, this resulted in improvements in the 

performance of their apprentices.  

4.2 Quantitative Data Results  
After completing the quantitative data collection, the survey software provided an 

excel sheet containing all raw data. The raw data file was copied and then adjusted to 

ensure user-friendliness before the analyses were conducted in SPSS. First, only data of 

completed questionnaires were included in the file used for SPSS. Columns irrelevant to 

the analysis were deleted (e.g., 'IP-Address'). A few columns were added for analysis 

purposes. Those columns included the aggregated averages of lower-secondary school 

grades and all VET school grades, the average of the Multicheck school and potential 

section and the average of the ALS and PE grades in the VET school certificate. The 

answers concerning the lower-secondary school grades needed to be re-coded (2=1; 

3=1.5; … 12=6). Finally, all answers that equaled '9999' were deleted. An example of this 

situation was that some students did not cover Biology in lower-secondary school and, 

therefore, had no final grade in their certificate. In order to get an accurate average, this 

answer needed to be deleted before calculating the aggregated grade average. In SPSS, 

the variables were renamed and transferred into numeric variables with a metric scale. 

The quantitative survey was administered to 587 potential participants. Out of those 

587 participants, 116 were initially willing to complete the survey. Only 23 participants, 

however, completed the survey. After deleting those completed questionnaires that did 

not contain comprehensive answers to all the relevant questions (e.g., answer '9999' 

throughout all Multicheck results), 18 questionnaires were left. Despite extensive 

recruitment efforts, the initial goal of a sample size of n=87 was, therefore, clearly missed. 

The planned statistical analyses were conducted, nevertheless; however, they should be 

interpreted with care. Raw data of the questionnaires can be found in Appendix G.  

The sample consisted of eight men and ten women between the age of 18 and 23. 

All of which have completed a merchant apprenticeship in the insurance industry and 
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graduated between 2017 and 2021. All participants live in the German part of 

Switzerland. 17 out of 18 hold Swiss citizenship; however, a total of 7 participants 

reported a migration background, meaning that either they or their parents migrated to 

Switzerland.  

Before conducting the statistical tests, the variables of the sample were tested for 

normality. A Shapiro-Wilk test showed no significant deviations form normality for the 

variables Lower-Secondary (W(15) = .937, p = .342), MC School (W(15) = .939, p 

=.367), MC Potential (W(15) = .979, p = .962)., MC Average (W(15) = .920, p = .195), 

ALSPE (W(15) = .969, p = .841), VET School (W(15) = .943, p = .423) and Total 

Average (W(15) = .891, p = .068). However, the variable Company showed a significant 

deviation from normality, W(15) = .874, p = .039 (Table 2). As this variable is only used 

in Pearson-correlation tests not directly relevant to the Hypothesis tests, it was considered 

acceptable to generally run the planned statistical tests. 

 
Table 2:  
Shapiro-Wilk Test for Variables of the Sample 

Variables Shapiro-Wilk Test 
 W df p 

Lower-Secondary .937 15 .342 
MC School .939 15 .367 
MC Potential .979 15 .962 
MC Average .920 15 .195 
ALSPE .969 15 .841 
Company .874 15 .039 
VET School .943 15 .423 
Total Average .891 15 .068 

 

The collected data was investigated with the Pearson-correlation to test Hypothesis 

1. The calculation was made using SPSS software; table 3 shows the results. More 

precisely, the table shows the correlations between the achieved Multicheck scores and 

the grades received in the Federal VET Diploma. The variables MC School and MC 

Potential represented the total score achieved in the Multicheck in the school section and 

the potential section separately. The variable ALSPE represented an aggregated average 

based on the two grades achieved in the ALS and PE. These grades were considered 

essential assessment tools for all interviewed HR professionals (see chapter 4.1). The 

variable Company consisted of the aggregated average of the achieved grades in the 

apprenticeship's professional written and oral final exams and ALS and PE; VET School, 
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on the other hand, represented the aggregated average of the achieved grades in the 

scholar final exams of the apprenticeship. The variable Total Average combined the 

variables Company and VET School.  
 

Table 3:  
Correlation for Total Multicheck Results and VET School Grades 

Variable n M SD 1 2 3 4 5 6 
1. MC School 17 68.41 18.53 -      
2. MC Potential 18 62.56 14.44 .621** -     
3. ALSPE  18 5.42 .30 -.201 -.163 -    
4. Company 18 5.37 .40 -.043 -.096 .424 -   
4. VET School 18 4.85 .32 -.113 -.230 .498* .732** -  
6. Total Average 18 5.11 .34 -.079 -.166 .489* .947** .912** - 

*p<.05. **p<.01. 

 

The Pearson-correlation test showed that the achieved results in the school section 

of the Multicheck and the achieved results in the potential section of the Multicheck are 

significantly related, r = .621**, p = .008, N = 17. However, both parts of the Multicheck 

and the grades achieved in the vital ALS and PE tests are not significantly related,  

r = -.201, p = .440, N = 17 (MC school) and r = -.163, p = .518, N = 18 (MC potential). 

Moreover, the non-significant correlation is negative, indicating that higher Multicheck 

results weakly correlate with lower ALS and PE results. The Pearson-correlation test 

further showed that the results of the Multicheck school section and the grades achieved 

in the final professional and vocational school exams are not significantly related,  

r = -043, p = .870, N = 17 (Company) and r = -.113, p = .665, N = 17 (VET School). The 

same holds true for the Multicheck potential section and the two grade averages, r = -

.097, p = .706, N = 18 (Company) and r = -.230, p = .358, N = 18 (VET School). 

Therefore, there was also no significant relation between the Multicheck results and the 

total average of all grades achieved in the federal VET Diploma (Total Average), r = -

.079, p = .762, N = 17 (MC School) and r = -.166, p = .510, N = 18 (MC Potential). 

Hypothesis 1 was, therefore, not confirmed and needed to be rejected. Multicheck results 

did not show to be a valid predictor of future performance.  

In order to better answer the research question, Cronbach’s Alpha for the 

Multicheck was calculated using SPSS software (α = .807). The result indicates good 

internal reliability. Further, a more detailed analysis was conducted to show if some 

single-scores in the Multicheck (e.g., Mathematics) were significantly related to the Total 
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Average and ALSPE variable. The Pearson-correlation test showed only one significant 

negative relation between the ALSPE variable and the Results in the German section of 

the Multicheck, r = -.473*, p = .048, N = 18. All other relations were not significant; 

however, most of them were negative. Table 4 shows the results in detail. 

 
Table 4:  
Correlation for Individual Multicheck Results and VET School Grades 

 
*p<.05. **p<.01. 

 

Hypothesis 2 was again tested by calculating the Pearson-correlation using SPSS 

software. This time, the already introduced variables ALSPE, Company, VET School and 

Total Average were opposed to the variable Lower-Secondary, representing the 

aggregated average of all final grades achieved in lower-secondary school. The test 

showed that the grades of lower-secondary school were significantly and positively 

related with all other variables measuring future performance, r = .724**, p = .002, N = 

16 (ALSPE), r = .512*, p = .043, N = 16 (Company), r = .609*, p = .012, N = 16 (VET 

School), r = .573*, p = .020, N = 16 (Total Average). Hypotheses 2, therefore, could be 

confirmed, lower-secondary school grades are valid predictors of future performance 

during the apprenticeship. Table 5 shows the results in detail.  
 
Table 5:  
Correlation for Total Lower-Secondary School Grades and VET School Grades 

Variable n M SD 1 2 3 4 5 
1. Lower-Secondary 16 4.94 .29 -     
2. ALSPE 18 5.42 .30 .724** -    
3. Company 18 5.37 .40 .512* .424 -   
4. VET School 18 4.85 .32 .609* .498* .732** -  
5. Total Average 18 5.11 .34 .573* .489* .947** .912** - 

*p<.05. **p<.01. 
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The collected data was further used to examine the correlation between individual 

lower-secondary school grades and performance during the apprenticeship to provide HR 

professionals with more accurate information. This examination was done as some of the 

interviewed HR professionals mentioned that they primarily look at the grades of certain 

school subjects in the hiring process. Mathematics, German, English, and French were 

mentioned in this regard. To do so, a supplemental Pearson-correlation test was 

conducted to show which lower-secondary grades correlated strongest with the variables 

ALSPE and Total Average. The results are shown in Table 6. Significant positive 

relations were observed between several lower-secondary grades and the ALSPE 

variable, r = .520*, p = .027, N = 18 (Mathematics), r = .508*, p = .031, N = 18 (French) 

and r = .708**, p = .007, N = 13 (Biology). Further, significant positive relations were 

found for several lower-secondary grades and the Total Average variable, r = .505*, p = 

.032, N = 18 (Mathematics) and r = .551*, p = .041, N = 14 (Chemistry). Further, 

Cronbach’s Alpha was calculated with SPSS to analyze the lower-secondary school 

certificate's internal reliability (α = .641). The value showed rather low internal 

consistency. However, if the arts grade was excluded, Cronbach’s Alpha increased to α = 

.787, indicating good internal reliability. 
 

Table 6:  
Correlation for Individual Lower-Secondary School Grades and VET School Grades 

*p<.05. **p<.01 
 

A multiple regression analysis was conducted using SPSS software to test 

Hypothesis 3. The results are shown in Tables 7 and 8. The analysis generally confirmed 

the findings of the Pearson-correlations conducted to test Hypotheses 1 and 2. First, a 

Pearson-correlation test was conducted to assess the relation between the two independent 

variables, ensuring the model's reliability. The test showed that the two are not 

significantly related, r = -.109, p = .344, N = 16. 
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Table 7:  
Correlation for Independent Variables of Hypothesis 3 

Variable n M SD 1 2 
1. Lower-Secondary 16 4.94 .29 -  
2. MC Average 16 65.25 14.66 -.109 - 

 

The regression analysis results indicated that the two independent variables 

explained 23.9% of the variance in the dependent variable, DR2 = .239, F =3.350, p = 

.067. The model’s results as a whole were neither significant on a .01 nor a .05 level. 

However, the regression model confirmed that lower-secondary grades (Lower-

Secondary) significantly predicted future performance (Total Average), b = .561, p = 

.028. The model further showed that the MC Average variable, consisting of the 

aggregated average of both Multicheck sections, did not significantly predict the grades 

achieved during the apprenticeship, b = -.110, p = .635.  

For example, a 1.0 improvement in average lower-secondary school grades leads to 

an average LAP grade improvement of between .088 and 1.294 with 95% probability; in 

contrast, a one-point improvement in Multicheck leads to an average LAP grade average 

change of between -.017 and .011 with 95% probability (Table 8). Hypothesis 3 could, 

therefore, not be confirmed; higher Multicheck scores do not have a higher predictive 

Validity when it comes to future performance than school grades.  

 
Table 8:  
Multiple Regression Analysis for Hypothesis 3 

Variable B 95% CI for B SE B b R2 DR2 
  LL UL     

      .340 .239 
Constant 1.911 -1.314 5.136 1.493    
Lower-Secondary .691 .088 1.294 .279 .561   
MC Average -.003 -.017 .011 .006 -.110   

Note. CI = confidence interval; LL = lower limit; UL = upper limit 

 

Another focus of this paper was investigating whether or not people with a 

migration background achieve lower Multicheck results or school grades than people 

without a migration background. In order to test the Hypothesis, a t-test was conducted 

using SPSS software. The detailed results are shown in Table 9. The variances of the two 

groups did not differ on a significant level, F = .347, p = .565 (MC School), F = .934,  

p = .348 (MC Potential), F = 1.354, p = .262 (MC Average), F = 3.956, p = .067 (Lower-
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Secondary). The results show that people with a migration background (M = 67.57, SD 

= 18.39) achieve slightly lower results in the school section of the Multicheck than people 

without a migration background (M = 69.00, SD = 19.60). The same holds true for the 

final grades of lower-secondary school, M = 4.91, SD = .16 (with migration background), 

M = 4.96, SD = .35 (without migration background). On the other side, the results 

achieved by people with a migration background in the potential section of the 

Multicheck (M = 64.57, SD =11.83) and the aggregated average in the Multicheck (M = 

66.07, SD =13.02) are slightly higher than those of people without a migration 

background, M = 61.27, SD = 16.30 (MC Potential), M = 64.73, SD = 16.22 (MC 

Average). None of these differences are statistically significant, t = -.152, p = .882 (MC 

School), t = .462, p = .651 (MC Potential), t = .184, p = .856 (MC Average),  

t = -.365, p = .720 (Lower-Secondary). The results indicate that Hypothesis 4 cannot be 

rejected, however, it should be kept in mind that the sample size is rather small and that 

the observed null effect could, therefore, have different reasons such as low statistical 

power. 

 
Table 9:  
Differences in School Grades and Multicheck Results Considering Migration Status 

Variables Levene’s Test for Equality of 
Variances t-test for Equality of Means 

 F Sig. t df p 
MC School .347 .565 -.152 15 .882 
MC Potential .934 .348 .462 16 .651 
MC Average 1.354 .262 .184 16 .856 
Lower-Secondary 3.956 .067 -.365 15 .720 

 

Finally, the test of Hypothesis 5 should show whether or not the predictive value of 

the Multicheck results was higher or lower for people with a migration background 

compared to people without a migration background. In order to test the relationship 

between the predictive validity of the Multicheck in the two groups, a Pearson-correlation 

test was conducted for both independent variables using SPSS software. The test showed 

that the Multicheck Results are not significantly related with future performance for 

neither of the two groups, r = .228, p =.622 N = 7 (with migration background), r = -.364, 

p = .272, N = 11 (without migration background). The results are shown in Table 10.  
  



THE MULTICHECK’S SUITABILITY IN HIRING PROCESSES FOR APPRENTICES  
IN SWISS INSURANCE COMPANIES 

54 

Table 10:  
Correlation for Multicheck Results and Future Performance  

Variable Migration Background n M SD 1 2 

1. MC Average Yes 
No 

7 
11 

66.07 
64.73 

13.02 
16.22 

- 
-  

2. Total Average Yes 
No 

7 
11 

5.19 
5.06 

.38 

.31 
.228 
-.364 

- 
- 

 

As this procedure did not allow for a test of significance of the difference, despite 

the small sample size, a multiple regression analysis was conducted to further investigate 

this rather obvious difference between people with and without a migration background. 

For this purpose, a new variable was computed in SPSS (MC Migration). The new 

variable consisted of a multiplication of the coded migration status (1 = no migration 

background; 2 = migration background) and the average Multicheck scores.  

The regression analysis results indicated that the independent variables could not 

explain the variance in the dependent variable, DR2 = -.057, F = .694, p = .571. The 

model's results as a whole were neither significant on a .01 nor a .05 level. Hypothesis 5 

could, therefore, not be confirmed; Multicheck results do not seem to have a different 

predictive Validity for people with or without a migration background. 

 
Table 11:  
Multiple Regression Analysis for Hypothesis 5 

Variable B SE B b R2 DR2 
    .129 -.057 

Constant 3.992 1.520    
MC Migration -.014 .013 -1.674   
MC Average .020 .023 .887   
Migration .762 .853 1.140   

 

5. Discussion 
The following chapter puts the findings in context of previous research and 

Signaling Theory to answer the research question as accurately as possible. It furthers 

addresses limitations of this study and ideas for future research. Based on the explanations 

in chapters 4.1, 4.2, 5.1 and 5.2, practical implications will be shown. The chapter ends 

with a conclusion, summarizing the results of the study.  
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5.1 Results and Research Questions 

Chapter 5.1 aims at discussing the findings of the qualitative data analysis (chapter 

5.1.1) and the quantitative data analysis (chapter 5.1.2) considering the findings presented 

in the literature review (chapter 2).  

5.1.1 Qualitative Results 

The data collected in the interview confirmed the assumptions of the Signaling 

Theory. Even if the HR professionals do not use the terminology of Signaling Theory, it 

can be concluded from the answers given that employers work with conditional 

probabilistic beliefs. For example, it was said that only grades of 5.0 or higher are a 

reliable indicator of good future performance or that grades in Mathematics, German, 

English and French are important predictors of future performance. Also, a combination 

of different signals could be identified, which ultimately led to the decision whether 

someone was hired or not. The combination usually consists of school grades, Multicheck 

results, answers in the structured interview and impressions during the work sample. 

However, the migration status was not mentioned as a signal or index in the interviews, 

indicating that it does not play a role, at least not a conscious role, in the conditional 

probabilistic beliefs of the HR professionals.  

Potential apprentices seem to adjust their signaling decisions in that many already 

include their Multicheck results with their initial application or complete the Multicheck 

at the potential employer's request. However, some adolescents most likely will not 

comply with this request and consider the signaling costs to be too high. This statement, 

however, remains an assumption, as the apprentices' perspective was not discussed in 

detail in either the qualitative or quantitative sections. The fact that the companies find 

enough apprentices despite the Multicheck as a prerequisite probably indicates that young 

people know the expectations of the employers and, for the bigger part, are willing to 

adjust their signaling decisions by completing the Multicheck.  

The assumption of Signaling Theory that employers pay attention to the 

relationship between productivity or performance during employment to adjust their 

conditional probabilistic beliefs if necessary could be confirmed, too. All interview 

partners stated that they evaluate the performance of their apprentices, and a majority of 

the employers already adjusted the selection process at least once due to the unsatisfactory 

performance of chosen apprentices. Adjusting the process can be equated to an 

adjustment of the conditional probabilistic beliefs. Furthermore, it can be concluded that 

findings from research in the HR field are reflected in the practice of HR professionals. 
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The processes of the companies are systematically structured and broadly fit into the 

frame of systematic personnel selection, according to Smith and Robertson (1993). Also, 

the companies do not rely on a single test but a combination of different tests. Among 

others, they use procedures that showed to have high Validity, such as structured 

interviews. However, other instruments for which the Validity is not entirely clear are 

also included; for example, school grades and Multicheck results. This inclusion, 

however, possibly has its roots in a lack of alternatives.  

Especially the criticism of Miller and Rosenbaum (1997) and Rosenbaum and 

Kariya (1991), according to which employers do not use school grades as signals due to 

a lack of trustworthiness, cannot be reproduced based on the interviews conducted. This 

insight is in line with findings of Ishida, Spilerman and Su (1997), according to which 

school grades are often used as signals at the beginning of a career. Nevertheless, some 

reservations towards school grades were noticeable, as employers could see differences 

between schools regarding the meaningfulness of grades. This statement corresponds to 

the findings of Miller and Rosenbaum (1997) on the one hand, and on the other hand also 

partly to those of Moser (2001), who was able to prove specifically in Switzerland that 

Swiss companies only rely on school grades to a limited extent. Reasons for this lie in the 

issues of the Swiss school system described in chapter 2.3, namely the non-uniform 

school system and the lack of a uniform final examination. 

Interestingly, HR professionals focus on school grades in Mathematics, German, 

English and French. However, only Mathematics and French were significantly related 

to future performance variables; instead of German and English, Biology and Chemistry 

should be included in the assessment. If at all, that is; after all, no single grade was a 

better predictor than the total aggregated average of lower-secondary school grades.  

Concerning the Multicheck, the HR professionals seem to be aware that it only 

represents a snapshot of skills and abilities, compared to the long-term approach of school 

grades. All of the interviewees rated the Validity of the school grades higher than that of 

the Multicheck. Nevertheless, the Multicheck is often used as an additional instrument, 

mainly because of the test's uniformity and the presentation of its results. Multicheck's 

Validity was mainly estimated as 0.5, which corresponds to the current state of research; 

however, the two outliers of 0.1 and 0.75 show that a certain subjectivity plays a role in 

the assessment, possibly also due to the lack of large-scale studies on the Multicheck.  

About the research question, it can be stated that the employers consistently 

described an exemplary selection process that takes various signals into account and is 
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critically reflected regularly. The process, therefore, largely follows the systematic 

approach as described by Smith and Robertson (1993), which is ultimately reflected in 

that none of the partners described a high drop-out rate or were dissatisfied with the 

apprentices’ performance. Thus, the systematic process positively affects Swiss insurers' 

apprentice selection, which is unsurprising given the current state of research (Landy & 

Conte, 2016; Terpstra & Rozell, 1993). Specifically related to the Multicheck, it could be 

recognized that it is neither considered ineffective nor the holy grail of personnel 

selection. Primarily, the Multicheck serves as an additional validation, which is quite 

understandable based on the Validity values known so far and the issues of lower-

secondary school grades.  

As a possible disadvantage of this procedure, however, it must be noted that the 

candidate pool could be significantly reduced if the Multicheck is mandatory, as this 

would automatically exclude all applicants who did not complete the Multicheck but 

would still be high performers. Particularly when there is talk of a 'war for talent' in the 

apprentice market in Switzerland, rethinking the process could become necessary as soon 

as a shortage of apprentices also becomes apparent in Swiss insurance companies 

(Capaul, 2014). 

Another potential improvement would be to focus on the total aggregated average 

achieved in lower-secondary grades than on single grades. The aggregated average 

showed to be the most valid predictor of future performance examined.  

5.1.2 Quantitative Results  

As bulletproof its design might be, the process can only be effective if focused on 

the right signals. To enable conclusions on the signal quality of the Multicheck, the 

quantitative part of the study was vital. The analysis of the quantitative data was 

surprising for several points. Neither the Multicheck results of the school section nor 

those of the potential section showed significant correlations with the future performance 

of the apprentices. This was true for all indicators of future performance considered, 

namely for the grades achieved in the ALS and PE and the overall average of the VET 

school grades. Significant positive correlations were expected according to the 

Hypotheses. The analysis, however, showed consistently weak, non-significant negative 

correlations. Thus, the better the Multicheck results of the participants, the lower the 

performance during the apprenticeship. These results contradict previously published 

studies (Capaul, 2014; Siegenthaler, 2010; Widmer, 2006). Capaul (2014) and Widmer 

(2006) found moderate and significant positive relations between Multicheck results and 
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future performance. However, Siegenthaler slightly contradicts the other authors, as he 

found weak but positive and significant correlations between Multicheck scores and VET 

school grades. A part of the difference between the results of Widmer (2006) and the 

paper at hand could be explained by the fact, that the Multicheck was still partly Pen-and-

Paper based when Widmer (2006) conducted his analysis. The Pen-and-Paper part of the 

test achieved higher results in terms of predictive validity than the computer-based part. 

Some HR professionals, though, seemed to have a gut feeling about the unclear Validity 

as only two out of five interviewees stated that they can see a clear correlation between 

Multicheck results and performance.  

Equally surprising was that consistently strong, significant positive correlations 

were found between the average of final lower-secondary school grades and all indicators 

of future performance. The strongest correlation was found between lower-secondary 

school grades and ALS and PE grades. Although significant positive correlations were 

expected based on the Hypotheses, the fact that these correlations turned out to be that 

strong is surprising in light of the limitations of school grades (Haeberlin et al., 2004; 

Miller & Rosenbaum, 1997; Moser, 2001; Zschirnt & Fabbri, 2019).  

Considering the target values for tests used in hiring processes according to Lienert 

and Raatz (1994), Multicheck scores and lower-secondary grades should achieve Validity 

levels of around r= .30 to .50. The Multicheck performs sub-par while lower-secondary 

grades perform on a higher level than expected and demanded. Therefore, the Multicheck 

only provides a low-quality signal, while lower-secondary school grades provide a high-

quality signal. This surprising result is also reflected in the rejected Hypothesis 3. Based 

on the literature review and previous research on the Multicheck, it was assumed that the 

Multicheck results have higher predictive Validity than school grades. This assumption 

was refuted in the regression model.  

There was a consensus among the interviewed HR professionals that the school 

grades should be weighted higher than the Multicheck results. The Validity of the 

Multicheck was estimated between .1 and .75, mainly with a value around .50. The study 

confirmed that the HR professionals correctly rated the school grades as more important 

than the Multicheck results. However, concerning the estimated Validity, it must be noted 

that the HR professionals consistently overestimated it. Based on the analyzed data, the 

correlation between the Multicheck results and future performance, and thus also the 

Multicheck’s Validity, lies in the negative range. 
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Considering the research question, HR professionals must be advised based on the 

analyzed data to critically question the consideration of the Multicheck in hiring 

processes. In the best case, the Multicheck was a redundant tool for the sample studied, 

and its results have little to no relation to future performance. In the worst case, HR 

professionals rely on the tool and wrongly associate higher values in the Multicheck with 

higher future performance, although the opposite was the case in the sample. In addition, 

by requiring the Multicheck results in the document review part of the recruiting process, 

one runs the risk that potential high-performers do not apply for the job because they have 

not completed the Multicheck. This risk would be justifiable if the Multicheck had a high 

predictive value, but it does not seem to be justified based on the results found. 

Based on the data, no significant difference could be found between the lower-

secondary school grades of individuals with or without an immigrant background. The 

same is true for the Multicheck result, which can be considered an argument that 

individuals with a migration background are not disadvantaged in lower-secondary 

school grading and Multicheck results compared to individuals without a migration 

background. This argument is further supported by the fact that no significant difference 

could be found between the predictive Validity of Multicheck results for people with a 

migration background compared to people without a migration background. 

The fact that there was no difference to be found contradicts previous findings 

regarding school grades, for example, by Haeberlin et al. (2004). However, there are 

indicators that discrimination is simply not directly reflected in the sample. It seems that 

HR professionals only invite candidates with a certain grade average to the first interview; 

several HR professionals stated in the interviews that they consider grades below 5.0 to 

be critical. And indeed, the lower-secondary school grade average of all applicants 

revolved around 5.0. Since lower-secondary school grades correlate significantly and 

positively with future performance, this approach makes sense, especially form a 

discrimination perspective.  

Interestingly, however, only one out of eighteen participants stated not to have a 

Swiss citizenship; this corresponds to an underrepresentation in the sample, as the quota 

of people without Swiss citizenship living in Switzerland is higher than 1/18.  

One conclusion that can be drawn from this fact is that it could simply be more 

difficult for people without Swiss citizenship to achieve an average of 5.0, for example, 

due to sub-par German skills. This conclusion would indicate indirect discrimination; 

however, in this case, the schools would have to be held accountable, not the employers.   
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In addition, the duration of the apprenticeship search or the number of applications 

sent out by the candidates was not examined in the survey. These indicators could have 

provided further insight, particularly regarding the studies by Stamm et al. (2012) and 

Zschirnt and Fabbri (2019) cited in Section 2.6.2. However, to not further reduce the 

response rate by asking a large number of questions, these questions were not included. 

Chapter 5.1.1 showed that employers generally use a well-thought-out and sensible 

recruitment process for apprentices that requires little optimization. The information 

gathered on the process shows that the processes largely follow the Signaling Theory 

model. Further, the processes are designed to be systematic. However, based on the 

quantitative data, the Multicheck did not prove to provide a valid signal. Reasons for this 

are the low or negative correlation between Multicheck results and future performance 

on the one hand and the strong, significant positive correlation of lower-secondary school 

grades and future performance on the other. By not using the Multicheck, employers 

could enlarge the candidate pool and still have a valid predictor of future performance by 

focusing on school grades. 

5.2 Limitations and Future Research 
The present work results should be interpreted with a certain degree of caution, as 

several points have a limiting influence on its significance. The points identified will be 

addressed in this chapter; simultaneously, possibilities for future research will be 

identified.  

First, it must be stated that the evaluation of the Multicheck made in this paper is 

based only on a comparison of the achieved results and the final grade of the 

apprenticeship. This comparison was made because various points are unknown about 

the Multicheck. For example, the individual questions, but especially the mechanisms and 

algorithms of the evaluation. However, these elements would be necessary in order to be 

able to assess the internal consistency of the questions (e.g., using Cronbach's alpha) or 

their reliability. This limitation also led to a preselection, that reduced the significance of 

the results. The fact that only people who completed a Multicheck and also obtained and 

passed the apprenticeship were considered means that those who generally demonstrate 

an above-average level of performance are likely to be overrepresented. In order to be 

able to draw a holistic picture, it would be necessary to include those who completed a 

Multicheck but did not pass the apprenticeship. It would also be necessary to include 

those who did not complete a Multicheck but still found an apprenticeship, which they 

subsequently passed or failed. In such a design, however, other performance indicators 
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would have to be found than the grades of the VET school certificate since those would 

not be available in the case of a failure. 

Another limitation is the Swiss school system itself. In chapter 2.3.2, various issues 

were pointed out that could diminish the signal value of grades. In particular, teachers 

can influence both the grades and the decision about the level of lower-secondary school. 

This subjectivity means that a grade of 5.0 at school X does not necessarily correspond 

to a grade of 5.0 at school Y. A fact that HR professionals repeatedly addressed in the 

interviews. Of course, this also influences the correlation strength between lower-

secondary school grades and Multicheck results or VET school results. For example, 

lower-secondary schools with exceptionally good grading practices might be 

overrepresented. In addition, the fact that Switzerland does not have a uniform school 

system and that there are different levels of lower-secondary school also makes it difficult 

to draw a clear conclusion. It should also be kept in mind that although the school content 

and objectives of an apprenticeship are standardized, the training companies have some 

leeway in designing the process, which could influence the grades of the VET certificate.  

Somewhat more remote, but certainly worth mentioning, is that both school grades 

and Multicheck results can be influenced by tutoring, parental support, and targeted 

preparatory courses. This effect was not considered in the present study.  

Especially against the background of the limitations mentioned so far, a large 

sample would have been desirable to mitigate some of these effects. Unfortunately, the 

sample fell far short of the original target of n=87. Moreover, the sample can hardly be 

described as random, as participants were primarily found through the author's network 

and advertisements on social media. Therefore, the quantitative part of the work should 

generally be interpreted with caution, also because the selected analysis methods, namely 

regression analysis and Pearson-correlation, can only be used to make statements about 

correlations and not causalities.  

Finally, the research question was set relatively narrowly by limiting it to a single 

industry, primarily since the Multicheck examined was developed not only for this 

industry but for merchant jobs in all industries. Therefore, the statements can only be 

interpreted concerning the insurance industry and not generally be tied to the selected 

Multicheck. It seems quite possible that the correlations differ depending on the industry; 

thus, the restriction to an industry limits the significance of the findings regarding the 

entire Multicheck on the one hand, but on the other hand, it increases the significance per 

industry examined.  
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Considering the relatively thin research situation so far and the incisive limitations 

of the present work, further research projects seem to be imperative. Judging by the state 

of research to date and the limitations of the present work, an exhaustive survey in various 

insurance companies over several years, for example, would be conceivable. This 

procedure would address several issues at once. First, it would increase the sample size. 

Also, since the insurance companies are located all over Switzerland, school systems of 

different cantons are automatically considered and could even be analyzed separately if 

the sample size is large enough. Furthermore, by designing the study as a longitudinal 

study, the chance of obtaining grades from different teachers could be increased, making 

the subjectivity of the grades somewhat less significant. By maintaining the limitation to 

a specific branch or even a specific organization, this branch or organization would 

receive particularly meaningful results.  

Another research possibility can be derived from previous research on the 

Wonderlic test, for example, by Bell, Matthews, Lassister, and Leverett (2002) and 

Saltzman, Strauss, Hunter, and Spellacy (1998). Accordingly, achieved Multicheck 

scores could be compared to achieved scores on other established and scientifically 

developed intelligence tests or tests of general mental ability. This procedure presupposes 

that enough young adults of the target group can be found who are willing to share their 

Multicheck results and take the effort of an intelligence test. This design could also 

provide information on the predictive Validity of the Multicheck, as cognitive abilities 

have shown to be reliable indicators of future performance (Schmidt & Hunter, 2004). 

It would also be conceivable to conduct a research project collaborating with 

Multicheck to ensure access to the questions and the algorithms used for their analysis. 

This would allow further research on the internal consistency of the questions but also 

the scientific foundation of the questions and analyses used.  

5.3 Practical Implications  

As mentioned in chapter 5.1, it can be stated that the apprentice selection processes 

of Swiss insurance companies already meet a high qualitative standard that largely 

follows scientific recommendations and fits in the assumptions of Signaling Theory. 

Although the small sample used in the paper at hand does not allow for a concrete 

recommendation to abolish the Multicheck as a Signal in the selection process, Swiss 

insurance companies can nevertheless be recommended to question the use of the 

Multicheck critically. Omitting the Multicheck would primarily have the advantage of 

enlarging the candidate pool, thanks to adjusted conditional probabilistic beliefs. In 
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addition, at least based on the data examined, a reduction of the quality of the selected 

personnel would not have to be assumed if the focus on school grades would be amplified 

at the expense of the Multicheck. An important aspect to consider is that the focus should 

lie on the aggregated grade average and not on single grades of lower-secondary school.  

In the course of this critical questioning, larger insurers could conduct their own 

analyses to test their conditional probabilistic beliefs. For example, concerning their own 

company and their selection processes, they could investigate whether the lower-

secondary school grades or the Multicheck results show a higher correlation with future 

performance, thus providing higher quality Signals. If apprentices are also recruited 

without providing Multicheck results, a separate analysis could be carried out. The 

apprentices without Multicheck results would serve as a control group to check the 

correlation of lower-secondary school grades and future performance. If apprentices are 

not yet recruited without Multicheck, this could be ventured for the next recruitment 

phase to obtain data of a control group. 

Another suggestion is addressed at the schools and education directors in 

Switzerland. The Swiss school system shows potential for improvement regarding the 

high subjectivity and individuality of school grades. On the one hand, these factors 

facilitate discrimination in the assessment process. On the other hand, they challenge HR 

professionals to consider the teacher’s subjectivity as an unknown variable in the hiring 

process. Making school grades more objective would probably increase their Signal 

quality and HR professionals' trust in them, thus decreasing the temptation to use 

cognitive ability tests with unclear Validity from private companies. Increasing school 

grades' objectivity could be done, for example, in the form of a nationwide standardized 

final examination or by using established and scientifically developed tests similar to the 

Wonderlic test. 

5.4 Conclusions 

The analysis carried out produced surprising results. On the one hand, a strong 

significant positive correlation was found between lower-secondary school grades and all 

selected indicators measuring performance during the apprenticeship. Concerning the 

Multicheck, on the other hand, only weak, non-significant negative correlations could be 

observed, indicating low Signal quality. These findings contradict previously published 

research papers (Capaul, 2014; Siegenthaler, 2010; Widmer, 2006). So far, mostly 

significant weak to moderate positive correlations have been observed. However, HR 

professionals in Switzerland seemed to be aware of the limited Validity of the Multicheck 
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and, though often making the Multicheck a prerequisite, interpret its results with care. All 

in all, HR professionals have shown to apply well-thought-out selection processes.  

Further, the results are surprising with regard to school grades. Various factors, 

such as the non-uniform school system in Switzerland or the high degree of subjectivity 

in the grading process, seemed to reduce their predictive value (Haeberlin et al., 2004; 

Moser, 2001). These effects, however, could not be observed in the present work. 

On a positive note, discriminating results have not been found neither for the 

Multicheck nor the lower-secondary school grades, as there was no significant difference 

concerning the predictive Validity of the Multicheck and the grades between both groups.  

The current study results argue for a stronger focus on lower-secondary school 

grades and critical questioning of the use of the Multicheck in selection processes for 

apprentices of Swiss insurance companies. Due to the results’ apparent contradiction to 

previous research, a need for further research is seen.  
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Appendix A: Example of an Assessment in Lower-Secondary School 
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Appendix B: Federal VET Diploma 
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Appendix C: Questions of the Multicheck Sample Test  
Memory 

1. Below you can see different symbols (pictograms). Try to remember them as 

well as possible. At the end of the test you will be asked questions about the 

pictograms. 

2. You see a text. At the end of the test you will be asked questions about this text. 

Try to remember the content of the text as well as possible. 

 

German 

Formulating 

Complete the following sentences in a way that makes sense. 

Spelling 

In the next tasks you will see texts that have spelling mistakes. Click on the words that 

are misspelled and correct them. 

Grammar 

In the next tasks you will see cloze texts. Write the appropriate word in the empty boxes. 

Text comprehension 

For each text you will find several statements, one or two of which are true. 

Vocabulary 

You see an incomplete sentence. From different words you have to choose the one that 

fits best into the sentence and click on it.  

 

English 

Grammar 

In the next exercises you will see cloze texts. Write the appropriate word in the empty 

boxes. 

Communicate 

In the following exercises you have to find the right questions or answers in different 

conversation situations. 

Vocabulary 

You see an incomplete sentence. From different words you have to choose the one that 

fits best into the sentence and click on it.  

 

Organizational skills 
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Scheduling 

Plan the weeks for the employees in a meaningful way. You will receive different weekly 

schedules from employees as well as different appointments. Your task is to fit all the 

appointments into the weekly schedule. To do this, drag the appointments from the right 

side into the weekly schedule. The following rules should be observed when planning: 

- Appointments always start on the hour. 

- Appointments must not overlap. 

- The lunch break must always remain free. 

- Only appointments that last longer than 4 hours may be scheduled over 2 days. 

 

French 

Grammar 

In the next exercises you will see cloze texts. Write the appropriate word in the empty 

boxes. 

Communicate 

In the following exercises you have to find the right questions or answers in different 

conversation situations. 

Vocabulary 

You see a picture and several sentences. Indicate which sentence best describes the 

picture. 

 

Interconnected thinking 

Solve the tasks for this company using the text and the table. You will be given several 

tasks to solve with the help of a text and a table. You have to look for the right answers 

in the text or in the table and combine the information. 

1. Fill in the organization chart of MUSTER GmbH with the corresponding persons 

and their functions? 

2. Which person has generated the most sales? 

 
Mathematics 

Estimation tasks 

You will now be given different math problems. These tasks are easier than they look at 

first glance. You do not have to calculate the tasks exactly, but can find the correct 

solution by simple mathematical considerations. (Multiple Choice) 

Calculating 
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You will be given different math problems. Read the problem carefully and pay attention 

to what is asked. Click on the correct solution or enter the correct result (Calculator 

Allowed). 

 

Logic 

Verbal analogies 

The following exercises are about recognizing and applying logic between words. You 

see an exercise with two pairs of words. The two words in the first word pair are related 

to each other in a certain way. Make the second pair of words, deciding which of the 

words below has the same relationship with the third word (Mother to daughter as father 

to ...). 

Figural Analogies 

The following tasks are about recognizing and applying the logic between pictures. The 

task (left) consists of three pictures. The two pictures in the first pair (left of the equal 

sign) have a certain relation to each other. Form the second pair, deciding which of the 

six images in the selection on the right has the same relationship with the third image. 

Numerical processing capacity 

In the following tasks, the goal is to temporarily keep simple arithmetic steps in mind and 

work with them. Now the task is first explained and then practiced with two sample tasks. 

(Two boxes appear, one after the other a number appears in them, e.g. 2 and 8. Then new 

numbers follow in the boxes, e.g. +3 and -1. The correct answer would then be 5 and 7. 

Several calculation steps follow in the tasks). 

 

Short-term memory 

Color combination 

You are briefly presented with a row of different colored circles (red, blue or black). 

Afterwards this row disappears. Make up the displayed color combination by clicking on 

the empty circles. 1 click = red, 2 clicks = blue, 3 clicks = black 

Character combination 

You are briefly presented with a character combination. Memorize it. Click on the 

displayed character combination from the selection. 
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Concentration 

Series of numbers 

In one line there are two rows of numbers that you have to compare. Click "Yes" if the 

expressions are equal, click "No" if the expressions are not equal. 

Coordinates 

One of the nine boxes appears in red. It has well defined coordinates. Enter the 

coordinates as soon as possible. Type them into the box provided. Note: As soon as you 

have entered the coordinates, the next red box will appear automatically. 

 

Imagination 

Spatial vision 

On the following pages you will see an arrangement of shapes from a bird's eye view 

(seen from above). In the upper part of the screen you see the arrangement from one of 

the eight angles shown. Choose the correct viewing angle. 

Unwinding 

Below you will find an unfolding (folding template) from which a figure can be folded. 

To the right of it, five figures are drawn. Only one of these figures can be folded from the 

unfolding. Type the letter of the figure that can be folded from the unfolding. 

 

Memory 

Remembering pictograms 

At the beginning of the test you were shown several pictograms. Now we will show you 

different pictograms again. If the pictogram was already shown at the beginning, check 

the box 'YES'. If it was not shown at the beginning, check the 'NO' box. 

Remember text 

At the beginning of the test you were presented with a text. Now we will show you 

different statements about the content of this text. Tick the box with the correct answer. 

 
Formulate text 

Formulating thoughts 

There are several topics to choose from. Choose the topic that interests you the most. 

Formulate a text and describe what you think about this topic. The text does not have to 

be a certain length, just use all the time you have. You will not be able to submit the text 

if it contains less than 20 characters. The text will appear on your certificate. 
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Appendix D: Interview Questions 

Number Question Reason 

Q1 
Do you train apprentices, or did you 
work in an organization that trained 

apprentices in the past? 

If ‘no’, the interview would become 
unnecessary. 

Q2 If yes to Q1, how do you select your 
apprentices? 

Find out whether high-Validity 
selection devices and systematic 

processes are used and what signals are 
part of their conditional probabilistic 
beliefs (chapter 2.1.2, 2.1.5 & 2.2.2). 

Q3 Are there specific challenges when 
selecting apprentices? 

Comparing findings of the literature 
review with day-to-day experiences of 

practitioners (chapter 2.6.1). 

Q4 If yes to Q3, please describe these 
challenges? See Q3 

Q5 How do you value school grades in the 
selection process? 

Find out more details about the 
practitioner’s conditional probabilistic 
beliefs. The literature review suggests 
that grades are hardly valued (chapter 

2.3.2 & 2.5). Is this true? 

Q6 What are your reasons for this 
evaluation? 

Find out why a value of X is placed in 
grades. Compare findings to literature 

review (chapter 2.3.2 & 2.5). 

Q7 How do you value Multicheck scores in 
the selection process? 

Find out more details about the 
practitioner’s conditional probabilistic 
beliefs. The literature review suggests 

that these scores are highly valued 
(chapter 2.4 & 2.5). Is this true? 

Q8 What are your reasons for this 
evaluation? 

Find out why a value of X is placed in 
these scores. Compare findings to 
literature review (chapter 2.4.2).  

Q9 
If you do, why do you prefer the 

Multicheck over school grades or vice 
versa?  

Compare Findings to chapter 2.3.2, 2.4 
and 2.5, as well as the results from the 

quantitative data analysis.  

Q10 *Explain Validity* - how high do you 
estimate the Multicheck’s Validity? 

Detect potential distortions in the 
practitioners’ conditional probabilistic 

beliefs (chapter 2.1.5 and 2.4.2). 

Q11 Do you assess the apprentices’ 
performance? 

Is there an evaluation of performance as 
Signaling Theory suggests (Figure 1)?  

Q12 If yes to Q10, how?  See Q11 
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Q13 How would you describe your 
apprentices’ performance? 

Selection procedures can influence 
performance. High performance could 
indicate good selection procedures and 

vice versa (chapter 2.1.2 & 2.2). 

Q14 
If at all, in what way do the results of 
this assessment influence the selection 

process? 

Signaling Theory would expect 
employers to adjust their conditional 

probabilistic beliefs if the hired 
personnel’s performance is too low 

(chapter 2.1.2). Is this true?  
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Appendix E: Complete Quantitative Survey  
Guten Tag  
Hast du in den letzten Jahren eine KV-Lehre in der Versicherungsbranche absolviert und 
deswegen den Multicheck durchgeführt? Dann bist du herzlich eingeladen, an meiner Umfrage 
teilzunehmen. Diese nimmt den Multicheck unter die Lupe. Genauer gesagt geht es um dessen 
Aussagekraft und mögliche diskriminierende Mechanismen.  
In der Umfrage werden etwa 80 Personen gebeten, einen Fragebogen auszufüllen, der Fragen zu 
schulischen Leistungen und Multicheck Ergebnissen stellt. Das Ausfüllen des Fragebogens wird 
etwa 10 Minuten in Anspruch nehmen. Hinzu kommen einige Minuten Vorbereitungszeit. Das 
ist nicht wenig, deshalb werden unter allen Teilnehmenden, die den Fragebogen vollständig 
ausfüllen, fünfmal CHF 50.- verlost (Giftcard oder Twint Überweisung).  
Um die Fragen beantworten zu können, benötigst du folgende Unterlagen. Am besten holst du 
diese hervor, bevor du mit der Umfrage startest: 
-       Abschlusszeugnis der Oberstufe (Real-, Sekundar- oder Bezirksschule) 
-       Multicheck Ergebnisse 
-       Abschlusszeugnis deiner Lehre  
Deine Teilnahme an dieser Studie ist vollkommen freiwillig. Solltest du dich bei der 
Beantwortung einer Frage unwohl fühlen, wähle bitte die 'keine Antwort'-Option oder trage im 
Textfeld '9999' ein. Es ist sehr wichtig für mich, deine Meinung zu erfahren.  
Deine Umfrageantworten werden streng vertraulich behandelt und anonym erhoben; du musst 
weder deinen Namen noch dein Geburtsdatum angeben. Deine Angaben werden verschlüsselt 
und bleiben vertraulich. Wenn du zu irgendeinem Zeitpunkt Fragen zur Umfrage oder zu den 
Verfahren hast, kannst du mich per E-Mail unter koean@gmx.ch kontaktieren. 
Noch ein kleiner Hinweis: Die Umfrage kann sowohl auf dem Computer als auch auf dem 
Smartphone durchgeführt werden. Da die Handhabung einiger Antwortmöglichkeiten am 
Computer einfacher ist, empfehle ich dir, den Computer dem Smartphone vorzuziehen.   
Vielen Dank für deine Zeit und Unterstützung. Du kannst nun mit der Umfrage beginnen, indem 
du auf die Schaltfläche ‘Anfang’ klickst.  
Beste Grüsse 
Andri Kömeter  
 
 
Q1: Diese Umfrage richtet sich spezifisch an Personen, die bereits eine kaufmännische Lehre in 
der Versicherungsbranche absolvierten und den Multicheck durchführten. Zudem muss die 
Lehre in den Jahren 2017, 2018, 2019, 2020 oder 2021 abgeschlossen worden sein. Bitte 
bestätige unten, dass diese Voraussetzungen auf dich zutreffen.  
 
 Ja Nein 
Die Voraussetzungen treffen auf mich zu ❏ ❏ 
 
 
Zunächst bitte ich dich, einige demographische Daten anzugeben. Diese lassen keine 
Rückschlüsse auf deine Person zu und sind für die Auswertung von zentraler Bedeutung.  
 
Q2: Wir starten mit deinem Alter. Trage bitte dein Alter ins untenstehende Textfeld ein. Falls 
du die Frage nicht beantworten möchtest, trage '9999' ins Textfeld ein.  
 
 
 
 
Q3: Bitte trage als nächstes dein Geschlecht ein. 
1. Männlich 
2. Weiblich 
3. Divers / Will ich nicht beantworten 
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Q4: Von besonderem Interesse ist auch deine Nationalität beziehungsweise deine Herkunft. 
Beantworte dazu einfach die beiden untenstehenden Fragen durch Klicken auf das Feld 'Ja' oder 
'Nein'. Diese Angaben werden benötigt, um Schlüsse im Hinblick auf Diskriminierung ziehen 
zu können.   
 

 Ja Nein 
Möchte ich 
nicht 
beantworten 

Ich besitze den Schweizer Pass ❏ ❏ ❏ 
Ich bin oder meine Eltern sind in die Schweiz eingewandert 
('Migrationshintergrund') ❏ ❏ ❏ 

 
 
Q5: Vielen Dank für diese Angaben. Wir starten nun mit der Erhebung der eingangs erwähnten 
Daten. Zuerst bitte ich dich, die Noten aus dem Abschlusszeugnis der Oberstufe zu übertragen 
(Real-, Sekundar- oder Bezirksschule). Du siehst einerseits das Schulfach, andererseits ein 
Drop-Down-Menü (-- Auswählen --). Durch Klick auf das Drop-Down-Feld präsentieren sich 
die Schulnoten von 1 bis 6 in 0.5-Schritten. Wähle bitte pro Fach die erzielte Abschlussnote aus. 
Solltest du in einem Fach keine Note erhalten haben oder die Frage nicht beantworten wollen, 
wähle bitte die Option 'Keine Note/Antwort'.  
 

 

Kei
ne 
Not
e/A
ntw
ort 

1 1.5 2 2.5 3 3.5 4 4.5 5 5.5 6 

Deutsch ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 
Mathematik ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 
Französisch ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 
Englisch ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 
Geschichte ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 
Biologie ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 
Chemie ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 
Musik/Zeichnen/Ähnlich
es ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ ❏ 

 
 
Q6: Bitte übertrage nun die erzielten Multicheck Resultate in die untenstehende Tabelle. Zum 
einen siehst du die entsprechende Kategorie, zum anderen ein Textfeld. Schreibe hier pro 
Kategorie die erzielten Punkte ins Textfeld. Solltest du in einer Kategorie keine Punkte erhalten 
haben oder die Frage nicht beantworten wollen, schreibe '9999' ins Feld. 
 
 Punkte 
Gesamtresultat E-Profil ❏ 
Gesamtresultat B-Profil ❏ 
Gesamtresultat M-Profil ❏ 
Schulwissen (total) ❏ 
Deutsch ❏ 
Französisch  ❏ 
Englisch ❏ 
Mathematik ❏ 
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Potenzial (total) ❏ 
Logik ❏ 
Konzentration ❏ 
Kurzzeitgedächtnis ❏ 
Merkfähigkeit ❏ 
Vorstellungsvermögen ❏ 
Berufsspezifische Fähigkeiten (total) ❏ 
Organisationsfähigkeit ❏ 
Vernetztes Denken ❏ 
 
 
Q7: Abschliessend bitte ich dich, die erzielten Noten im Abschlusszeugnis deiner Lehre 
einzutragen. Wie zuvor siehst du sowohl das Schulfach als auch ein Textfeld. Schreibe hier pro 
Schulfach die erzielte Note (von 1 bis 6 in 0.1-Schritten) ins Textfeld. Solltest du in einem Fach 
keine Note erhalten haben oder die Frage nicht beantworten wollen, schreibe bitte '9999' ins 
Feld. 
 
 Note 
Arbeits- und Lernsituationen ❏ 
Prozesseinheiten ❏ 
Berufspraktische Situationen und Fälle - schriftlich ❏ 
Berufliche Situationen - mündlich ❏ 
Gesamtnote betriebliche LAP ❏ 
Information/Kommunikation/Administration ❏ 
Wirtschaft und Gesellschaft zentral ❏ 
Wirtschaft und Gesellschaft schulspezifisch ❏ 
Wirtschaft und Gesellschaft Erfahrungsnote ❏ 
Deutsch ❏ 
Französisch ❏ 
Englisch ❏ 
Ausbildungseinheiten und selbstständige Arbeit ❏ 
Gesamtnote schulische LAP ❏ 
 
 
Q8: Schon bist du bei der letzten Frage angelangt. Bitte schliesse das Browserfenster aber noch 
nicht. Falls du an der Verlosung teilnehmen möchtest, bitte ich dich, deine E-Mail Adresse ins 
untenstehende Feld einzutragen. Falls du nicht teilnehmen möchtest, lasse das Feld einfach leer. 
Klicke aber in jedem Fall auf die Schaltfläche 'Senden'. Hinweis: Diese Frage kann deine 
Anonymität aufheben, wenn die E-Mail Adresse deinen vollständigen Namen enthält (zum 
Beispiel: hans.meier@gmail.com).  
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Appendix F: Interview Transcriptions 
Interview #1:  

Interviewer:  Andri Kömeter 

Interviewee:  Mrs. B. R.  

Date/Time:  Thursday, 10. June 2021, 09:00 am.  

Location:  Telephone (due to Covid)  

 

Interview Topic: Der Multicheck in Lehrlingsauswahlverfahren von Schweizer 

Versicherungen. Wie oft wird er in der Praxis eingesetzt und wie wird seine Validität von 

Praktikern beurteilt? 

 

Opening: Guten Morgen Frau R*. Zunächst einmal möchte ich mich bei Ihnen bedanken, 

dass Sie sich heute die Zeit genommen haben, dieses Interview mit mir zu führen. Wie 

ich unserer Mailkorrespondenz entnahm, sind Sie derzeit Personalverantwortliche der 

Firma A*G*. Heute möchte ich Sie zu Ihren Erfahrungen als Personalverantwortliche 

befragen, wenn es um den Einsatz des Multichecks im Lehrlingsauswahlverfahren geht. 

Das Interview wird im Rahmen meiner Masterarbeit an der Universität Reykjavik 

geführt. Ich habe einige Fragen vorbereitet, die ich Ihnen bereits zugeschickt habe, aber 

ich könnte noch Ergänzungsfragen hinzufügen. Bitte fühlen Sie sich frei, Ihre Gedanken 

auch während des Interviews hinzuzufügen. 

 

Closing: Frau Reinhard vielen Dank noch einmal, dass Sie sich die Zeit genommen 

haben, dieses Interview mit mir zu führen. Wenn Ihnen nach dem Interview noch etwas 

einfällt, können Sie mich gerne telefonisch oder per E-Mail kontaktieren. 

 

 

2) 

Questions and Responses: 

 

Q1: Bildet Ihr Betrieb Lernende aus oder arbeiteten Sie in der Vergangenheit in einem 

Betrieb, der Lernende ausbildete? (Falls nein, kein Interview möglich)  

A1: Ja, wir bilden aktuell drei KV Lernende aus, in allen verfügbaren Profilen und wir 

haben jeweils einen Praktikanten der WMS in Ausbildung, was einem M-Profil 

entspricht. Ab diesem Sommer werden es 6 Lernende sein.  
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Q2: Falls ja zu Q1, wie wählen Sie Ihre Lernenden aus (Recruiting-Prozess)?  

A2: Im Sommer schreiben wir die Stellen aus auf unserer Website, im Lehrstellen 

Nachweis des Kantons LENA, und auf Yousty, einer Plattform für Lehrstellen. Diese 

Bewerbungen treffen dann langsam ein, im Herbst werden es mehr. Laufend triagieren 

wir und sagen rasch ab, wo es nicht passt. Die interessanten Bewerbungen schauen wir 

in einem mehrstufigen Verfahren an. Meine Assistentin ist Verantwortlich und macht 

Ersttriage. Bei interessanten Bewerbungen leitet sie diese an BerufsbildnerInnen weiter 

und holt deren Meinung ein. Wenn es passt, findet ein Erstgespräch statt. Und wenn auch 

dieses Gespräch vielversprechend ist, gibt es eine kleine Schnuppersession, die einen 

halben bis einen Tag dauert. Anlässlich der Schnuppersession wird den potenziellen 

Lernenden die Arbeit gezeigt, sowohl für die Branche Privatversicherung als auch für die 

Branche Dienstleistung und Administration. Noch am Schnuppertag folgt ein 

Kennenlernen der Praxisbildner und ein Interview mit dem Abteilungsleiter. Nach dem 

Schnuppern wird Feedback der potenziellen Lernenden eingeholt. Danach schreiben die 

Praxisbildner einen Bericht, und es gibt eine physische Besprechung der Eindrücke 

zwischen Berufsbildnern, Praxisbildnern und Abteilungsleitern. Der Multicheck kommt 

bereits am Anfang ins Spiel und wird konsequent verlangt. Viele Bewerbende schicken 

ihn direkt mit, die anderen werden gebeten, ihn zu machen.  

 

Q3: Gibt es spezifische Herausforderungen bei der Lernendenselektion?  

A3: Ja, da gibt es verschiedene.  

 

Q4: Falls ja zu Q3, welche Herausforderungen sind dies?   

A4: In den letzten Jahren machten wir die Erfahrung, dass die Lernendenselektion unter 

Umständen aufwändiger ist, als die normale Personalselektion, da wir viele Bewerbungen 

haben, die sich fürs KV interessieren. Wir arbeiten hier also mit einer grossen Masse über 

längere Zeit (verschiedene Wellen). Die Schwierigkeit ist primär, dass eine grosse Menge 

das gewünschte Profil nicht erfüllt. Und das andere ist, dass es schwierig ist, an die jungen 

Menschen heranzukommen. Sie sind nicht immer auf den digitalen Kanälen erreichbar, 

die wir im Arbeitsleben nutzen (Social Media vs. E-Mail). 

 

Q5: Welchen Stellenwert geniessen Schulnoten im Selektionsprozess?  
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A5: Die schauen wir wirklich gut an. Gerade im KV kann man das gut machen und es ist 

auch wichtig.  

 

Q6: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert??  

A6:. Wir schauen stark auf die Noten, weil wir die Erfahrungen machten, dass jemand 

mit schwachen Noten auch einen kleineren Rucksack mitbringt. Wir haben primär 

Bewerbungen von Sekundarschülern, nicht von Bezirksschülern, da diese eher eine 

Mittelschule anstreben und sich eher halbherizg als zweite Option aufs KV bewerben 

(Anmerkung Interviewer: die Sekundarschule entspricht im Kanton Aargau dem 

mittleren lower-secondary level, die Bezirksschule dem höchsten level). Wenn ein 

Sekundarschüler dann kein Schnitt von mindestens 5.0 hat, insb. in Mathe, Deutsch, 

Franz, Englisch, dann wird es von Anfang an schwierig. Viele Bewerbende erfüllen diese 

Anforderung nicht. Wir schauten früher weniger auf Noten, aber für mich nahm die 

Wichtigkeit in den letzten Jahren zu. Sind die Noten nicht sehr gut, gibt es nach zwei 

Semestern oft Rückstufungen vom E- ins B-Profil. Das Prinzip Hoffnung funktioniert 

nicht. Ein Ausreisser mag es meistens leiden, aber mehr nicht. Zudem haben 

Sekundarschüler oft einen Migrationshintergrund, da ist oft schon das Französisch in 

Schieflage. Natürlich muss auch die Persönlichkeit passen; aber wenn es schon bei den 

Noten hakt, ist es dann schon schwierig. 

 

Q6.1: Denken Sie, Schulnoten können die Leistung im Beruf gut vorhersagen?  

A6.1: Jein. Eine gute Note gibt ein stabiles Fundament. Aber Freude am und das 

Wohlfühlen im Beruf sind auch wichtig; der Einstieg muss gefunden werden. Wenn ein 

Sekundarschüler drei Jahre ein 4er-Schnitt in Mathematik hatte, wird es schwierig mit 

Rechnungswesen/Buchhaltung, egal wie motiviert er ist; die Basis fehlt einfach.  

 

Q7: Welchen Stellenwert geniessen die Multicheck Resultate im Selektionsprozess?  

A7: Das ist in unserem Fall ein Ergänzungsinstrument. Wir haben gesagt, entweder 

machen wir’s immer oder nie; und wir entschieden uns für immer.  

 

Q8: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert? 

A8: Es geht in die gleiche Richtung wie die Schulnoten. Er gibt einfach ein Bild: Wie 

strukturiert ist der Bewerbende? Wie denkt er/sie? Wie sind die organisatorischen 

Fähigkeiten? Ich würde nie rein aufgrund des Multichecks jemanden einstellen oder 
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nicht, aber gibt einen guten Richtungshinweis. Wenn die Noten gut sind, ist auch der MC 

gut, da gibt es sicher eine Korrelation. Oft machten wir die Erfahrung, dass die 

Bewerbenden sich komplett überschätzen. Einige machen den Test aber natürlich nicht 

gern, oder wollen ihn nicht machen. Aber dann kommt es nicht zu einer Anstellung. Es 

gibt noch einen zweiten Test, S2 oder so heisst der, der ist im Kanton Solothurn verbreitet. 

Dieser Test wird in der Schule gemacht und ist teilweise fester Bestandteil der 3. Klasse 

der Oberstufe. Wenn jemand den mitbringt statt des Multichecks, akzeptieren wir dies in 

der Regel auch.  

 
Q9: Ist der Stellenwert des Multichecks höher oder tiefer als Schulnoten?  

A9: Die Schulnoten haben den höheren Stellenwert. Fast am wichtigsten finde ich jedoch 

die Referenzen des Klassenlehrers. Das hilft uns dann fast am meisten und ist für mich 

fast die wertvollste Informationsquelle. Dieser kennt die Person über Jahre, kann über 

Noten und Leistung aber auch über Verhalten/Persönlichkeit sehr gut Auskunft geben.  

 

Q10: (Validität ist ein Konstrukt, das misst, wie stark Theorie und empirische Evidenz 

das unterstützen, was der Test zu messen oder vorherzusagen vorgibt. Dementsprechend 

ist die Validität das grundlegendste Konstrukt bei der Entwicklung oder Evaluierung 

eines Tests. In einem konkreten Anwendungsfall misst Validität beispielsweise, wie gut 

ein bestimmter IQ-Test vorhersagen kann, ob eine Person in einem bestimmten Job gute 

Leistungen erbringen wird. Die Skala reicht dabei von 0.0 bis 1.0)  

Diese Information berücksichtigend: Wie hoch schätzen Sie die Validität des Multicheck 

sein?  

A10: Zwischen 0.5 und 0.75. Meine Erfahrung ist, dass der Multicheck gut als Ergänzung 

zur Einschätzung der Schulnoten dient. Er kann beispielsweise gut das Verhalten in. 

Stresssituation vorhersagen, aber nicht die Motivation. Gewisse sind ja aufgrund der 

Noten nicht geeignet, aber auch solche mit guten Noten können ungeeignet sein, wenn 

die Motivation tief ist und der Beruf sie nicht begeistert. Und das kann der Multicheck 

nicht vorhersagen.  

 

Q11: Messen Sie die Performance von Lernenden?  

A11: Ja, teilweise.  

 

Q12: Falls ja, wie?  
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Q12: Wir begleiten sie sehr engmaschig. Sie zeigen uns ihre Schulnoten und wir führen 

regelmässig Gespräche mit ihnen. Verschiedene Leutesind involviert: 

Berufsbildnerinnen, CEO, Praxisbildner, Abteilungsleiter. Ein klassisches 

Mitarbeitenden-Gespräch einmal im Jahr gibt es nicht, aber wir führen viele kürzere 

Gespräche. Wenn man es nur einmal macht, fallen Sie durchs Raster. Auch 

Disziplinargespräche kann es geben.  

 

Q12.1: Schulnoten sind das eine, gibt es andere Daten die sie quantifizieren?  

A12.1: Nein, das würde uns überfordern. Es gibt allerdings noch die ALS & PE, da sind 

wir engmaschig daran und da gibt es dann auch einen Bericht.  

 

Q13: Wie würden Sie die Performance Ihrer aktuellen Lernenden beschreiben?  

A13: Sehr individuell. Teilweise würde mehr drin liegen, teilweise ist es sehr gut. Dort 

spielen aber auch individuelle Ausprägungen eine Rolle (wie ist jemand drauf, wie ist das 

Alter). Wir machten die Erfahrungen, dass Lernende, die vom 10. Schuljahr kommen, 

schon ein Stück reifer sind. Wir haben auch eine Zeit lang Lernende aus einer anderen 

Situation (bspw. Älter aus verschiedenen Gründen) Chancen gegeben, was dann aber 

nicht funktioniert hatte (Abbruch). Das lag dann aber nicht nur am Alter, da kommen 

einfach zusätzliche Themen. Zusammengefasst ist das Alter nach dem 10. Schuljahr eher 

ein Vorteil, mit 20+-jährigen wird es aber wieder eher schwierig (psychische 

Geschichten, Abbrüche hinter sich, leben alleine kommen aber mit Gehalt nicht zurecht 

usw.). Wenn sie dann mal 18 waren, wird unser Aktionsradius zudem extrem klein; wir 

können beispielsweise die Eltern nicht ohne Zustimmung einbinden.  

 

Q14: Inwiefern beeinflussen die Resultate der Performance Evaluation die zukünftige 

Selektion von Lernenden?  

Q14: Sie führten zu einem detaillierteren und intensiveren Selektionsverfahren. Wir 

bauten zusätzliche Schritte ein (Schnuppern, Multicheck, Interview mit Klassenlehrer). 

Unser Learning war: prüfe gut wer sich bindet, und zwar auf beide Seiten. Wir sagten 

auch schon Lernenden ab, bei denen wir dachten, ,es passt alles aber er wird nicht 

glücklich (KV einfach nicht sein/ihr Ding). Und was mir grosse Sorgen macht, ist die KV 

Reform. Da denke ich, das wird für beide Seiten hart. Was die da wollen mit der Reform, 

die ein Jahr verschoben wurde, das ist fast nicht mehr zu leisten. Nach Corona sind die 

wenigsten so agil und digital wie sich der Verband das vorstellt. Aber auch gemessen an 
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den Themen, an denen Lernende heute schon scheitern, ist die Messlatte zu hoch 

angesetzt. Die Reform wird viele Ausbildungsplätze kosten, da sich die Unternehmen das 

gar nicht mehr leisten können und die Lernenden nicht da sind, wo das KV sie haben will; 

das neue KV holt die Realität nicht ab, da haben wir grosse Sorgen. Viele schaffen das 

Profil bereits heute nur mit viel Hilfe und Engagement unsererseits; und wenn die Latte 

nochmals heraufgesetzt wird, ist es einfach nicht mehr zu leisten. Und auch unsere 

Ressourcen sind begrenzt, denn das engmaschige begleiten ist uns sehr wichtig. Wir 

haben auch in der Pandemie die Lernenden vor Ort betreut und damit gute Erfahrungen 

gemacht. 

 

 

Interview #2:  

Interviewer:  Andri Kömeter 

Interviewee:  Mr. P. K.  

Date/Time:  Friday, 11. June 2021, 10:00 am.  

Location:  Telephone  

 

Interview Topic: Der Multicheck in Lehrlingsauswahlverfahren von Schweizer 

Versicherungen. Wie oft wird er in der Praxis eingesetzt und wie wird seine Validität von 

Praktikern beurteilt? 

 

Opening: Guten Morgen Herr Klein. Zunächst einmal möchte ich mich bei Ihnen 

bedanken, dass Sie sich heute die Zeit genommen haben, dieses Interview mit mir zu 

führen. Wie ich unserer Mailkorrespondenz entnahm, sind Sie derzeit 

Personalverantwortliche der einer grossen Schweizer Unfallversicherung. Heute möchte 

ich Sie zu Ihren Erfahrungen als Personalverantwortlicher befragen, wenn es um den 

Einsatz des Multichecks im Lehrlingsauswahlverfahren geht. Das Interview wird im 

Rahmen meiner Masterarbeit an der Universität Reykjavik geführt. Ich habe einige 

Fragen vorbereitet, die ich Ihnen bereits zugeschickt habe, aber ich könnte noch 

Ergänzungsfragen hinzufügen. Bitte fühlen Sie sich frei, Ihre Gedanken auch während 

des Interviews hinzuzufügen. 
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Closing: Herr Klein vielen Dank noch einmal, dass Sie sich die Zeit genommen haben, 

dieses Interview mit mir zu führen. Wenn Ihnen nach dem Interview noch etwas einfällt, 

können Sie mich gerne telefonisch oder per E-Mail kontaktieren. 

 

 

2) 

Questions and Responses: 

 

Q1: Bildet Ihr Betrieb Lernende aus oder arbeiteten Sie in der Vergangenheit in einem 

Betrieb, der Lernende ausbildete? (Falls nein, kein Interview möglich)  

A1: Ja 

 

Q2: Falls ja zu Q1, wie wählen Sie Ihre Lernenden aus (Recruiting-Prozess)?  

A2:  Im Juli stellt unser Hauptsitz Inserate für alle Agenturen online, woraufhin wir mit 

der Rekrutierung starten. Zunächst warten wir die Inserate ab, manchmal schicken wir 

aber auch noch Flyer an Schulen oder gehen sogar in Schulen vorbei im Kanton Bern. 

Dort stellen wir die Firma vor und machen Werbung für uns. Auch kontaktieren wir 

ehemalige Schnupperlernende direkt, wenn wir einen guten Eindruck hatten. Wenn die 

Bewerbungen da sind, mache ich eine Vorselektion, primär anhand des Schulzeugnisses. 

Besonders massgebend für mich ist das Schullevel. Ist jemand in der Realschule oder 

Sekundarschule? Schulnoten unter 5.0 in der Realschule begegnen wir mit einer Absage. 

Bei jenen, die noch in Frage kommen, schauen wir die Motivation an. Bei 

Sekundarschülern schauen wir primär auf die Noten in den Sprachen, im Grunde erwarten 

wir schon eine 4.5 bis 5.0 in Französisch und Deutsch und eine genügende Note in 

Mathematik. Bei Letzterem schaue ich persönlich aber nicht besonders drauf. Bei einem 

guten Schnitt in der Sek schauen wir als nächstes auf den Multicheck. Wir nutzen diesen 

als Vergleichsobjekt, da jede Schule ein anderes Niveau hat und jeder Kanton ein anderes 

System hat bezüglich Niveaus und Notengebung. Wenn der Multicheck nicht besonders 

gut ist, aber der/die KandidatIn gute Noten hat, kommt die Person weiterhin in Frage. Der 

Multicheck ist auch einfach eine Momentaufnahme, es kommt auf den Tag an und was 

sie in der Schule schon hatten. Ich geniesse den Multicheck daher etwas mit Vorsicht. 

Aber falls jemand bspw. in der Realschule nicht besonders gut ist, aber im Multicheck 

schon, lade ich ihn dennoch ein, um bspw. die Kommunikationsfähigkeiten zu sehen. Das 

Motivationsschreiben schaue ich nicht besonders gut an; was sie schreiben ist für mich 
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zweitrangig, aber die Rechtschreibung schaue ich genauer an. Als nächsten Schritt im 

Bewerbungsprozess lade ich die Leute ein, um ein kompetenzbasiertes Interview zu 

führen, gemeinsam mit den Bereichsleitern. Was fast noch wichtiger ist als die Antworten 

selbst, ist die Ausdrucksweise, die Kommunikationsfähigkeit. Dort stellte ich fest, dass 

das Kommunikationsniveau in den letzten Jahren deutlich zunahm, die Lernenden sind 

viel offener. Kommunikation, Teamfähigkeit, Kundenorientierung sind mir dabei sehr 

wichtig. In einem zweiten Schritt führen wir ein Schnuppern durch, sofern dies nicht 

bereits erfolgte. Dabei lernen sie auch das Team kennen und auch die Teamleiter werden 

involviert. Pro Lehrjahr haben wir 3 Lernende, jedes zweite Jahr 4, so dass wir konstant 

10 Lernende haben. Nach dem zweiten Gespräch folgt die definitive Anstellung.  

 

Q3: Gibt es spezifische Herausforderungen bei der Lernendenselektion?  

A3: Ja  

 

Q4: Falls ja zu Q3, welche Herausforderungen sind dies?   

A4: Die unterschiedlichen Niveaus der Schule, sowohl intrakantonal, besonders aber 

auch interkantonal. Zudem variiert die Typenbezeichnung der Schule je nach Kanton, 

was den Vergleich erschwert. Hier hilft uns der Multicheck.  

 

Q5: Welchen Stellenwert geniessen Schulnoten im Selektionsprozess?  

A5: Sehr hoch. 

 

Q6: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert??  

A6: Meine Erfahrung. Wenn die Lernenden gute Noten in der Berufsschule haben, waren 

sie grundsätzlich auch schon in der Oberstufe gut und umgekehrt. Das trifft nicht auf alle 

zu, aber im Grunde genommen kann man schon drauf gehen, trotz Unterschieden der 

Schulen. Eine gewisse Ähnlichkeit der Schulen besteht ja schon, alle Schulen haben die 

gleichen Ziele nach Lerhplan21. Fast noch wichtiger sind die Lehrpersonen, die sich 

durch ihren Lehrstil, Fragenformulierung und Bewertung unterscheiden. Je länger man 

im ‘Business’ ist, desto besser kann man auch differenzieren und auswählen.  

 

Q7: Welchen Stellenwert geniessen die Multicheck Resultate im Selektionsprozess?  

A7: Er dient mir als Vergleichsobjekt, ich geniesse die Resultate mit Vorsicht.  
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Q8: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert? / Stellenwert 

höher oder tiefer als Schulnoten?  

A8: Die Fragen sind nicht immer sehr Praxisbezogen, es handelt sich um eine 

Momentaufnahme; es kommt auf den Tag an und was sie in der Schule schon hatten. 

 

Q9: Ist der Stellenwert des Multichecks höher oder tiefer als Schulnoten?  

A9: Definitiv tiefer als Schulnoten.  

 

Q10: (Validität ist ein Konstrukt, das misst, wie stark Theorie und empirische Evidenz 

das unterstützen, was der Test zu messen oder vorherzusagen vorgibt. Dementsprechend 

ist die Validität das grundlegendste Konstrukt bei der Entwicklung oder Evaluierung 

eines Tests. In einem konkreten Anwendungsfall misst Validität beispielsweise, wie gut 

ein bestimmter IQ-Test vorhersagen kann, ob eine Person in einem bestimmten Job gute 

Leistungen erbringen wird. Die Skala reicht dabei von 0.0 bis 1.0)  

Diese Information berücksichtigend: Wie hoch schätzen Sie die Validität des Multicheck 

sein?  

A10: 0.1, also relativ tief.  

 

Q11: Messen Sie die Performance von Lernenden?  

A11: Ja 

 

Q12: Falls ja, wie?  

Q12: Zum einen anhand der vorgegebenen Sachen wie ALS und PE, aus denen man eine 

gewisse Leistung herauslesen kann. Unser Problem dabei ist, dass wir der Branche 

Privatversicherung angeschlossen sind, obschon das nicht unbedingt unserer Praxis 

entspricht. Deswegen passt die ALS und PE nicht immer auf unsere Praxis; wir könnten 

damit mehr die Theorie messen, und es entspricht ja auch der Abschlussprüfung. Aus 

diesem Gründen haben wir noch eine sogenannte Zukunftswerkstatt. Darin erarbeiten die 

Lernenden selbstständig Module zu Sozialversicherungsrechtlichen Themen. Wenn man 

dies gemacht hat, bespricht man es mit den Verantwortlichen, die beurteilen, ob die 

Lernenden testreif sind. Falls ja, wird beim Fachverantwortlichen der Test durchgeführt 

und benotet (0-100%, ab 75% hat man bestanden).   

 

Q13: Wie würden Sie die Performance Ihrer aktuellen Lernenden beschreiben?  
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A13: Wir sind zufrieden mit der Performance. Wir haben selten Lernende mit denen wir 

nicht zufrieden sind. Die meisten Lernenden, auch im Vergleich zu anderen Agenturen 

der Firma, performen auf hohem, überdurchschnittlichem Niveau. Wir sind also 

überdurchschnittlich zufrieden.  

 

Q14: Inwiefern beeinflussen die Resultate der Performance Evaluation die zukünftige 

Selektion von Lernenden?  

Q14: Wie gesagt sind wir sehr zufrieden, was wir auch auf den Selektionsprozess 

zurückführen. Auf was wir schauen haben wir demnach nicht angepasst. Wir haben den 

Prozess aber tempomässig optimiert, bauten Schnittstellen ab und involvierten weniger 

Personen. Der Grund dafür war, dass die Bewerbungsmenge von Jahr zu Jahr abnimmt, 

deshalb muss man schnell sein (Kampf um Talente). Was uns mehr Sorgen bereitet ist 

die KV-Reform, die den Fokus weg von der Schule, hin zu soft-skills legt. Das führt dann 

sicher zu einer Anpassung des Prozesses.  

 

 

Interview #3:  

Interviewer:  Andri Kömeter 

Interviewee:  Mrs. S. M. 

Date/Time:  Thursday, 17. June 2021, 10.00 am. 

Location:  Teams 

 

Interview Topic: Der Multicheck in Lehrlingsauswahlverfahren von Schweizer 

Versicherungen. Wie oft wird er in der Praxis eingesetzt und wie wird seine Validität von 

Praktikern beurteilt? 

 

Opening: Guten Morgen Frau Müller Zunächst einmal möchte ich mich bei Ihnen 

bedanken, dass Sie sich heute die Zeit genommen haben, dieses Interview mit mir zu 

führen. Wie ich unserer Mailkorrespondenz entnahm, sind Sie derzeit 

Personalverantwortliche. Heute möchte ich Sie zu Ihren Erfahrungen als solche befragen, 

wenn es um den Einsatz des Multichecks im Lehrlingsauswahlverfahren geht. Das 

Interview wird im Rahmen meiner Masterarbeit an der Universität Reykjavik geführt. Ich 

habe einige Fragen vorbereitet, die ich Ihnen bereits zugeschickt habe, aber ich könnte 
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noch Ergänzungsfragen hinzufügen. Bitte fühlen Sie sich frei, Ihre Gedanken auch 

während des Interviews hinzuzufügen. 

 

Closing: Frau Müller, vielen Dank noch einmal, dass Sie sich die Zeit genommen haben, 

dieses Interview mit mir zu führen. Wenn Ihnen nach dem Interview noch etwas einfällt, 

können Sie mich gerne telefonisch oder per E-Mail kontaktieren. 

 

 

2) 

Questions and Responses: 

 

Q1: Bildet Ihr Betrieb Lernende aus oder arbeiteten Sie in der Vergangenheit in einem 

Betrieb, der Lernende ausbildete? (Falls nein, kein Interview möglich)  

A1:  Ja 

 

Q2: Falls ja zu Q1, wie wählen Sie Ihre Lernenden aus (Recruiting-Prozess)?  

A2: Wir handhabten es so, dass wir zum einen Schnuppertage anboten, was der grosse 

Kanal war, um Lernende zu finden. Damit begannen wir im Herbst. Diese waren meist 

zur Berufsfindung bei uns; wenn sie interessiert am Beruf waren, ermutigten wir sie, zu 

bewerben. Teilweise schrieben wir ‘die Guten’ auch proaktiv an, um sie an der Angel zu 

haben. Sobald wir mit der Rekrutierung starteten verlangten wir das Bewerbungsdossier. 

Dieses beinhaltete Motivationsschreiben, Lebenslauf, Zeugniskopien von den gesamten 

drei Jahren Oberstufe sowie auch den Multicheck fürs KV oder eine Alternative davon 

(Stellwerktest). Und wenn möglich auch die Bewertungen der letzten Schnuppertage; wir 

haben dabei jeweils immer eine Bewertung gegeben und bei uns abgelegt. Wenn sie dann 

in die engere Auswahl kamen (A-D; C & D wurden aussortiert; A luden wir aktiv ein; B 

war auf der Warteliste). Die eingeladenen Kandidaten unterzogen wir einer Kombination 

aus Interview und, bei den ganz guten Kandidaten, gleichzeitig auch einem zweiten 

Schnuppertag. Ziel war auch, dass sie uns kennenlernen konnten und nicht nur wir sie. 

Wenn es dann passte, gab es bereits danach eine Zusage. Am Schnuppertag waren sie ja 

bereits in den Teams und Abteilungen; gerade da holten wir aktiv Feedback ein von den 

Praxisbildnern und zogen sie in den Selektionsprozess ein.  

 

Q3: Gibt es spezifische Herausforderungen bei der Lernendenselektion?  
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A3: Ja. 

 

Q4: Falls ja zu Q3, welche Herausforderungen sind dies?   

A4: Ich merkte schon, dass das Alter eine Rolle spielt; man darf nicht unterschätzen, sie 

sind teilweise noch Kinder. Zum einen merkt man den Unterschied anhand des 

Elternhauses oder der Vorbereitung durch die Schule; da schauen die 

Bewerbungsunterlagen je nach dem ganz anders aus. Ich bemerkte grosse Unterschiede 

hinsichtlich des Aussehens der Unterlagen (waren sie fehlerfrei usw.), aber auch wie 

vorbereitet sie am Gespräch waren.  

Man kann auch nicht die gleichen Fragen stellen, wie im regulären Einstellungsprozess. 

Es basiert dann weniger auf den Kompetenzen, arbeitet weniger mit Erfahrungen aus dem 

Berufsalltag und muss alle Fragen auf die Schulsituationen übertragen (wie arbeitest du 

in einer Gruppenarbeit u.ä.).  

 

Q5: Welchen Stellenwert geniessen Schulnoten im Selektionsprozess?  

A5: Sie hatten schon einen gewissen Stellenwert, aber ich gewichtete sie nicht immer 

wahnsinnig hos. Wenn ich bspw. wusste, jemand will das M-Profil machen, schaute ich 

schon auf die Mathematik-Note. Ich weiss einfach, dass im M-Profil viele in Mathematik 

Mühe haben und man da schon Zusammenhänge sehen kann zwischen der Note in der 

Oberstufe und der Berufsschule. Wenn aber jemand das E-Profil machen wollte, war die 

Mathematiknote für mich nicht wahnsinnig wichtig. Ich habe es immer differenziert 

anhand des Niveaus der Lehre und dann wurden die Schulnoten stärker oder schwächer 

gewichtet. Aber es ist schon so, gerade die Fächer Deutsch, Französisch, Englisch, dort 

bringt man etwas mit, das man auch weiterträgt. Wenn man schon schlechte Noten 

mitbringt, wird es schwierig, dass dann eine überdurchschnittliche Leistung in diesen 

Fächern in der Lehre erbracht wird. Da hat es sicher einen Einfluss. Auf die Leistung im 

Unternehmen bezogen, glaube ich aber eher nicht, dass die Schulnoten dies gut 

vorhersagen können.  

 

Q6: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert??  

A6: Das was man im Betrieb können muss, lernt man nicht unbedingt in der Oberstufe. 

Gerade in Bezug auf die soft-skills (Zwischenmenschlichkeit, leistungs- und 

kundenorientiertes Denken), denke ich, dass dies nicht unbedingt aus einem Zeugnis 

abgebildet werden kann, aber im Beruf sehr wichtig ist. Man erkennt aber sicher anhand 
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der Deutsch-Note, ob jemand ein Mail fehlerfrei wird schreiben können. Es ist immer 

auch erkennbar, aber ich glaube es sind trotzdem Kompetenzen in der Berufswelt, die 

nicht abgebildet werden.  

 

Q7: Welchen Stellenwert geniessen die Multicheck Resultate im Selektionsprozess?  

A7: Der machte schon eine Aussage im Sinne von wenn jemand ein guten Multicheck 

hatte, ist es ein Pluspunkt. Aber wenn er schlecht war, ist es nicht gerade ein Minus, 

sondern ein Minus in Klammer, ein Fragezeichen, wo man genauer hinschauen muss. 

War es einfach ein schlechter Tag? Gerade bei starken Abweichungen zum Zeugnis muss 

man genauer hinschauen, woran es lag.  

 
Q8: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert?  

A8: Ich habe mich nie starr auf den Multicheck verlassen, weil ich es einfach als krasse 

Momentaufnahme sah; es ist stark Tagesformabhängig. Der Multicheck ist ja auch 

unterteilt in verschiedene Kategorien. Wenn man dann sieht, dass die Noten gut sind aber 

es im Multicheck ein schlechtes Resultat gab, dann habe ich es differenziert. Der 

Multicheck war ein zusätzliches Blatt, das einfloss, aber ich hätte mich nie nur auf diesen 

Test abgestützt.  

 

Q9: Ist der Stellenwert des Multichecks höher oder tiefer als Schulnoten?  

A9: A8: Auf die Schulnoten schaute ich mehr. Ich hatte schon das Gefühl, dass gerade 

mit den Kompetenzen, die teilweise auch im Zeugnis bewertet werden, gibt es ein 

runderes Bild.  

 

Q10: (Validität ist ein Konstrukt, das misst, wie stark Theorie und empirische Evidenz 

das unterstützen, was der Test zu messen oder vorherzusagen vorgibt. Dementsprechend 

ist die Validität das grundlegendste Konstrukt bei der Entwicklung oder Evaluierung 

eines Tests. In einem konkreten Anwendungsfall misst Validität beispielsweise, wie gut 

ein bestimmter IQ-Test vorhersagen kann, ob eine Person in einem bestimmten Job gute 

Leistungen erbringen wird. Die Skala reicht dabei von 0.0 bis 1.0)  

Diese Information berücksichtigend: Wie hoch schätzen Sie die Validität des Multicheck 

sein?  

A10: 0.5 

 

Q11: Messen Sie die Performance von Lernenden?  
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A11: Ja. 

 

Q12: Falls ja, wie?  

Q12: Einerseits durch die Schulleistung in der Berufsschule, sowohl Einzelnoten als auch 

Zeugnisnoten. Und von der Arbeitsleistung her die ALS und PE, die ja obligatorisch und 

Bestandteil des QVs sind. 

 

Q13: Wie würden Sie die Performance Ihrer aktuellen Lernenden beschreiben?  

A13: Ich hatte das Gefühl, wir waren im Durchschnitt zufrieden. Es gab immer einige, 

die die Leistungen nicht erfüllten oder unterdurchschnittlich erfüllte, aber im 

Durchschnitt haben wir sicher gute Lernende rekrutiert.  

 

Q14: Inwiefern beeinflussen die Resultate der Performance Evaluation die zukünftige 

Selektion von Lernenden?  

Q14: Ich mag mich an eine Diskussion erinnern. Wir haben dies dann so angepasst, dass 

wir bei der Selektion am Schnuppertag zusätzliche Aufgaben einfliessen liessen. Bei 

diesen mussten sie selbstständig etwas lösen. Man sass also nicht mehr immer nebenan 

und zeigte ihnen etwas, sondern sie mussten eine Aufgabe selbstständig lösen und dann 

abgeben. So konnten wir schon messen, ob sie sich bspw. Im Excel vorstellen können, 

wie man etwas zusammenrechnen muss; können sie eine Teilnehmerliste erstellen; 

wissen sie, wie sie vorgehen müssen, um einen Ausflug in den Europapark zu 

organisieren. Es muss nicht perfekt sein, aber wir wollten einfach sehen, ob das was in 

der Ausbildung gefordert wird, dass sie das auch können. Da merkten wir schon, dass sie, 

wenn sie die Lehre starteten, sie konnten nicht mal das 10-Finger System. Wir stellten 

dann fest, dass wir das auch gar nicht überprüfen, weil wir sie nie etwas schreieben 

liessen.  

 

Interview #4:  

Interviewer:  Andri Kömeter 

Interviewee:  Mr. S*R* 

Date/Time:  Thursday, 17. June 2021, 08.30 pm. 

Location:  Telephone 
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Interview Topic: Der Multicheck in Lehrlingsauswahlverfahren von Schweizer 

Versicherungen. Wie oft wird er in der Praxis eingesetzt und wie wird seine Validität von 

Praktikern beurteilt? 

 

Opening: Guten Abend Herr R. Zunächst einmal möchte ich mich bei Ihnen bedanken, 

dass Sie sich heute die Zeit genommen haben, dieses Interview mit mir zu führen. Wie 

ich unserer Mailkorrespondenz entnahm, sind Sie derzeit Teamleiter, früher waren Sie 

Berufsbildner. Heute möchte ich Sie zu Ihren Erfahrungen als Berufsbildner befragen, 

wenn es um den Einsatz des Multichecks im Lehrlingsauswahlverfahren geht. Das 

Interview wird im Rahmen meiner Masterarbeit an der Universität Reykjavik geführt. Ich 

habe einige Fragen vorbereitet, die ich Ihnen bereits zugeschickt habe, aber ich könnte 

noch Ergänzungsfragen hinzufügen. Bitte fühlen Sie sich frei, Ihre Gedanken auch 

während des Interviews hinzuzufügen. 

 

Closing: Herr R, vielen Dank noch einmal, dass Sie sich die Zeit genommen haben, dieses 

Interview mit mir zu führen. Wenn Ihnen nach dem Interview noch etwas einfällt, können 

Sie mich gerne telefonisch oder per E-Mail kontaktieren. 

 

 

2) 

Questions and Responses: 

 

Q1: Bildet Ihr Betrieb Lernende aus oder arbeiteten Sie in der Vergangenheit in einem 

Betrieb, der Lernende ausbildete? (Falls nein, kein Interview möglich)  

A1: Ja 

 

Q2: Falls ja zu Q1, wie wählen Sie Ihre Lernenden aus (Recruiting-Prozess)?  

A2:  Zuletzt haben wir einen Schnupper-/Vorstellungstag für alle gemacht, an den wir 

Schüler einluden aus Schulen aus der Region, die unsere Anforderungen erfüllten. Wer 

teilnahm, erhielt im weiteren Verfahren keinen Vorrang; die Schüler schrieben aber 

währenddessen Arbeiten, und man erinnerte sich dann vielleicht an den Lernenden. Das 

war eine Art Erstselektion vor der Ausschreibung. Nach der Ausschreibung kamen die 

Bewerbungen, die zu zweit bewertet wurden (A: Laden wir ein / B: Interessant / C: 

Absage). Als nächstes folgte ein Vorstellungsgespräch und wenn das passte wurde ein 
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Schnuppern mit einem Praxisbildner durchgeführt, der/die seine/ihre Meinung einfliessen 

lassen konnte, woraufhin die Entscheidung erfolgte.  

 

Q3: Gibt es spezifische Herausforderungen bei der Lernendenselektion?  

A3: Ja 

 

Q4: Falls ja zu Q3, welche Herausforderungen sind dies?   

A4: Wir hatten grundsätzlich ein kompetenzbasiertes bzw. strukturiertes Interview, das 

auch für Lernende angewendet werden sollte. Das war nicht immer einfach, so dass es 

nicht künstlich wirkt und auf dem Level des Lernenden bleibt. Das Interview sollte in 

einfacher Sprache und mit einfachen Beispielen geführt werden, aber dennoch seriös. Das 

war manchmal schwierig. Und was fast nicht geht, ist den Weg vorauszusehen, wie sich 

eine Person entwickelt. Die Personen sind sehr jung beim Einstellungsgespräch und 

fangen dann erst ca. 1 Jahr später an und da kann eine grosse Entwicklung stattfinden. Ob 

es danach auch noch passt ist sehr schwierig vorauszusehen. Dasselbe gilt für die drei 

Jahre während der Lehre.  

 

Q5: Welchen Stellenwert geniessen Schulnoten im Selektionsprozess?  

A5: Wie soll ich sagen, einen mittleren bis hohen Stellenwert. Wir hatten unsere 

Anforderungen, das heisst ein guter Bezirksschüler oder sehr guter Sekundarschüler. 

Aber wenn jemand uns in einem Gespräch völlig aus den Socken haute, dann waren die 

Noten doch sekundär. Das zählt dann manchmal fast mehr.  

 

Q6: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert??  

A6: Das Anforderungsprofil unserer Chefin war «nur die besten», ganz allgemein 

interpretiert, also sowohl im Gespräch als auch bei den Schulnoten sowie einfach allen 

zur Verfügung stehenden Unterlagen.   

 

Q7: Welchen Stellenwert geniessen die Multicheck Resultate im Selektionsprozess?  

A7: Wir forderten ihn konsequent ein, das stand auch im Inserat.  

Q8: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert? 

A8: Es ist natürlich interessant, dass der Multicheck auf verschiedenen Levels gemacht 

werden kann (B/E/M Profil). Da konnte man die Lernenden auch konfrontieren, wenn sie 

sich aufs E- oder M-Profil beworben haben, aber den B-Profil Multicheck absolvierten. 
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Das zeigt auch so ein bisschen Zielstrebigkeit, Motivation. Wenn jemand ein B-Profil 

Multicheck macht, will er eventuell eigentlich ein B-Profil machen, obschon er sich bei 

uns aufs E-Profil bewirbt. Das kann dann manchmal auch ein bisschen eine Notlüge sein.  

 

Q9: Ist der Stellenwert des Multichecks höher oder tiefer als Schulnoten?  

A9: Der Multicheck war mehr ein Hilfsmittel, wenn der Schüler sagte, er habe dort und 

dort Stärken, die aber den Zeugnisnoten widersprachen. Wenn dieses Fach dann im 

Multicheck gut ist, erklärt das den Widersprich sehr. Es relativiert also unter Umständen 

die Schulnoten. Wenn beispielsweise im Zeugnis schlecht ist wegen Algebra, im 

Multicheck aber Algebra ein geringerer Stellenwert eingeräumt wird und das Resultat 

deshalb besser ist, erklärt dies einiges. Aber die Schulnoten sind vermutlich fast etwas 

wichtiger. Der Unterschied ist, das Zeugnis ist eine längere Periode, der Multicheck ist 

eine Momentaufnahme. Dessen muss man sich bewusst sein.  

 

Q10: (Validität ist ein Konstrukt, das misst, wie stark Theorie und empirische Evidenz 

das unterstützen, was der Test zu messen oder vorherzusagen vorgibt. Dementsprechend 

ist die Validität das grundlegendste Konstrukt bei der Entwicklung oder Evaluierung 

eines Tests. In einem konkreten Anwendungsfall misst Validität beispielsweise, wie gut 

ein bestimmter IQ-Test vorhersagen kann, ob eine Person in einem bestimmten Job gute 

Leistungen erbringen wird. Die Skala reicht dabei von 0.0 bis 1.0)  

Diese Information berücksichtigend: Wie hoch schätzen Sie die Validität des Multicheck 

sein?  

A10: 0.4  

 

Q11: Messen Sie die Performance von Lernenden?  

A11: Ja 

 

Q12: Falls ja, wie?  

Q12: Primär in der Qualität. Dabei stützten wir uns auf die Rückmeldungen der 

Praxisbildern. Dann hatten sie die PE, wo getestet wurde, ob er planen kann, 

termingerecht liefert, präsentieren kann und so weiter. Da konnte man die Qualität 

messen. Sehr wichtig war wirklich der Praxisbildner, der in Form einer ALS einen sehr 

engen Kontakt mit den Lernenden hatte. So konnte er jeweils situativ und zeitnah 

Feedback geben, schauen ob sich ein Lernender weiterentwickelt. Deshalb gab es auch 
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Übergangsgespräch von einem Praxisbildner zum anderen, dass die Stärken und 

Schwächen bekannt bleiben.  

 

Q13: Wie würden Sie die Performance Ihrer aktuellen Lernenden beschreiben?  

A13: Ich würde sagen im Grossen und Ganzen hatten wir gute Leute. Die eine oder andere 

Person lief vielleicht nicht und konnten wir auch nicht entwickeln. Aber in 10 Jahren 

hatten wir doch einige Personen, bei denen ich dachte, die ist sehr gut.  

 

Q14: Inwiefern beeinflussen die Resultate der Performance Evaluation die zukünftige 

Selektion von Lernenden?  

Q14: Wir haben dies mehrfach angeschaut. Am Anfang war es losgelöst vom HR, nur 

die Berufsbildner waren involviert. Dann hatten wir das Lehrlingswesen dem HR 

angehängt, wodurch es besser wurde. Und mit der Einführung des ersten Schnuppertags 

wurde es noch besser. Die sich anmeldeten hatten schon mehr vom Betrieb gesehen, 

wussten worauf sie sich einliessen. Und am Schluss hatten wir einen ziemlich guten 

Rekrutierungsprozess, würde ich sagen. 

 
 
Interview #5:  

Interviewer:  Andri Kömeter 

Interviewee:  Mr. S. L.  

Date/Time:  Tue 29 June 2021, 9am 

Location:  Teams 

 

Interview Topic: Der Multicheck in Lehrlingsauswahlverfahren von Schweizer 

Versicherungen. Wie oft wird er in der Praxis eingesetzt und wie wird seine Validität von 

Praktikern beurteilt? 

 

Opening: Guten Morgen Herr Lienhard. Zunächst einmal möchte ich mich bei Ihnen 

bedanken, dass Sie sich heute die Zeit genommen haben, dieses Interview mit mir zu 

führen. Wie ich unserer Mailkorrespondenz entnahm, sind Sie derzeit Berufsbildner bei 

einer Schweizer Versicherung. Heute möchte ich Sie zu Ihren Erfahrungen als solcher 

befragen, wenn es um den Einsatz des Multichecks im Lehrlingsauswahlverfahren geht. 

Das Interview wird im Rahmen meiner Masterarbeit an der Universität Reykjavik 

geführt. Ich habe einige Fragen vorbereitet, die ich Ihnen bereits zugeschickt habe, aber 
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ich könnte noch Ergänzungsfragen hinzufügen. Bitte fühlen Sie sich frei, Ihre Gedanken 

auch während des Interviews hinzuzufügen. 

 

Closing: Herr Lienhard vielen Dank noch einmal, dass Sie sich die Zeit genommen 

haben, dieses Interview mit mir zu führen. Wenn Ihnen nach dem Interview noch etwas 

einfällt, können Sie mich gerne telefonisch oder per E-Mail kontaktieren. 

 

 

2) 

Questions and Responses: 

 

Q1: Bildet Ihr Betrieb Lernende aus oder arbeiteten Sie in der Vergangenheit in einem 

Betrieb, der Lernende ausbildete? (Falls nein, kein Interview möglich)  

A1: Ja 

 
Q2: Falls ja zu Q1, wie wählen Sie Ihre Lernenden aus (Recruiting-Prozess)?  

A2: Erstens können die Kandidaten das Dossier auf unserer Plattform online hochladen. 

Dann nehmen wir eine erste Selektion vor und führen ein Erstinterview via Teams durch. 

Von diesen laden wir 4 bis 8, meistens 6, Kandidaten ein zu einem Bewerber-Event. 

Dabei kommen die Kandidaten alle zusammen und werden an einem halben Tag an 

verschiedenen Posten beurteilt durch uns Berufsbildnern aber auch vom Recruiting-Team 

und Leuten aus der Praxis, die auch einbezogen werden, das heisst Praxisbildner aber 

auch aktuelle Lernende. Am Ende des Tages machen wir eine Zusammenfassung und 

entscheiden, also Berufsbildner und Recruiting entscheiden zusammen, wen wir 

einstellen. Im Rahmen der verschiedenen Posten gibt es ein normales von uns 

durchgeführtes Interview und gehen dann in allen Abteilungen vorbei. Es gibt auch noch 

ein Posten, an dem alle zusammen als Gruppe eine Aufgabe lösen müssen.  

 

Q3: Gibt es spezifische Herausforderungen bei der Lernendenselektion?  

A3: Ja, klar.  

 

Q4: Falls ja zu Q3, welche Herausforderungen sind dies?   

A4: Von der Organisation her braucht es viel mehr Leute, die involviert sind, es kostet 

also viel mehr Ressourcen. Am schwierigsten ist dabei ein Datum zu finden, das intern 
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und extern allen passt. Aber sonst läuft es gut und wir sehen einen Mehrwert darin, so 

viele verschiedene Sichten zu haben.  

 

Q5: Welchen Stellenwert geniessen Schulnoten im Selektionsprozess?  

A5: Eigentlich einen recht hohen Stellenwert.  

 

Q6: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert??  

A6: Die Leute, die sich für eine Lehre bewerben, haben oft einen ähnlichen Hintergrund. 

Und da sind die Schulnoten schon eines der wenigen Tools, um die einzelnen Kandidaten 

zu unterscheiden. Zudem, von den drei Profilen B/E/M, die es gibt, wollen wir nur E- und 

M-Profil Leute haben. Die Anforderungen der Lehre sind daher recht hoch und nicht jeder 

kann bestehen und daher ist es uns wichtig, dass die Zeugnisse gut sind. Und wir stellen 

schon fest, dass von der schulischen Seite während der Lehre her ein Zusammenhang mit 

den bisherigen Schulleistungen besteht. Bei der Praxis hingegen können wir diesen 

Zusammenhang nicht sehen.  

 

Q7: Welchen Stellenwert geniessen die Multicheck Resultate im Selektionsprozess?  

A7: Leider ist er bei uns nicht zwingend. Bei anderen Agenturen ist es so viel ich weiss 

obligatorisch, aber bei uns noch nicht. Ich möchte aber einführen, dass dies auch bei uns 

vorausgesetzt wird. Das heisst, wenn wir einen haben, bin ich froh und ich schaue auch 

genau darauf. Ich finde es schon relativ wichtig, aber da es nicht zwingend ist haben wir 

selten einen zur Verfügung und daher ist es kompliziert, dies zu vergleichen. Der grösste 

Vorteil ist schon, dass man damit die Lernenden auf der gleichen Basis vergleichen kann; 

und das kann ich eben aktuell nicht machen, wenn nur 1 von 5 einen Multicheck einreicht. 

Aber ich finde es top, kenne es aber selber nicht gut und möchte einen Kurs oder eine 

Ausbildung machen, um mehr zu erfahren, wie man die Resultate interpretieren kann. 

Der Stellenwert ist daher zwangsläufig relativ tief.  

 
Q8: Was sind die Gründe für diesen (hohen/mittleren/tiefen) Stellenwert?  

A8: Eben, dass dieser nicht vorausgesetzt wird. Soweit ich weiss hat man sich nie aktiv 

gegen den Multicheck entschieden. Ich glaube nicht, dass es einen Grund dafür gibt, es 

war einfach nie zwingend, aber ich möchte es gerne einführen. Der Hauptgrund für mich 

ist einfach, weil es eine gute Basis ist, verschiedene Kandidaten nicht nur anhand der 

Schulnote zu beurteilen, die nur die schulische Seite beurteilen und zwischen den Schulen 

auch verschieden sind. Gut finde ich auch den Text am Ende des Multichecks, wo man 
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sieht, wie gut eine Person schreibt, was bei uns noch recht wichtig ist. Und auch die 

Sprachenbeurteilung ist hilfreich für uns. Wir haben auch festgestellt, dass bei der 

Notengebung zwischen den Schulen grosse Unterschiede bestehen, also dass ein 5er der 

Schule X nicht gleich ist wie ein 5er der Schule Y.  

 

Q9: Ist der Stellenwert des Multichecks höher oder tiefer als Schulnoten?  

A9: Ja, es ist so, aus meiner Sicht sollte der Multicheck vorausgesetzt werden. Ich stellte 

aber nicht fest, dass wer im Multicheck sehr gut ist, auch in der Lehre zwingend sehr gut 

ist. Wir haben gerade ein Beispiel mit super Multicheck aber schlechten Resultaten. 

Vieles hängt meiner Meinung nach auch vom Alter ab – der Multicheck fällt mit 

zunehmendem Alter eher positiv aus. Der Multicheck ist daher sicher keine 100% 

Sicherheit, aber für den Vergleich zwischen Leuten die gleichaltrig sind sollte es gut 

gehen.  

 

Q10: (Validität ist ein Konstrukt, das misst, wie stark Theorie und empirische Evidenz 

das unterstützen, was der Test zu messen oder vorherzusagen vorgibt. Dementsprechend 

ist die Validität das grundlegendste Konstrukt bei der Entwicklung oder Evaluierung 

eines Tests. In einem konkreten Anwendungsfall misst Validität beispielsweise, wie gut 

ein bestimmter IQ-Test vorhersagen kann, ob eine Person in einem bestimmten Job gute 

Leistungen erbringen wird. Die Skala reicht dabei von 0.0 bis 1.0)  

Diese Information berücksichtigend: Wie hoch schätzen Sie die Validität des Multicheck 

sein?  

A10: Ich denke, relativ hoch, so gegen 0.7. Oder auch 0.5, irgendwo dazwischen. Es kann 

nicht 100% sicher sein, weil sich Leute mit 15 noch sehr viel verändern können. Und wie 

gesagt, auch das Alter zum Zeitpunkt des Tests spielt eine Rolle.  

Q11: Messen Sie die Performance von Lernenden?  

A11: Ja 

 

Q12: Falls ja, wie?  

Q12: Wir haben die ALS und die PE, das sind die beiden offiziellen, wo ja jede 6 Monate 

festgelegt wird welche Note sie erhalten. Ansonsten gibt es kein solches System für 

Performance Management wie für normale Mitarbeitende. Sie haben keine Ziele. Aber 

es gibt eine fortlaufende Kontrolle und Beurteilung durch die Praxisbildner.  
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Q13: Wie würden Sie die Performance Ihrer aktuellen Lernenden beschreiben?  

A13: Ich würde sagen, insgesamt finde ich das Niveau eher gut und bin zufrieden. Es hat 

aber erstaunlicherweise grosse Unterschiede zwischen verschiedenen Jahrgängen. Einer 

schliesst sehr gut ab, der nächste eher weniger. Aktuell ist zudem immer Covid ein 

Einflussfaktor auch für die Performance; die mussten Ausbildung zu Hause machen und 

das wird sich eher negativ auswirken. Aber sonst allgemein bin ich zufrieden.  

 

Q14: Inwiefern beeinflussen die Resultate der Performance Evaluation die zukünftige 

Selektion von Lernenden?  

Q14: Nein, ich glaube nicht, dass dies wirklich einen Einfluss hat. Das einzige vielleicht 

in Vergangenheit in Nyon hatten wir immer wieder ältere Lernende eingestellt und ich 

wäre eher dafür, dass wir die Chance den Jüngeren geben. Die Erfahrung mit älteren war 

nicht immer positiv. Aber das hat nicht wirklich mit Performance Management zu tun.  
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Appendix G: Raw Data of Online Survey 
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