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What is an 
assessment?
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Methods

Resume review

Interview

Reference check

Ability test

Knowledge test

Personality questionnaire

Job preview

Work sample simulation



Type of 
Assessment –
Sign vs Sample
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Readiness Assessment 

 Answers question “Can the 
person do the job today?”

 Demonstrate capability to:

 Make a presentation

 Create a project plan

 Negotiate a contract price

 How measure?

 Work history

 Interview

 Simulation

Potential Assessment 

 Answer question “Does this person 

have the capability to learn how to do 

the job and be successful at it?”

 Look for signs of future success:

− General ability

− Personality and work style

− Drives and motivators

 How measure?

− Tests

− Questionnaires

− Interview

Sample of what is today…
Can you fly a jet – get in the 
simulator)

Sign of what could be…
Do you have the right basic skills to 
become a future jet pilot?



What does this all mean?

The Assessments identify 
people who can perform at 
top levels when their full 
power and potential is 
released.  Our assessments 
identify who is talented and 
engaged – who can deliver 
today and who has the 
potential to deliver 
tomorrow.

Releasing the potential in 
these people impacts the 
financial well being of the 
organization.



Assessment 
Strategies  
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 High touch strategy
 Best in terms of accuracy but 

most time consuming and costly

 Often used along with high tech 
methods

 Used for:

 Individual assessments for 
finalists 

 Critical roles where a hiring 
mistake is very costly

 High tech strategy

− Best with large groups – efficient & 

scalable

− Shift unqualified out, rank best 

qualified into short list of finalists

− Used for:

− Resume screening

− Group assessments – online 

or inhouse

− Virtual individual assessments

We Offer Both



Assessment /
Development 
Centre

Introduction

Assessment/development centers have gained wide recognition as a systematic 

and rigorous means of identifying behaviour for the purposes of recruitment, 

selection, promotion and development within the workplace.

Good Assessment/Development centres provide the following benefits:

 Highly relevant/observable and comprehensive information.

 Effective decision-making, including workforce planning.

 Added fairness from multiple judgements (versus single judgements).

 An enhanced image of the organisation among participants.

 An effective preview of the role or job level.

 Developmental payoffs to candidates/participants arising from self-insight 
obtained.

 Developmental payoffs to assessors/observers arising from involvement in the 
process.

 A legally defensible selection system.

 A method of assessment that predicts work performance.



Assessment 
Centre  An assessment centre (AC) is a technique used in the

selection of candidates for a job in an organization. It is
most often used to help determine which employees
have the potential to be promoted into management
positions. It employs a variety of techniques and
multiple observers in a closed setting.



Assesment
Centre

“An assessment centre consists of a standardized evaluation of
behaviour based on multiple inputs. Several trained observers and
techniques are used. Judgements about behaviour are made by
these specially trained observers. At the end of the assessment the
assessors get together to share their data which is scientifically
recorded on a set of evaluation forms. They come to a consensus on
the assessments of each candidate. Most frequently the approach
has been applied to individuals being considered for selection,
promotion, placement, or special training and development in
management ‘(Ganesh, 2004).



DEVELOPMENT 
CENTRE

 Development Center (DC) is a highly dependable method
for mapping the competencies of your employees
and defining their future development plans.

 A Development Centre looks to transform your talent, 
identifying potential and establishing individual objectives 
relating to development needs 
(http://www.impactinternational.com/assessment-centre-
and-development-centre)

 ‘A Development Centre is a day or number of days where 
the participants are actively involved in the assessment of 
their own and others behaviours as part of their professional 
development.’ (http://www.psychometric-success.com/assessment-centers/acfaq-
development-centre.htm#sthash.dIr8o4td.dpuf)

http://www.impactinternational.com/assessment-centre-and-development-centre


Historical 
Perspective

The British War Office Selection Boards (WOSB) in 1942 :

 identified potential officers for the British army.

 used a mixture of military officers, psychiatrists, and psychologists to
assess the candidate’s performance.

 used group discussions, short lectures, leaderless group tasks .

In 1945, the WOSB model was adopted for recruitment to permanent
posts in the British Civil services.

American Telephone and Telegraph Company (AT&T) in 1956

 initiated its management progress study (MPS) under Douglas Bray.

 first industrial application of the assessment centre methodology.

Standard was the second to a start assessment centres. This was followed

by IBM, Sears Roebuck, General Electric, and Caterpillar tractors.



DEVELOPMENT 
CENTRE 
VS 
ASSESSMENT 
CENTRE

DEVELOPMENT CENTRE ASSESSMENT CENTER

PURPOSE To identify development and training of
employees in current and future roles

Selecting the right 
candidate (for selection and
promotion)

OUTCOMES personal development plan which
includes targeted training, coaching,
mentoring, project based learning, job
change, job enlargement, self
development, etc.

Information about
performance and ability is
used to make a decision on
selection or rejection. Final
decision is communicated
to the candidate BUT
individual's performance
and ability is not discussed.

PROCESS Encourages a climate of experimentation
where assessors are drawn into the
learning process. The emphasis is on
learning. The list of competencies
assessed is much longer.

Analytical tools of
assessment are used in
which assessors remain
detached and neutral



Stage 1 : Pre-planning

Identify need

Establish an organisational (or departmental/functional) need 

for implementing the process.

Commitment

Establish a commitment amongst relevant stakeholders (e.g. 

board members, managers, potential articipants/assessors) for 

implementation of the process.

Objectives

Establish clear objectives for the process – e.g. assessment, 

selection, promotion or development.

Establish policy

Initiate an organisational policy for the 

assessment/development centres.

Stage 2 : Development of process

Nominate designer

The designer should have appropriate training and competence 

for this role.

Conduct job analysis

Using rigorous job analysis techniques, formulate a clear set 

of competencies/behavioural indicators.

Identify simulations

Using the job analysis outcomes, and further investigation, 

identify and devise appropriate exercises that imulate key 

elements of the target job/organisational level.

Design process

Construct the centre integrating a number of exercises to 

measure the range of defined competencies.

Design format

Prepare the format, timetable and logistics for the centre

process

Training

Design and implement the training to be provided to assessors/

observers, facilitators, role players involved in the process.

Stage 3 : Implementation

Pilot/refinement

If possible, pilot centre, on a relevant pool of individuals, 

to ensure the components operate effectively, fairly and the 

process as a whole operates according to the timetable.

Run centres

Run the centre with candidates/participants, including on-

going quality checking.

Overview of the 

Stages for 

Implementing an

Assessment/

Development 

Centre
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Common uses 
of AC

 Selection 

 Individual & Talent Mapping

 Development Program

Assessment result

Career opportunities

Coaching:
Individual and
direct superior

Input for 
Nomination



BENEFITS OF 
AC

 OBJECTIVE

 EMPLOYEE DEVELOPMENT

 FAIR OPPORTUNITY

 IMPROVING PERFORMANCE OF AN ORGANIZATION

 PREDICTIVE VALIDITY

 EFFECTIVE HR DECISIONS



LIMITATIONS 

 COSTLY PROCEDURE

 LENGTHY PROCESS

 DIFFICULT TO MANAGE



Basic Steps for evaluation due to International  Code of Conduct for 
Assessment Center : 

1) job analysis

2) behavioral classification

3) assessment techniques

4) multiple assessment simulations

5) multiple assessors

6) assessor training

7) recording behavior;

8) reports and data integration; 

Basic Steps in 
Assessment 
Centres

PREPARATION

EXECUTION

REPORTING



Basic Steps in 
Assessment 
Centres



PREPARATION

Requirements :
1. Skill
2. Integrity
3. Leadership
4. Experienced as Strategic

Leader
5. Honest
6. Compliance
7. Highly committed to drive

and develop Organization.

COMPETENCY REQUIRED
1. Integrity
2. Innovation & Creativity
3. Enthusiastic
4. Customer Focus
5. Driving Execution
6. Building Business Partnership
7. Business Acumen
8. Strategic Orientation
9. Visionary Leadership
10. Aligning Performance for Success
11. Change Leadership
12. Empowering

TOOLS:

• In basket / in 
tray  ?

• Interview ?
• Presentation ?
• LGD ?
• Personality 

Inventory? 

SAMPLE : STRATEGIC LEVEL

Basic Steps in Assessment Centre



VALIDITY OF 
ASSESSMENT CENTRE METHOD

Source: Assessment & Development Center, Balantyne, I and Povah, N (1995) Gover

22

Assessment
centre has the
highest validity
compare to other
assessment tools
for selection

MEANS OF SELECTION VALIDITY 
COEFFICIENT

ASSESSMENT CENTRES 
(PROMOTION)

0.65 i.e. HIGH

WORK SAMPLE  TESTS 0.54

COGNITIVE ABILITY TEST 0.53

ASSESSMENT CENTRES 
(PERFORMANCE)

0.43

MODERN PERSONALITY TEST 0.39

BIODATA 0.38

REFERENCES 0.23

UNSTRUCTURED INTERVIEW 0.19 I.E. LOW



Code of 
Conduct 

1. Ensuring Ethical and Professional Issues are 
considered

Ethical, professional and legal issues should be identified
and addressed in the design, implementation and review
of any centre. A range of ethical and professional
considerations are discussed below. Relevant legal
considerations include equality and data protection
legislation for all centres. Different employment acts will
be relevant depending on the purpose of the centre (e.g.
promotion or redundancy) and the type of participants
(e.g. internal or external).



Code of 
Conduct 

2. Candidate/Participant Issues

Candidate/participant information – pre-centre

The information provided to the candidate/participant 
should place him/ her in a position to decide whether or 
not to attend the assessment/ development centre. If 
participation in the centre is part of their condition of 
employment, participants have a right to be fully 
informed of the purpose of the centre and why they are 
attending.



Code of 
Conduct 

Feedback to candidate/participant
A number of issues link to best practice provision of feedback:
 If the results have been stored there is a legal requirement through the 

Data Protection Act, to give candidates/participants meaningful feedback, 
should they request it.

 All candidates/participants should be offered feedback on their 
performance at an assessment/development centre and be informed of any 
recommendations made.

 In development centre feedback would automatically be given as part of 
the process.

 Ideally feedback should be provided ‘face-to-face’, particularly for internal 
candidates; for external candidates, it is likely to be both practical and more 
convenient to offer telephone feedback and/or a written feedback 
summary. The involvement of line manager input may be valuable to offer 
support in the workplace to address identified developmental needs.

 It is recommended that feedback should be provided promptly after an 
assessment process (ideally within 4 weeks).

 Feedback should at a minimum cover key themes emerging from the 
assessment/ development centre (ideally structured by competencies), the 
outcome of the process and reasons why the candidate/participant was not 
selected (if applicable)..



Code of 
Conduct 

3. Use of Materials and Data

Access to materials

 It is important that control is maintained in terms of access 
to the various assessment/ development centre materials 
(exercises, assessor/observer guidelines, etc.). All materials 
should be kept secure under lock and key. Access to material 
should only be open to those authorised/trained to utilise
those materials.

Life span of data

 The life span of data arising from the 
assessment/development process will be dependent on what 
if any development takes place, either naturally in the job or 
through more specific intervention.

 Assessment data is generally considered to be relevant for a 
period of 12–24 months (though this could certainly be 
longer). After this period it may be appropriate to allow 
candidates/participants to re-sit processes where necessary.



Code of 
Conduct 

 http://www.assessmentcenters.org/Assessmentcenters
/media/2014/International-AC-Guidelines-6th-Edition-
2014.pdf

International-AC-Guidelines-6th-Edition-2014.pdf

http://www.assessmentcenters.org/Assessmentcenters/media/2014/International-AC-Guidelines-6th-Edition-2014.pdf
International-AC-Guidelines-6th-Edition-2014.pdf


Monitoring of  
Outcomes

Reviewing Centre Outcomes

Outcomes arising from assessment/development centre should be
monitored. The regularity of reviews should be planned mindful of 
assessment frequency and volume, and review of the process 
should take place periodically. Planning for monitoring, reviewing 
and validating the success of an assessment or development Centre 
should form a fundamental stage of the initial phases of such a 
project.

Issues in monitoring include:
 Initial review;

 Adequacy of content coverage;

 Equalities/diversity;

 Data gathering and statistical evaluation.



Organisational 
Policy 
statement –
Example Design

Developing a Policy
Integration of assessment and development 
centre within the organisation’s human 
resource strategy is likely to enhance the 
overall effectiveness of the centre – this 
integration can be clarified within an 
organisational policy. The sections of this 
policy may reflect the following:
 Purpose

 Candidates/participants

 Briefing of candidates/participants

 Assessors/observers



THANKS


