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- . . l »
¢ ASSESSMENT CENTERVS: AN ANNOTATED BIBLIOGRAPHY -

'y

) . m‘rn‘onucn(m . Y

Management selection from firstline- to executive level has becomc an extremcly vital issue to

'business, government, and military organizations. Early identification- of high level management potential is

also important. There are indications that incompetent managers are inclined to remain with an

organization, but that those managers with greatest potential will leave if they are held down too long ih

*lower management positions. Incorrect selection and failure to ldentlfy high potential managers carly are
" not problems’that eventually work themselves out.

In order to improve on their selection, promotion, and identificatica decisious -nany laigee

corporations (and some small ones) as well as several governmental agencies havé resorted to the assessment

- center approach. The military, in particular the Army, is researching this mcthod. The assessment center

*  method has made rapid gains in acceptance by management in a short period of time. It was first applied by
German military psychologists early in World War IT and was then adapted by the British for screening ,

officer candidates. The U.S. Office of;Strategic Services took the approach from the British during the war.

American Telephone and Telegraph adapted this multiple assessment technique to the business world in the -
mid-fifties. From there, it has spread to many corporanons \ . N '
- Briefly, the assessment center is an intensive multlple techmques evaluation process. Candidates for
assessment are brought in small groups of from 8 to 12 to a testing location which may be on company
grounds; in a motel, or even at a resort. The 'assessées are run through a battery of tests over a 2- or 3-day
period. The tests often include paper-and-pencil psychological measures, projective measures, interviews,
and both individual and group situational tests. The situational tests dre often miniature job situations. The
candidates are evaluated by several specmlly trained assessors, usually made up of successful high-level

managers and sometimes includmg psychologlsts

The assessment centeerrograﬂ1 hoPds several advantages over previo supervisor- -oriented selector:

_systems. The assessors are rigbrously trained and usually non-acquaintanceg of the assessees. The program

focuses the attention of the'assessors directly on the job-pertinent behaviofs of the candidates. The tests (or

exercises}-are job related' so the pertinent behaviors are forced out of the candidates. The exercises are

standardized, and all candidates compete in them, often together, so.the assessors have clear comparisons
-~ on which to base evaluations. The candidates themselv&s feel that the ass®sment center program giyes them

a fair and equal . chance to demonstrate their Finally, since the exercises are ]ob -specific, It is felt -

that assessment center programs can be fau to omep’and minorities. . .

This report is an anriotated bibliography of published articles on assessment. centers. Several types of :
. articles appear: general publicity articles, reports on the lmplementauon ‘of an assessment center, rgsearch :
studies investigating methods of achieving ovenall ratings of potential, and reports on validities of .
assessment center programs. Not included are the,mjany related reports on individual assessment techniques;
such as in-basket exercises or leaderless group cussions since these have been used independent of
assessment centers. ' '

One further note on non-inclusions is called for. In the early ﬁftles, the lnstntute.Pf Personality '
Assessment and Research (IPAR) at Berkeley conducted a live-in assessment, of 100 Air Fdrce offcer;/’l“h// o
‘ IPAR study erated several dozen papers. For brevjty, only a few sumimary-type articles %e include Ry

This bibhography cOntmns an 1ndex of artlcles listed alphabetlcally by author. The annotations follow

.

andmintheumeorder . )
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This note brefly descatbes the Management Progress Study, a longitudinal Anvestigation of the
vouny, businessian bepun by the Bell Systemin 1956, The subgeets are 422 men, two-thinds ot whont®
were new college gradiates and ot whom the remaning third were vocational employees who quickly

T chmbed into lower fevel nuanagement.

-

The subjects spent 32 days at an assessment centerin groups of 120 The gsesstient procedures

Simcluded objective and projective tests, individual and gronp situational tests, and witerviews. Fach

man was assessed on 25 vanables, and a narative summary was prepared. Noofeedback to e

canpiany nor to the assessees oceurred.

Q@ Ao tmnual tolfow-up precedure indides an interview wath the subgeet and collection af data

from company sources contmmng significant features of the work environment. .

o Therexplottation ol the data had not yet been done. however, 1t was expected to contrbute to
the hastc understanding ot the nature of adutt human behavior,

Bray. D. W Thyf assexsment cepter’ Opportunities for wonens Personnel, 1971, 48(5), 3034,

Many organizations want to open up channels ot advancement for the women now on thetr
payroltian jobs of little scop®or opportunity, but management hesttates heeause ol doubts that it can

accurately identity those with Tngh patent

1al.

The author feels that the assessment center can make a major contribution to this problem 1t i
a demonstrated way to increase the accuracy ol selection. Line managers aceept the results more
Personal
mdicated that their performance m competition encouraged them to accept the risks of transter and

casily  than other evaluation methods.

‘ILLL‘lchlL d adv ancenent,

teedback

mterviews with successtul candidates

The ussessinent center also ofters pramise as m carly identification program sd that the more
groups will not go on for years in unrecognized.

capable members of this and other “nynority”

routine jobhs.
. .

<

Bray. D. W, Campbell, R, & Gragt. D, L. Formbtive vears in business A long-term ATET studv of
imanaggeral lives. New York: John Wiley & Sons, ]‘)74 . :
N

This book is the first major report drawn !mm the data of the Managenient Progress Study, The
study ‘is a longitudinal rescarch on the life of managers in the Bell System. An integral part of the

assessmient method is the assessment ..cntc

1 .
o The book covers 8 yvears of the study a pcnod begun with an assessment center evaluation and
- ended with a second asse ssment center evaluation for cach subject.
X N
9 ’ Y g
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The mpottance of sclection s reattimed. The average recnt did not auprove in s o
management abilities even after, B yeats on the job. Attritien did not purify the eernt sticanm, the
. more capabl¢ teave often enough on theu Swit to countesbalance the fess capable who dre asked 10
leave. " : ‘ : . ’
The ability to select well s wdicated. Approximately 561 'of the highly assesscd group sumv‘cJ
* and had achicved middle management winle only, 197% ot all othet rectuits did so. It is tht author’s
conclugion that while mtemvicws cnd pupcrand~;x-ncnl tests are of great use in selection procedures,

the extra effort mvolved in an ASSCSSINC N Conter PIOgr s well wnnhﬂdcnuking. ‘The assessment -
" center tends to transcend any indwidual assessment techniques and contributes §ighilicut|tly o, .
improved selection. ) ! : : i

’ $
. Bray, D. W. & Grant, D. 1. The ascssment center m the measurement of potential for business
m;mugcmcnt..l’svvlml« wical Monographs, 1960, 80 (17 Whole #615). o

This monograph reposts the results of an mitial investigation mto the assessment cénter portion
of the Bell System’s Management Progress Study. This longitudinal study (intended to cover at least :
10 years tor each subject) has been protected from contamination by the assessient results.

The 422 subjects wete cither college graduates assessed soon after employment or non-college
graduatos who had risen to nanagement postions. The subjects spent 3% days at the assessment
center in groups of 12, Predictions were given as middle management material, questionable, and not ° .
middle management material, Criteria were level of management achieved and salary difference after a .
time period of between 4 to 8 years for cach assessce. . ' ‘ '
For the combined samples of those predicted to make it to middle management, 427 had
. succeeded to that fevel and 4% remained at the fowest level. Of the questionables and jow predicted
o men, only 7% achicved middlc manag pcm.und 427 were still at the lowest level. The staff - .
R across the sample against.salary difference. -

predictions have a niedian correlation of
Further analyses on procedures ndicated that situatinnal!mcthnds and then paper-and-pencil

tests were more predictive of progdess than personality qucs\innnuircs. Projective methods and d

intervicws were not yet analyzed. ' .

v

6. Byham, W. C. Assessment centér-for spotting future managers. /anani Business Review, 1974,48(4), -
150-167. . ‘ ’ C '
. This descriptive article explains how the assessment center works. argucs'its's'upcrinmy over
" other assessment methods, and describes the steps a company should go threugh in developing its
* own center. . .. ) . ,
. L. - s :
The accuracy of assessment center programs is ascribed to the fact that the exercises used for
appraisal are designed o bring out the specific skills and aptitude ngeded. The procedures are
' . 'standardized and permit. comparative judgements which are free of personal emotion. The adsessors
. are trained and the procedure focuses their attention on the behavior cnn‘istent with the evaluation :
-~ ,  to be made. ' . . v .
- Validation studies are discussed. Assessment center- correlations wigh subsequent performance &
range from.27 to .64 Also. studies conparing the success of candidates promoted with assessment to
‘those promoted without assessment show a 1077 to 307 edge for the assessment center selectrons.

.« . Costs of large company assessment centers are estimated at around $500 per assessee’ when
candidate and assessor salarics are considered. Suggestions for cutting these costs for small companies

_ include using company property for the location of the center, reducing thelength to } work day or -

i 1 weekend By having the individual exercises completed prior to bringing the assessees to the center.

integrating the assessment into existing training programs, and using commercially available exercises.

P '
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Byham W. C.. The assessment center as an aid- in mamgement development J}ammg and'
Dévelopmcnt!oumal 1971 25(12), 10-21.. »

Thisarticle is a review of assessment centers lncludrng their methods, grow’th "and vahdlty

_ A typical 2-day center is desmbed as is assessor training. The value of" assesslnent centers as

~» .early idenfifiers. of \ mgnagement talent is pointed out, and its value as a-development device \for, the

company and for the assessee is discussed. It is f\rther noted that assessment center evaluations are

. ]ob -related and, therefore, meet gutdchnes of employee selection and promotion promulgatcd by the
PR Equal Employment Opportunlty Conlnnsslon

¥ . A numbcr of research and operatlonal studrcs are drscusscd quotlng correlations between a

i}

< gobal assessment “predicior-and some sort of piogiess criigrion il the rangc of .35 to .1 for rhc
"‘posrtrve“studrcs chcral“ncgalm studies a.c briefly analyz.r-cd T . - -

. It is estimated that costs for meals and facilities at an assessment center for a group consrstlng
oy of l" participants and 6 :issessors can vary from as little as $50 on company premises to as much as
$3 000 at a resort. Exercise costs, salaries, and start-dp costs can all vary wrdely

o8 The author concludes that while more rcsearch is needed on ger’eral va.hdlty and specrﬁc
i axercists, the findings to datc indicate that assessment centers work.

- 8, Byham W.C, & Pcntccost R. TFhe assessment center: ldentlfymg tomorrow’s managcrs Personnel,
ot 1970,47(5). 17:28. .. =+ t ~\ ‘

o ' -This is an overview ‘article arguing the merits of tﬁg unbrascd assessments obtained from a

" center which allows equal opportunity’ to each assessee " ‘fhe assessments have value as a counseling

- device as well as a selectron tool. It also pointed out; }hat a certain amount of tr:nmng occurs for thc

,  2ssessors. g ‘. .

A 3day assessment center program is descrlbcd plus a "day evaluation period. Vafious

exercises are discussed. The role of assessors and- their training is explained. The psychologist’s role is "~

consrdcrcd in setting up, guiding, and evaluating the program.

T . The.author concludes wilh a statement that more than 70,000-individuals have already been
So . < run through\asscssmcnt centers in 20 compamcs Jnd that at least 100 more companies are well along
.in planning assessment centers.- .~ - . o

. {'¢.<

[

9. _‘Byham W C., & Wettengel, C: Assessmcnt centers for supervisors and managers Anrntroductron and
overview. Publzc Personnel Management, 1974, 3, 352-364. .

“The authors give a general description of an assessment center using the Wisconsin program for
selection and dcvclopmcnt of career executives as an example. The exercises of the program are
described in the article- "

Valrdlty is discussed. The results of 22 valrdlty studies indicate a mcdlan criterion-related

"+ correlation, of .37. Industrial studies reveal the following median correlations: ,33 with job

- ., performance, .40 with promotion to posrtlons hlghcr than. first-level management and: 63 with rated

) _ management potcntlal Also, a. brief compirison of assessment centers with pancl interviews and

e " paper-and-pencil tests is included. The authors conclude that assessment center evaluations are more

. peliable than panel interview evaluations and that assessment center evaluatrons are ‘better than
paper-and-pencil tests: because they are more job related } e '

A list of. bncﬂy described govemmcnt agency assessment centers includes those of the Internal
Revenue Service, Civil Service Commlssmn, Fedcral Avratlon Agency, Secial Segunty Admmrstratron
Housing and Urban .Development, U.S. Army, U. S." Air Force, Public Service Commission of Canada
‘Government of Manitoba, State of Hlinois, City of New York Police Department, and Crty of Fort

“Collins, Colorado, Police Department c
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10. Campbell, J P Dunnette M D., Lawler, E. E. &Werck, K. E. Managenal bekawor performance
and effectiveness. New York McGraw-Hill, 1970 R

, , This large volume mcludes a lengthy chapter on chmcal studies which examines thc purposcs
’ _ and results of the assessment center concept with descriptive emphasis on the American Telephone
. and Telegraph Management Progress Study. The: parts ofthis chapter which: summarize and discuss
needed research steps emphasize the necessrty for assessment centers to bé a product of thoughtfu]
- selection and combination of methods to gather and combine information on assessees. ,
1. "rCamWell R. ], & Bray, D. W. Assessment centers An zud in managcment sclcctron Personnel
" Administration, 1967, 30(2), 6-13. . , . o Re

. - This - arucle reports the results of a vahdatron study' of assessmcnt ‘center predictions. ‘A
dlfﬁculty with many follow-up studies of operatronal assessment programs is that only those assessces
who are highly rated are promoted into management The present study contarns o control groups
for companson purposes - - ) s

'.’ Over .500°  men fronmi four compames were studred They fell into ﬁvc groups assessed as

acoeptable, assessed as questronable assessed as not acceptable, not assessed but proniote e

assessment program began, and not assessed but promoted before the program began. Two kinds of

‘criterion ‘data were obtained. A performance level was developed 'using a combination of the latest

formal company appraisal rating, a supervisor’s rating, and a supervisor’s ranking. The performante

level was a dichotomous measure, indicating that the subjec#performed either above: average or below _
average. Also, a petential level (high or low) was creﬂ& {from formal company appraisals, present ”

level and supervisor’s ranking of potential for advanc&nent \\ ) e

Results‘indicated 'that, among thost later desrgnated as hpove average rformers, '68% came .
from those previously designated as acceptable, 65% from questjonables, 46% ¥ om not acceptables,
. ‘ 63% from those not assessed postassessment promotion, and 55% from ose not assessed
’ preassessment promotion. Percentages of high potential men in the groups usrng the same order are -
50%, 40%, 31%, 19%, and 28%. The assessment ‘program appears better at selecting above avérage
performers and is . clearly superior in selectmg men with hrgh potential than the operatronal
nonassessment oenter, promotion system o o ! :

»

12. Cohen, B. M, & Jaffee, C. L. Assessment centers aid govemment agencies (Personnel Hunt)
Government Executive, 1973, $(11), 19-26. 4 A -

This article briefly descnb&s governmental agencies’ use of ass&ssment center prbgrams

The Public Service Commission of Canada has begun a- ptlot effort in its Customs and Excrse -
Departme‘pt using carefully trained assessors. The attitude$ of the assessors are to be researched as’
T . well as the success rate of the predictions. - -

The US. Forest Service has begun a center program to evaluate applicants in GS 13 and 14

posmons A 6-month study has been completed revealing the . dimensions important to the
management requirements for district rangers, and assessment exercises are bemg designed.

The Internal Revenue Service has a.program for first-line managers and is conducting a pilot
program for middle management. Follow-up studies on the middie mahagcment project indicate the
assessment center evaluatrons corre]ate significantly wrt.l},lob success as measured by supemsory

"evaluatrons
N " The Federal Aviation Agency (FAA) uses asessment centers for selecting executrves using high
level company assessors as well as psychologists. In addltron the FAA uses centers for first ]ln)e air -
" traffic supervisors as a developmental experience. 5 '

The Tennessee Valley Authority has run an ‘assessment program for frrst lmc-supervrsors
The American Management Assoclatron has created a packaged assessmentscenter program used
in the U.S. Postal Service, a state department of transportatron four crty government agencrcs and

~
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two schobl.'éystens. Adv;m%ﬁ;;nd disadvantages of a packaged program‘ar§ bﬁéﬂy-discu;s'ed} =

. 13. Dunnette, M. D. The assessméht of managerial talent. In F? R. Wickert & D/ E.. McFarland (Eds.),

’ ‘ Measuring executive gffeén‘venéss. New York: Appleton-Century Crofts, 1974 - o
e review and summary of the assessment centersince it was developed in
Telephone and Telegraph.. Thete is a wealth of quantitative data on
jon, including the relatively . “pure’” studies by American Telephone and
es are generally high, and the assessment’ predictions are useful to the
em (differentially with respect to rating reports, paper-and-pencil tests, etc).

“This is a comprehen
modern form by Amerj
. assessment center. vali
. Telegiaph. < The vali
organizations using |
Criterion contamination is not a factor in these high validities. . 4
The sections on factor studi€s and internal analyses of assessment ¢enters.are of particular value
to personnel ;/r'esearchers studying the criterion problem with respect' to rating of personnel
performance dnd potential. . SR : :
- <

- 14; Finklg, R./B, & Jones, W. S. Assessing corporate talent: A key to manageria{.fnanpower planning.
" New Y9rk: Wiley-Interscience, 1970. : . ‘ o |
’ ﬂ"his is a book-length discussion of the general application of the assessment center in a modem
. ”ation. The authors’ experience is with the 3-day assessment center program of the Standard Oil
- : (Wpany of Ohio, although specific information about this program is not given. A
/,‘{ " The -background, ?Frog:n, administration, and application of an assessment center are covered
/ in ,a general manner. ction on the program includes the format and various assessment
/  procedures, and- the section on administration deals with staffing, facilities, and record keeping.
/7  Applications . covered include the general uses of manpower,for'ecaSting, manpower plaéenipnt, -
réplacement planning,’ fanpower inventorying, and development planning. Specific uses such'as-

feedback to the assessee, reducing forces fairly, and meeting indjvidual needs are considered.

H

4 15. Ginsburg, L. R., & Silverman, A. The leaders of tomorrow: Their identification and development,
' Personnel Journal, 1972, 51, 662-666. rs\ : " ' e
The authors discuss the creation of what -miay well be the first hospital personnet identification
“and development center which was modeled after executive assessment centers. The assessment center
. program was selected because it provides equal opportunity for all assessees to dis‘pl’:iy their talents
~ under similgr (but relevant situations) and to be evaluated by unbiased assessors familiar with the
position requiremeénts and the institutional climate. N ) '
The dg_sggn of the 1-day center program is included with emphasis on an in-basket exercise and a
leaderless group discussion. An evaluation of the center program was accomplished by comparing
assessment cenfer scores (jn-basket, leaderless group discussion; and inferview) of 37 administrative
personinel with ratings by superiors on four dimensions (leadership, organizing, communicating, and
human relations). The highest correlations were in the area of .34 to .36.

16. - Glaser,. R, Schwarz, P. A.,' & Flanagan, J. C. The contribution of interview and situational-
performance procedures to the selection of supervisory personnel. Journal of Applied Psychology,
1958, 42, 69-73. . e

. This article presents the results of a study congerned with the construction and validation of
interview and situational pgrfor?han'ce_ procedures for the selection of supervisory personnel. The

¢+ unique contribution of such procedures is determ‘ined when the effects ofiseveral predictor variables

. are controlled. . ’ S
The subjects were 80 civilian supervisors from two_military depots. They were matched on a
paper-and-pencil test of basic ability-used as part of a supervisor selection battery and also on a test of

- supervisory practices from the same battery. The criterion was a single index derived from-a selection
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of statements descriptive of job.-i)éhavi(;r, a supervisor’s rating, and a special day-by-day recog’d form
_ kept over a 3-month period. - _ S oo Qe
o . - The. predictor data included two interviews and three situational tests; panel interview (three -
e interviewers), individual ‘interview (one interviewer), group discussion, rofe-playing, and % small-job .
- management -test. The biserial correlations—representirig the predictive power 'mdepend_en"i of the -
: matching variables~are .12, .13, .17, .16, and..08, respectively. - 5 '
The author concludes that these tests add a contribution to the predictive  value .of
paper-and-pencil tests., Also, the economical individual .interview appears as effective as;a pane] :
interview. : - . S .

;\:

- ] .

17. C‘-rant;-D. L., & Bray, D. W. Contribution of the interview to assessment of management potential.
_ Journal of Applied Psychology, 1969, 53, 24-34. S - . :
o "Dat:a suppg'rt'mg.. thg gelection __i_htegview are n'i)t,_in”genér'al, substantial. Several resear hers have
‘particularly questioned” the: consistency™ of ‘materials. covered and inter-rater reliabilit -'m the
.unstructured imtdrview. The author investigates this~ issue ‘using data from the Bell .System .
Management Progress Study assessment center. ~ . o o
Interview reports on 348 subjects divided into a college and non:College sample were _rz{ted on
18 trait variables (explaified in the article) which weré used in the assessment center program. These
rating scores were comelated with the judgments of the asessment staff on 11 factors, with-
assessment staff predictions of advancement to middle ma_hagement_wit.hin 10 years and with salary
progess‘ . . . .o . . . ) ) ) .> . ..‘ ) . -‘ A" . N
. Interview varables correlated highly for both _co'llege' -and noncollege samples (about-.40 or
above) with various factors including per§onal.impact'-foicefﬁlncss, oral communication, energy, and
- ‘need" for .agvancement. 36 correlations of interview variables with staff -predictions of
" advancement, 22 are . stat\g r 'sigﬂiﬁt;!ant_'at' the .05 level. Of the 36 correlations with salary - -
progress, half are significant-at'the .05 level. . o . T R
It is concluded that"_thg lasessnient "mte'rvie'w reports contribute to the assessment process.

AR

«

18. Grant, D. L., Katkovsky, W;, & Bray, D. W. Contributions of projective te‘chnic'jues, to assessr'ﬁent of

management potential. Journal of Applied'Psychology;: 1967, 51,226-232. - .. .
A description of the assessment center used by the Bell System appéars in Bray and Grant
(1966). The projective techniques used were not analyzed in that article. This article was written to -
* rectify that omisgion. Scores on projective tests were compared wigh an overall assessment rating and
with an external salary criterion. : S B ;
The subjects were 350 recruits to ‘the Bell system who attended a .‘g‘/z-déy assessment.centes.
During that assessment, each was measured on three projective tests, the Rotter Incomplete Sentences.
Blank, the Management Incomplete Sentences test, and six cards from the Thematic Apperception
Test. - _ : : o H \ R
The criterion used was salary progress, and the predictors were ratings by two psychologists on,
) . personality variables such -as .optimism, adjustment, self-confidence, and achievement motivation.
" Scoring reliabilities were mostly above .80. Achievement motivation and léadership role correlated
" highest. with staff predictions of overall poteptial (.40 and .38 for non-college and .30 and .35 for
.college). Also, these two varfables correlated highest with s'alary\ progress (.19 to-.35), and dependence
and subordinate role correlated the most negatively (-.20 to -.35) with salary p"ljogress. o g

. « ~The projective variables with the highest correlations With_ove}aﬂ staff predictiong‘; while not S
. correlating as highly as situational tests with staff predictions, did show about the same relationship_
». with these predictions’ as. mental ability measures.and correlated “higher with them than did

perso_nality qpestionnaires. , - - B i .
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- .'19. Hardesty, D. L., & Jénes,.w. S. Characteristies of judged high potential management personnel-The

operations of an industrial assessment center. Personnel Psychology, 1968, 21, 8598. ) "
This article describes an industrial assessmerit centef program of a major oil company. The
purpose 'gf this 3-day live-jn assessment program was to appraise personal strength, developmental
4 . needs, and probable-attainment within the .company -of high-performing young professionals and
" . . managerial personnel. Twelve ‘men were assessed at a time using personal history, paper-and-pencil
tésts, projective tests, individual and group situational exercises, sociometric measures, and interviews.

The primary staff was an industrial psychologist, a clinical psychologist, and three top-level managers.

. The asséssment centey results were integrated over a 2-day period following the assessment. * -

. Individials judged by the“assessment centeér to have high potential differed from the rernainder
- " of the group at_the .01 level on the SCAT Total, SCAT Verbal, SCAT Quantitative, Doppelt Math
" Reasoning, Davis Readifig Compreension, Davis Speed Scales, and the assessment committee ratings
- on Motivation, Communication, Assertiveness, and Compatibility. They differed at the .05 level on
. Human Relations, Physical Science, and Math sections of the Michigan Vocabulary test. The high
. _potential persons were also-better educated than the remainder of the group. =~ . iR

~ .20 Helme, W.'H., Willemin, L. P., & Graftpn, F. C.. Diménsions of leadership in-a simulated combat-

. - situation. Technical Research' Report 1172, US.' Army Behavior and Systems Research Laboratory, SO
July 1971 L ‘, PR
%, A sample of 900 officers with 1 to, 2 years duty time were sent through 2 3-day assessment
¥  center program for measurement on group. exercises. The exercises -revolved dround the role of
. military advisor-tp a host nation. The first day’s situational test involved peacetime preparedness, the
" second day’s test involved a headquarters analysis of the aftérmath of a surprise attack, and the thud :

" . days test.involved field leadership of evacuation and reconnaissance missions. PR
' More than 2,000 observations per man weré Obfained and analyzed;: Bight performance factors -

_ were developed of which the two most important wem combat leadefshiip and technical/managerial L
- leadership. In the combat leader, the cognitive aspect of behavior is shown in thé*use he makes of his = - ’
tactical skills and in the technical/managerial lexder, by his use of technical skills. The heavy
. non-cognitive element in combat leadership rests p. ly on forcefulness in command of men, on
team leadership or personal resourcefulness, and o persistence in accomplishing the mission. In
- technical/managerial‘ leadership, the noncognitive element is evidenced in executive direction plus, as
in combat leadership, persistence in mission accomplishment.. =~ S N : :

21, Helme, W, H, Willemin, L. P, & Grafton, F. C. Predictio: of officér behavior in o simulated combat, .-

 situation. Research Report 1182, AD-779 445. U.S. Army Research Institute for the Behavioral and
" - Social Sciences, Marg:h.lg'?lﬂf. : ‘ i

Nine hundred AifN officers received a Differential Officer Battery (DOB) consisting of .
paper-and-pencil measures of interests, attitudes, and knowledge of military tactics, sciences, arts, and
" gports shortly after commissioning. One to two years later, they completed a 3-day battery of
situational tests constructed to measure areas of military feadership at an Officer Evaluation Center
(OEC). This report gives the relationships between the DOB factors and the OEC factors.

. - Combat leadership (DOB) correlated .36 with. Combat jeatlership (OEC). Two DOB variables,
Sence and General Knowledge, correlated areuind .30 or higher with each of the OEC variables of
Tactics, Technical skills, and Tech-Managerial leadership. Mechanical technology (DOB) correlated *

_ .40 with Technical skills (OEC). T T
_ If the OEC evaluation is accepted as a criterion, then results of the study show that it is possible
to select new officers for assignment to combat or to technical-managerial areas according to their
potentials on the Differential Officer Battery. e , '
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22. Hinrichs, J. R Comparison of “Real Life” assesdnentsbf rnanagement potentxal with situational
" - exercises, paper-and-pendil ability tests, and personality inventones Joumal of Apphed chobgy,
" 1969, 53,425432 o o

Assenment center programs are typicaily. expensxve and ume-consuming prooesses It must be
determined’ (a) if assessment centers generate any benefit not normally arrived at by usual promofion
analyses based on standard personnel records, (b) if the-costly situational tests add anything beyond
that obtained by traditional' paper-and-pencil tests, and (c) what, if any, redundancres exist between
paper-and-pencil tests and situational exercises. *

, The author investigates these issues using data gathered on 47 college ‘educated male employees

engaged in marketing activities for a large technology-based organization. The asséssment center

. & Program generated 22 paper-and-pencil test scores and 12 trait-ratings based on three group and three

N : individual situational tests. e 12 trait-ratings are reduced to three_(activity, administratron and
o ‘stress ‘registance) by factor - . Three criteria’ are employed: ‘salary, the - overall assessment |
- ‘ evaluatron, and evaluatron‘ repmentatrve of the normal promotional system. '

“The assessment evaluations correlate .46 with the normal promotion evaluatmns, and both have
about the same correlations with the situational tests, the paper-and-pencil tests, and salary. This
/- indicates that the assessment evaluation adds little to the. normal promotion evaluatron It also
/. appears that the situational tests are significant components of the assessment program but. the
paper-and-pcndl tests do. not pro\nde much mcremental vanance over the situatronal tests.

23 Huck, J. R, Assement oenters A reylew of the external and mtemal vahdmes Persormel Bychology ¥

. ' 1973, 26, 191-212.
/
3 This is a general review of ﬁre vahdrty of assessment center programs The following is a list of :
the author’s conclusions. , -

1. Multiple assessmeRt procedures have conslstently been’related to a number of performance
o effectiveness measures. Future studies should investigate different aspects of behaviorally relevant
Lt o multrple criteria to determine whrch can best be predrcted by the assessment process.

. 2. Procedures unique to the assessment .center approach, essentially the situatronal exercises,
. contribute a_substantial element to-the prediction of managerial performance beyond that which is
"+ found.in the paper-and-pencil measures alone. However multiple assessment procedures provide a-
number . of -data sources, and th contributiod of each to the .assessment dimensions, the final
assessment ratings, and multrple criterion measures should be further clarified. . -

. 3. The assessment process focuses on the behavioral demands of a manager’s job. wade range ;
of supervisory skills can be observed at an assessment center. ‘Other relevant dimensions ‘of job -
performance should be identified and defined, and assessment techniques designed to measure them.
Likewite, thos¢ variables and exercrses which can be eliminated from the assessment proces without
an adverse effect should be 1dent1ﬁed .

4. The assessment prooess usually produces acceptable,;elrabihty This results from the mtensrve
training provided to the assessment staffs in evaluating performance and from the standardization
incorporated into multiple assessment procedures.

5. Essentially, no, differemrces exist between psychologists and trained managers in the role of
lassessors. The psychologists can be most efﬂcrently utilized i in the training of assessment staffs and in
. ‘research associated with the procéss. -

TS
R 4 6. No differential valldrty has been reported on subgroups of assesseee or assessors wrth regard \
‘ R Sex, race, and job differences. - -

: 7. Future research should be deugned to systematwally 1nmtlgate the effects of ‘the assessment
process on (a) the assessee—attitude, self-esteem, motrvatron ‘career planning, (b), tfie staff .
observers—training value of serving on the assessment staff, and (c) the organization—identification of
tminmg needs morale, manpower plannmg, orgamzatronal change, and development.

A
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24, Hick, J. R, & Bray, D. W. Managemexit asaesament center evaluations and aubeequent job

25.
- 3,162-163.

.performanee of White and Black females. Pemnhel Bychology 1976, 28, 13-30.

Paper-and-pencil testirig has come under heavy legal\iire because of the suapicion that such tests

: i-rmry ‘be unfairto minority groups and women The assessment center has an advantage in that it bases

Judpment’s directly on observed behaviom'l‘his article presents the results of a Bell System assesment
study ofWhite and Black women. , -

The primary sample was 91 Wlute and 35 Black women who had been promoted tp one of the ’
two management positions for which they were assessed. A secondary sample was of 241 White and
238 Black women who were assessed but not promoted. The assessment . staff rated the assessees on
16 variables (such as energy, foroeﬁth%ﬂtten communication) and then gave an overall

.assessment rating. ok e

‘Comparisons of -those promoted with thoee riot promoted give average ratiny on the 16
variables of 3.3 and 3.0 for Whites promoted and nof promoted; and 3.0 and 2.8 Tor Blacks. Fhe
average over-all assessment ratmga for¥promoted, versus not- promoted are 34 to 2, 8 for Whites 38d
3.0t02.4 for Blacks.

Criteria for the pumary sample mcluded a gob performanoe score based on supervieor sretiny

* and rankings and-a potential for advancement based on supervisor’s ratings obtairied after a period of
at least 1 year. For White women, the assessment rating correlated .41 on performance and 59 on -

potential. For Black women, the: assessment rating correlated .35 on performance and i:on rated
potential There is no sigmﬁcant difference between Whites and Blacks on these correlati

It is concluded that ‘the assessment center- method appears to be very beneficial in-that it givee ;

. ip an unbiased way, an opportumty to those ind.ividuals who are most eapable

Jaffee, C. L. Managerial assessment Professionai or manageﬂiil prerogative? Personnel Joumal 1966

Based on his experience W1th the Bell System, the author providee general arguments for the use
of successful management personnel over psychologrsts as assessors of managerial skill . -

Differences betwéen education and clinical testing (the typical donfain of psychologists) and
industnal assignment are discussed. Advantages of using management personnel over psychologists for .
mdustnal assignment incldde better acceptance by the ‘assessees, the assessor training furthers the
personal development of the manager, and better asslgnment may oecur ' , -

' 'Kelly, E L -The place of situation tests in evaluatmg clinical paychologiats. Pemonnel nycholoo, :
- 1954 7, 484-492.

This report investigates the validity of a battery of situational tests-included in the week-long .
Veterans Administration assessment program designed to evaluate aptitude of graduate students for
careers'in clinical psychology

Two kings of validity were examined, the mcremental validity of the situational tests for a team
of judges who had already intensively studied the subjects by way of credential files, objective tests,
projective tests, an autobiography, and interviews (contaminated) and the independent validity of
situational tests for a team aof three Judges wit?n no other lmowhdge of the candidates
(uncontaminated).

Ratings were made on 12 predictive variablee by each set of judges, the contaminated and the
uncontaminated. Criterion variables. were obtained after a 4-year period. Some of the predictor
variables and some criterion measures. were obtained by use of situation tests which were really

_‘miniature lifelike’ work samples. Criterion measures included ratings on academic performance, "

diagnosing, reeearching. and supervlsing and objecﬁve test scorea on ciinleal ability '

17



- 1
~e B )
e

) Correlations. between predictors and criteria dveraged .20 for situation tests alone, 30 on the
/- © information obtained before the situation tests were given, and 34 when the situation tests were
included with the other information. ~ .
The author concludes that the use of situation tests in the project is not justified in view of

. their relatively low independent validity and their essentially nonexistent incremental validity.

27, Kraut, Ac L A hard look at management assessment centers and their future. Personnel- Journal,
o 1972, 61, 317-326. : Co S
"L ,  Although assessment centers seern to provide a promising solution to ‘the continuing problem of
; . managerial selection, their acccpum’%is not without challenge. The author answers some of the
[ recurring criticis leveled against assessment centers. : , A
: . Fist, the author considers validity. He discusses three studies and states that it appears from
/ + tHa results of these and other studies that assessment programs cai validly predict those individuals
S most likely to advance withih‘an drganization. A'table is provided showing discrimination variance on"
/ e __’\assesso_xs,’_.judgmnts, and another work is quoted which shows reliability on the' assessors’ . -
~/© 7, judgements to bein the range of 70t0.80.. - . .~ o ) .
[ - The value of the assessmhent. Een r . program Telative to existing promotion systems is
considered. Tables provided show\ overlap on men selected by assessment center programs and
. ‘existing programs but give a significant advantage ‘to the assessment program in selecting when
' compared to an outside critérion such ‘as re{ative salary. o - .
Several other concerns ,are discugstd including morality, initial impact of implementing
. assessment centers as a new System, relevancy of characteristics measured, and the impact on a man’s
- career of a several day observation. The au_thor,cpncludes that the assessment center program need
not impact unfavorably in any of these areas. A e . .

+28. - Kraut, A. L New fronﬁexs for assessment cenfe:s. Pe}sonnel, 1976, 63(4), 30-38.

This is a general overview article. An assessment center is described: A technical definition of an
assessment center is provided, d a list of programs that do not qualify as assessment centers is given.

The 'validity of assessment centers i dam The American Telephone and Telegraph
10-yeardong study is mentioned in which’64% of thqgfen predicted to reach middle management did |
o . so, compared to only 32% of thos¢ predicted-not to reach middle management. The author notesa " .

s ~ study of his own on several hundred sales.gagfesentatives in whtich only 4% of the high rated assgsseeé

‘ . who reached firstlevel management were demoted compared with 20% of the low rated people. -
B Mention is also made of a.couft case (Boray, Stokes, and Lant versus City of Omaha) in which the

" city of Omaha was upheld in its vse of t}le method. .~ ‘ "

Minimum trajning réequiremnents f%sessors as recommended by a task force on Development

~ of -Assessment Center Standards (compased of 'gggfessi‘onals actively engaged in research on and
application of assessment centers)-are tedd. -, T ed o . .
RGPt

: ,.:p};;‘ﬂaut, A LE Sé‘mt,‘:.q._J J ,\(g_li;iity of a‘? operational management assessmient program. Journal of .
hd ~"'}"4pplied hychology,“l972; 58, 124-129. '4: , , ‘ ' ) :

- ' e e : : '
This article reports ‘on the validity of a 2'%-day assessment center program run by International

Business Machine Corporation. The ;iss'atmeﬁ‘t_ program includes group and individual exercises. An
-/ overall rating of management potential is generated and, along with a wtten narrative, goes to a -
manager two levels above the assessee and occasionally to his supervisor. The subjects were 1,086
employees in nonmanagement areas of manufacture, sales, or service of office equipment. '
Criteria for validity were higher level promotions (of those who had already made first-level)

and demotions from ﬁrst-level'man_agement.back down to nonmanagement positjons. Of those who

BN
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achieved ﬁmt-level management and wiyg asse havmg hrgher potential, 30% had made rl hrgher
Of those who achieved first-level managerient and were assessed as having no higher potential, only”
’10% had made it higher. Demotions were reported for sales only. About 20% of those assessed as =
having no lughet than first-line management potential were demoted, but only 9% of those assessed as "

“ having greater than first-level management were demoted.

MacKmnon, D. W. A study to devise methods for assess'ing ArrForce officers for mmmand and staﬁ'

. leadership.  Project No. 7730, Contract #AF 18(600)-8. Institute of Personahty Assessment and -
Research University of Cahforma, Berkeley 1958.

-

This report is a summary of ‘the Air Force assessment project ofo’he 1950s. lmblu a
descnptron chronology of the major phases of th& work: planning and development \mng-m ,
assessment, ereatment,-and reporting phases. Analyses that followed completion of the original )
631 variable intércorrelation matrix fell into, tougﬂy five categories: personality-dynamics, data Y
reduction; “assessment - methodology;, criterion prediction, .and specific. researches.. This- report

, concludes, with a summary of titles of 39 reportsﬂenved from tlus ass{ssment pl‘O]eCt S e

Al » -

MacKinnon, D W. -The- 1dent1 ation and. deve]opment of_ creatxye personnel. - Personnel
Admmzstratwn 1968, 31(1) 8- 17. : . S S

I8

) arﬂcle 1llustrates an apphcation of assessment center programs to the study of a general -
personality variable. For. several years, the Institut¢ of Personality Assessment and Résearch at
Berkeley has oonductEQos;earch on the problem of identifying and developing creativity )

i JFhe author feelsy that “the assessment.”center program permits t.he .hlghly varied,
multr-dlmensronal observatx&al and testing procedures necessary to study creativity. Poets, novelists,
essayists, engineet research screntrsts inventors, mathematrcnans, and archrtects have been tested in
the center. | d . S . )

". The ‘article presents some of t.he more-salient characteristics of all t.he creatxve gr.oups studied.
Re?atxonslups of creativity to mtelhgence originality, individualism, and mtumon are among the
toprcs covered. 2

- 32A MacKmnon, D.w, (;mtchﬁeld ,R. S Barron, F., Block, J. Gough, H G & Harris, R. E. (Thrs

five-part series is ﬁ]ed under MacKinnon’s name for reasons of Clarity in presentation to the reader . -

. -and. appropriate credit to D. W, MacKmnon) An_assessment study of Air Force officers, Part I:

. Design of the study and description of the. variables. WADC-TR-58-91(1),, AD-151 040. Periggr’el

" Laboratory, anht Air Development Center, Lackland AFB, TX: April 1958,

This is the first part of a five-part report covéfing air extensive psychologr"cal’,assessmm\zeof 'a1
group of Air Force captains selected from the population of captains within Air Training Com
who were eligible for promotion. The 343 captams participating in: the field-testing phase of
assessment were given 27 paper-and- pencr,l tests.’From the field-testihg sample, 100 officers were
assigned in groups of 10-to a.3-day living-in phase of the assessment. During this perlod ‘they entered
into some 50 assessment procedurtes, and a staff of psychologists rated each officer on a wide vanety
of personality. variables considered relevant for effectiveness in senior command and staff
assignments. As part of the evaluation of the assessment data, effectiveness measures were obtained as y
criteria from Officer Effectivenesss: Reports, promotion board ratings, and superiors’ ratings. A total
of 648 variables were derived from the data collected This report presents the overay design of the
assessment study and defines each of 648 variables.

. 'Norms are hsted in an appendix. The report is- consrdered a basrc reference . docummt for use
with the other four parts of the technical réport. S
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32B. Pat I Deicription of the assessed sample. Gough, H. G., & Krauss, . WADGTR-58.91(II), AD-208

700. September 1958. . - . ] 'f

=~ This is the second part of a five-part report covering an extensive psychological assessment of a
- group of Air Force captains. It presents sociological and psychological descriptions of the sample of
'343 captains participafing in the field-testing phase of the assessment. The typical member may be
charactérized as being a Reserve officer who entered the service during World War 11 as an enlisted
man and who received his commission tihQugh flying school. He is eligible for promotion to the grade
of major. He is married and desires an Air Forcq career. His intelligence is above the mean for the
general adult population but below the level defijied by Terman and.others as superior. His personal
adjustment and psychiatric stability are judged to be excellgnt. In social techniqlie, he is characterized
by factors of leadership and dominance, capacity for status, and achievement motivation. Tests of
lodal acuity and social insight placg hifn in an average rank among groups of equivalent education or
occupational status. His vocational interest profile is basically a “military officer” profile similar to
the pattem observed in other studies of military officers. . .~ L o

S

32C. Part I Assessment qogﬂates of criteria of officer effectiveness. Barron, F:, Block, 3., MacKinnon,

" D.W., & Woodwarth, DG, WADC-TR-58-91(III); AD:210 218. Decernber 1936. “
This is the third part _of_fa five-part report covering an extensive psychological assessment Bf a ..
group of Air Force captains. Criterion, data were gathered from Promotion Board Ratings, Officer”

“: . - Effpctivenicss Reports, superior ‘officers’ ratings, and from structured intetviews with the officers:

, .~ . Owerlapin criteria was reduced by factor analysis.

" 'The assessment data being reported in this part Wwere derived from 600 variables judged as -
potentially relevant to criterion prediction. The research firiding of differential predictability.for the '
several criteria was presumed by the authors-to be an’ open research  question concerned with

_ organizational structure. . 2 ST .

32D. Part IV: Predictability of a composite criterion of " officer effectiveness. Gough, H. G .
- WADCTR-5891(IV), AD-210219. December 1958. -~ T N

N v .

. . This is the fourth volurie of a five-part report of a project todevelap methods for identifying
« «-  Air Force officers with high potential for effective military leadership. Its purpose is to reduce data -
~. .for 11 criteria to a practical composite: criterion and to organize data conceming 631 test and »~
" assessment variables for prediction of the composite criterion. Evaluation of the ciiteria lkd to -
. .:,-- selection of three for combination in a Criterién Index: From correlations of the predictor variables -
. 'with’ this criterion, 41" were identified that maintained significant relationiships. By cluster analysis,
-+ these were reduced to ty)mogeneous composite predictors that could be defined as -psychological
: dimensions of officer effectiveness. By item arnialysis, lists of adjectives differentiating high-scoring
from law-scoring officers on the Criterion Index were made and extensive personality questionnaire -
. ' data were reduced to two brief scales.keyed to predict the Criterion Index. The results identify both
—— the group-testing instruments and individual assessment devices that hold promise for identification, -
ea’xy in an officer’s career, of those capable of becomirig outstanding cofimanders. B

e,

32E. Part V: Summary and applications. MacKinnon, D. W. WADC-TR-58-91(V), AD-210 220. December
1958.- Co .

This is the final volume of a five-part report of a project to develop methods for identifying Air

Force officers with high potential for effective military ‘leadership. It summarizes significant
relationships between predictor and criterion variables. Inferences from these relationships provide a -

 comparative evaluation of the criteria of officer effectiveness and lead to selection from the

experimental devices of instruments proposed for inclusion in a program of officer assessme.n'i,.
. Twenty additional published reports based on the study are listed at'the end of this fifth and final "
“report, - . . ) ; . T . -
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artm, A. H. Examination of apphcants for commissioned rank. Appendix from German
ychological Warfare by L. Farago & L. F. Gntler New York: Commlssnon for Natlonal Morale,

.1942 . . . Py

. analytical apprbach. It was corfidered essential to select those who possessed highly developed

The exmmnatlon of chm{ officer apphcants.was conducted from a synthetic rather than

character traits of a kind not easi ily measured by paper-and- penml tests or interviews?

The psychologtcal examination of app slicants for - commission required 2 days with an * ‘
interverfing free day. Ti® series of tests included pencil-and-paper intelligence tests and similar tests of

‘technical aptitudes, Poem paraphrasing and selection of the most favored reproductions of various

plcfures of ‘the “Medical Print” type were inoluded at this sitting. There were some performance tests
of intelligence combined with technical aptitude and some manual dexterity tests.
battery of military work sample tests. There were “action’ tests of ingenuity and persistence

The Germans did a follow-up of each c}u@_m’ter 3, 6,/and 12 montts train

-‘trammg-staff personnel recorded their opinions about each individual officer applicant who had
.passed through their hands. Follow-up opinions were. found to differ from earlier opinions in only 2% .
. of the cases, It was therefore concluded that prehmmary exammanon was 98% effectlve in selecnng
' smtable candidates for officer training. oy . e

McConnell J. H. The assessmenf cen ter m the smaller company. Personnel, 1969 46(2), 4046
i This article describes the development of a 1-day assessment center program for use by a small

COmpany The .expense and complexity of a 3- to'5-day evaluatxon appear prohibitive for all but the
© largér corporatlons

The assessees are evaluated on 16 tr (mcludmg mtellectual abilnty, oral and written

: commumcanon, leadershxp, creatiyeness, organi on and initiative) by six in-house assessors who
have completed special training. The assessees include all newly hired college gradtgtes volunteers

below the maragement level, and recommended non-management employees. One month after the
session, a counseling interview is held with each assessee. The end product is a final report containing
a written evaluation, a descnptlon of the interview, and a set of recommendatlons Tlus final report.

goes to the pemsonnel department and immediate supervisors. 2

An evaluatlon is to be completed after several years have passed ¢ [
< .

McConnell, J. H. The assessmént center: A flexible program for supervisors. Personnel 1971 48(5),
35-40.

Typically, assessment centers reqmre several days of assessee s tlme a great deal of professional
skill to develop and administer the program, and training time ‘for the managgrs who will act as -
assessors. The related costs are often prohibitive for smaller compames

The author describes a standardized 1-day assessment center program developed by the

American' Management Association’s Multimedia Department which can be conducted by an
organization’s own personnel and which is flcxxble enough for use by organizations of all sizes,

The traits assessed and the evaluative components are gtven Assessor training requmng about -
24 hours of time is described.”

The program. haé been tested, and the-author states that comparison of program evaluations
with on-the-job evaluanong showed the program was a significant means of judging supervisory
performance. Assessment&Were matje "by two groups of assessors for the same assessees at 4- to
8-week intervals, The author states’ that the l‘mdmgs confirmed the reliability of the program
evaluations. ‘ -~
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- .

A S N2
& M S



- ) ) . . ) . . .

. . Ld
\ -

36. McCouhell, JH, & Parker, T.C. . An assessment- center program for multr-orgamzatronal use. T)‘ammg
and DevelopmentJoumal 1972, 26(3), 6-14.

e This article desgribes the development of a 1-day assessment center package mtended for use in .
' * a variety of organizations. It was designed for the American Management Association and is meant to
identify first-level supervisory management and to provrde dev§lopmental reports on management -

Py abmms - ’ ¢ )
The package was tested on a multlbrancli New York City bank, a defense electronjes
e b _ rnanufacturer,a paper manufacturer and an auto manufacturer '

A predictar of qverall management abrhty correlated .57 with “actual Job’ESrfonnance ratings = @
obtarned from: the organization.” Also, zhough numbers were small there was indication. that the
AMA program' did not operate d.fferently for mmonty or female artlcrpants than it did for males
' and majority members. : f

N ¥

« 37, Mitchel, J. O. Assessmént center validity: Alongrtudmnl study. Joural oprpbed Pyychology., 1975,
' 80 573-579 '
' 7 " The major purpose of the study was to examine predictive validity of an asessment center at

‘ - 1-; 3-, and 5-year intervals after assessment. A secondary purpose was to compare the predictability of
Y the overall assessor fating with that of multiple correlatrons of a battery of predictors.

“ . The subjects were managers attending The Standard Oil Company’s assessment center program
.95 men in the 1-, 3-,and 5- -year sample 84 men in the 1- and 3-year sample; and 75 in the 1-year only
sample. Predxctors are a pot_enual rating and several personality variables such as oral communication,
~ impact, origimality, mental algility,' and or‘ganizagon with ratings done by peers and by assessors.
Criterion is salary growth. .
. Peer ratings of potential correlated 25 .30, and .36 with the criterion for the men in the 1.,
and S-year sample. Assessor ratings of potential were similar: .22, .28, and .32. For the men in l
and 3-year sample, correlations of predicted potentxal with criterion were .09 and .28 for peer ratings
and .10 and .22 for assessor ratings. Similar growth occurred for the personality variables individually.
Impact was the highest correlating individual variable on the 1-, 3-, and S-year group, ﬁus was
. somewhat better than the overall potential rating for this group. ,

- 38. Olmstead, J. A, Cleary, F. K., Lackey, L. A, & Salter, J. A. Development of leadership in assessment
-~ simulations, Technical Paper 257, AD-772 990 U.S. Army Research Institute for the Behavioral and
Social Sciences, October 1974.

.This article reports on the development of assessment exercises for use in U.S. Army Ieadershlp
assesment centers. Assessment procedures were developed for the assessrient of “three levels of
personnel. Materials and procedures for training staff personnel were also developed.

1t wh concluded that orgamzatlonal exercises umquely contribute to the assessment ceye.r\/
program ;

39, 0SS Asseésment Staff. Assessment of men. New York: Rinehart, 1948,

This book is the account of the assessment of Office of Strategic Servrces male and female
recruits by a staff of psychologists and psychiatrists. This-was the first assessment center in the .
United States and was patterned on the British War Officer Selection Board centers and their German .
countérparts. This volume illustrates the considerations for setting up a large assessment center under
emergency wartime conditions at a time when such centers were not the sort of “Standardized” )
 affairs which they frequently are today

~Tt is concluded that since no statnstrcal evaluations ‘of the performances of the assessed exist
from the vatious theaters ‘of war, there is o assurance that ‘the findings of the assessment staffs

24
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)ustiﬁed the costs nvolved. However, the authors beheve that the p:yehologins and psychiatrists of
the asessment staff weré virtually unanimous in g that the OSS prograin of examination and

dnytom was better than any with which they had reviously been familiar.

40. Reeve, E. G. Validation of selection boards. London: AcademxcPreu 1971. <

! This book contains an in-depth statistical treatment of the British War Officer Selecuon Boards
which were set up in 1942 The purpose "of these RQoards was the use of a,4-day assessment center
program to find personnel to meet the greatly expanded needs of the British Armed Serviced for
officers during the then-extant world conflict. It is of interest primarily for the insights which it
offers into the problems of validity encountered in the very-early l'ustory of aase-mml centers such
as reliability of predictor and cntenon ratings and restriction of variance when the pnedictor is used as
an operatnona] en. - ) o -

- 41, Sakoda, J M. Fa r ana]yses of OSS sttuatxonal-tests Journal of Abnormal and Sodal Bychology
1952,47, 843-852. . } .

The Office gt Strategic Services conducted one of the earhest assessment centexs Among other
data, the assess gathered ratings on ten major traits’in an average of six different situations per
trait. The author factor analyzed tables of correlations of the four traits which were rated in the
- greatest number of different Quatxons These traits were effective intelligence, social relauom, energy
and initiative, and leaderslup)

The factor analysis revealed at least two different general kmds of situations wﬁ’ch affect the
rating of traits. These are verbal situations (debate, discussion, written sketches, vocabulary) and
active situations (jointly carry a log over a brook, lead men through a mine field, build a wood!
structure) h S

Further, a factor ana]ysxs of the ten traits showed  most of the common factor variance can be
accounted for by three general traits—intelligence, social ad]ustment and physical energy.

42. Slevin, D. P The assessment center: Breakthrough in management appraisal and development
PersonneIJoumaI 1972, 51, 255-261. - :

This is a general information article dlscussmg the value of assessment centers in achieving.a
broad, in-depth evaluation over several dimensions during s period extending éver more than 1 day.

A typical center is described as a process through which a small number of assessees are -
"intensively observed by @ number of trained gssessors. A S-day example schedule is provided, and
*typical assessment dimensions are listed. The end pro s described as a report for management, as
well as opttona] counseling for the assessee. : .

The author estimates costs in the area of SSOO per assessee and c0ns1ders thts cost to be a

- bargain since it is cheap compared with top-level appraisals by outside cgnsultants who usually do not

include ‘assessee counseling. The author also states that as a technique of managerial ‘selection, the
assessment center technique is as effective or moreso than any other currently in use.

 43. Stem, G. G, Stein, M. /l & Bloom, B. S. Methods in personalxry assessment. Glencoe, IL: Free Press,
* 1956.

The introduction contains a history of assessment centers and their methodologica]
development from their origins to the point represented by this volume. The purpose of the book is
) to darify four major methodologles of assessment. the analytical, empmcal synthetic, and

+  configurational approaches.
Of these approaches, the most fundamental and the most basic to the estabhshment of an
. " assessment center program is the analytic design. It involves several stages. It begins with a thprough ..
- ~  situational analysis based upon the observations of the assessment staff aided by the faculty, or

25 .

23




44
Q
' 48,

significant pthers, from which the functional rol/ es are clarified. ‘A critérion is derived from this-
material by translating the functional roles into descriptive personality - models of effective
performers. This is followed by a selection of tests on the basis of which the personalities of the

" indidduals to be assessed are diagnosed. Finally, assessment staff conferences are held-in which data
from the analyses of environment and individuals are integrated and predictio‘ns\lY::. :
9 333.352

. Taft, R. Multiple methods of personality assessment. Psychological Bulletin, 195 ,

Personality assessment center procedures are analyzed with respect to their purpose and
prediction strategy. The problem ‘of simultaneous validation of tests and their use as selection dvices
or a3 personality m&asures for research are discussed in terms of cancurrent and construct validity. It
is pointed out that an assessment center program whose primdry purpose is selection can contribute
to personality research through construct vaudauon Three prediction strategies are detailed, naive
empirical (inclusion of a 4test is determined by its predictive validity), global (the assessor relies on
intuition), and analytic¥(the traits measured must be valid for the cntenon and the assessment center
techniques must validly measure these traits). g

The author examines the roles of Qb]e%tmty (statlstlcal) and subpctmty (chmcal) in the final -

_pmdxctlve phase of an assessment program and concludes that techniques useful to an assessment

center will include a mixture of both, but that, in general, ob]ectlve methods are. to be preferred. A
review of the value of multiple tests on clinical evaluation gives several studies supporting the position

- that more than two or three pieces of data are likely to be of little value to a clinician while several

studies indicate increased validity with increased data. The ‘author suspends judgement. On the issue
of multxple assessors, the author ‘concludes that=at the observational level several observers would be,
more accurate than one at the interview level quite possibly one person may be as effective as sever.
and at the mterpletatldn stage pooled predictions are more accurate than | idual predictions.

Thomson, H. A. Comparison of predictor and criterion judgments of managenal perfomlance
the multitrait-multimethod approach. Journal of Applied Psychology, 1970, 64, 496-502. -

‘The multitrait-multimethod matrix. technique was used to examine the predictive vahdity of
ratings of management potential derived from a 3-day industrial assessment center. The subjects were
N professional, technical, and lower level management personnel, and the assessors were psychologists
and managers. Criterion ratings consisted of ratings by supervisors on the same 13 dimensions used in

~ the assessment center. \

The median reliability of the supervisors’ ratings was 52 sompared with median reliabilities of
.85 and .89 for the psychologists’ and managers' ratings. The psychologists' and managers’ ratings had
median correlations of .42 and .38,.r¢ pectxvely, with the supervisors’ ratings. The psychologists’
ratings correlated .85 with the managers’ ratings. The use of the multitrait-multimethod approach
permitted an analysis of sources of invalidity in the criterion ratings. The supervisors utilized a more
restricted range of scale values than did the psychologists and managers in the asessment center.
Also, the supemsors failed to dxfferentxate the various dimensions. .

_Uhlaner, J. E., Zeidner, J & Dusek, E. R. Research themes and technological base program in
behavioral ‘and social saenoes for the US Army. Department of the Army, US Army Research
Institute for the Behavxoral and Social Sciences, 1975. :

. This report descnbes the Technological Base program of the US Army Research Institute for
the Behavioral and Social Sciences, including descriptions of Research Themes supporting this
program. (The Technological Base program is that part of the total research and development

program dealing vi cientific theory, -principles, knowledge, or method: intended #o advance the
state-of-the-art i ry sciences and their subsequent apphcatxon Research Themes are defined as
suggested are asic research required for the resolution of critical Army problems where

- progress has been inhibited by a lack of understandmg of basic fundamentals ora scarcxty of basic
. data.) ! "

26




.t

This descriplive report is organized by work-unit area. The sectiqns on Performhwe-basod ’

Leadyrship Development Processes and Leadership Training Program’ Evaluation should be of interest -

to tijose engayd in assessment research. Among the projected outputs of the performarice-based

leadership’, development work-unit are . guidelines. for creating group situational exercises for

asmessment and development of leadership skills and development of a- prototype instructional

' prooedure to train evaluators to assess the situational exercises. The leadership training work-unit
' grew out of the Army research on assessment centers. The-officers who participated in the assessment

- center felt they had received a great deal of. helpful ‘training. An output-of this work-unit is to be an’
' integrated system of leaderahip training involving assemmenf’ counselmg, and career motivation.

. 47,

Veaudry, W F., & Campbell J. C. Assessment centers—A new lodk at- lea!lerslup evaluation Army
Magazine, March 1974.
Within the Department of the Amy, contmued inflation of enlisted and’ ofﬁoer evaluation

i reports hampers assessment of individual abilities and potential. An asaesslnent center ‘program is

“ being investigated as a means of providing unbiased‘(and uninﬂated) evaluations, as well as pnoviding
' individual career development

After preliminary tests of the technique on Battallon Commanders and Brigadrer General ‘

designees, a pilot project was set up. Individual and group situational exercises, interviews, and "

standard paper-and-pencil “tests were included in a 3-dsy assessment. Junior. officers, ofﬁcer'

candidates, sergeants, and ROTC students have been tested.

While conclusions on the effect of the assessment center on selection await a follow- -up s’fudy, it

. ~does appear that: participation in the asSessment center program provides excellent

v perfonnanoe-oriented leadership training.

L

"Wollowxck, H. B & McNamara, w. 1. Relationship of the components of an assessment center. to B

management success. Journal of Applied Ikychology, 1969, 63, 348-352

The purpose of this study was to determige the validity of ‘an assessment center approach in °
predicting management potential and to determine the relative value bf; the components of the

" program.

The subjects were 94 men from lower and rmddle management posltims, ofa large electronia :
ﬁnn who undertook the 2-day program of an -assessment center. Components of the assessment
program were written tests (six), situational exercises (three group and three indivldnal), and

~ characteristics(12, mdud.mg self-conﬁdenoe, written communication, aggressiveness, and taking).

‘An o,verall Tating was also mgned to each participant | by the staff, A criterion variable scofe based on-
managerial responsibility was created with 12 steps Each participant was meqsured on the cxiterion at o
 the time of.assessment and again after 3 years. T

. The overall rating correlated at .37 with the change in the position-level criterion (signiﬂcant aty
.0l level) Tests, exercises, and characteristics correlated higher (.45, .39, and 41, sespectively),
pairwise comibinations are higher (.54 for tests and exercises, .52 for characteristics and exercises, and -
55 for characteristics’ a’d tests), and. all three together gave a corrélation, of .62:with the criterion.

"Several conclusions are drawn All three measures contribute materially to ;the validity.
Inclusion of the elements unique to the assessment centen (situational exercises and. characteristis)

' nearly doubles the criterion variance accounted for by tests alone. Finally, the statistical oomblnation -

* .- of tests, exercises; and characteristics giving a multiple correlation of .62 is g much better predietor' '

than the assessment staffers” overall rating which gives only .37.

-
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