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“With the increased use of employee testing and other employee
assessment devices and the increased legal challenges to those
tests and assessments, this Handbook provides an extremely
timely and enormously valuable resource for HR profession-
als and assessment professionals as well as an indispensable and
unique reference for HR counsel who advise and defend employ-
ers in conjunction with their use of employee tests and other

assessments.”
—Mark S. Dichter, chair, Labor and Employment Practice,
Morgan, Lewis & Bockius LLP

“The Handbook is remarkably complete in addressing the com-

plexities of selection research and practice over an exceptionally

broad range of contexts and issues faced by those charged with
organizational staffing.”

—Neal Schmitt, chair, Department of Psychology,

Michigan State University

“This volume provides human resource professionals and execu-

tives with leading-edge and innovative approaches to assessment
that will enhance organizational effectiveness.”

—Ben E. Dowell, vice president of Talent Management

(retired), Bristol-Myers Squibb

“This is an invaluable resource, with sound, practical guidelines

steeped in empirical research for implementing an assessment

process that will effectively drive an organization’s critical talent
decisions.”

—David A. Rodriguez, executive vice president,

Global Human Resources, Marriott International, Inc.

“This is the only ‘go-to’ guide for decision makers who need to

plan for their current and future workforce to remain competi-
tive on a global basis.”

—Peter M. Fasolo, Ph.D., chief talent

officer, Portfolio Companies

Kohlberg Kravis Roberts & Company



“The editors’ stated purpose for the Handbook was to present tech-
nically sound, research-based assessment procedures that engage
the full spectrum of individual assessment objectives that organi-
zations face when attempting to maximize their human talent.
They succeeded. The coverage is broad, deep, and accessible to
a wide audience. It examines our most fundamental assessment
issues from a variety of perspectives and in a variety of contexts. It
covers the landscape, and the differences across perspectives are
informative, even for a hard-core academic. Read it.”
—John Campbell, professor of Psychology and Industrial
Relations, University of Minnesota
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The Professional Practice Series is sponsored by The Society for Industrial
and Organizational Psychology, Inc. (SIOP). The series was launched in
1988 to provide industrial and organizational psychologists, organizational
scientists and practitioners, human resources professionals, managers,
executives, and those interested in organizational behavior and performance
with volumes that are insightful, current, informative, and relevant to
organizational practice. The volumes in the Professional Practice Series are
guided by five tenets designed to enhance future organizational practice:

1. Focus on practice, but grounded in science

2. Translate organizational science into practice by generating guide-
lines, principles, and lessons learned that can shape and guide
practice

3. Showcase the application of industrial and organizational psychol-
ogy to solve problems

4. Document and demonstrate best industrial and organizational-based
practices

5. Stimulate research needed to guide future organizational practice

The volumes seek to inform those interested in practice with guidance,
insights, and advice on how to apply the concepts, findings, methods, and
tools derived from industrial and organizational psychology to solve human-
related organizational problems.
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Foreword

Welcome to the newest volume in the Professional Practice book
series of the Society for Industrial and Organizational Psychology
(SIOP). We are very excited about this volume and the contribu-
tion that we believe it will make not only to the series overall but
also to the field in general.

The idea for this book came out of one of our first editorial
board meetings at an annual SIOP meeting about six or seven
years ago. The approach during our years as series coeditors
was to call our board together (since we typically had a quorum
at the annual conference) to meet and discuss the trends and
practices we were seeing in the field. We talked about sessions
we had seen at the conference that were good, bad, or ugly and
used these thoughts as fodder to brainstorm ideas for what we
hoped would be great future volumes for this series. For the
most part, the output of those brainstorming sessions came to
fruition in the form of several volumes of which we are very
proud. This book is one that we have had a lot of passion and
anticipation for since those early days. However, we also rec-
ognized that completing this task would require a lot of effort,
insight, and dedication to put together under the right volume
editors. Luckily for us, it all fell into place under the editorship
of John Scott and Doug Reynolds. They have done a fantastic
job of surveying the simultaneously broad and deep field of
assessment and putting it all together in one place under a sim-
ple yet elegant framework.

Talent identification and assessment is one of the most criti-
cal issues facing organizations today. From our vantage point as
practitioners (one of us as an organization development special-
ist and the other as a human resource generalist), we see this as
a major challenge. A good or bad hire in isolation can have a
long-lasting organizational impact (think about your personal

XXiii



XXiV FOREWORD

experiences here), and in the aggregate, its impact is profound:
it determines not only the organizational culture but also ulti-
mately its success or failure. In this way, assessment is key to our
practice as I-O professionals. The concept behind this volume
is to provide internal and external practitioners with a much-
needed compendium of tools and techniques for effective and
accurate assessment.

Our previous volume examined talent management. This
time the focus is on the assessment itself and truly understanding
what works and for whom. We believe this book will be helpful
not only to I-O practitioners working in the assessment arena but
also to other professionals who are engaged in assessing or hiring
activities in corporations. As with previous volumes, our aim is to
provide practical solutions grounded in research and applied
experience. We believe this volume does just that. The Appendix
alone is a gold mine of information for anyone interested in
assessment—not to mention the main content of the volume. In
our opinion, John and Doug have made a major contribution to
the field with their efforts. We sincerely appreciate their dedica-
tion to making this edition a reality. Thanks, guys!

Pound Ridge, New York Janine Waclawski
May 2010 Allan H. Church



Preface

There has been a marked trend over the past few years for orga-
nizations of all sizes to streamline their workforces and focus
on selecting and retaining only the “best and the brightest”
employees. Couple this with the skills gap that will soon emerge
due to the magnitude of baby boomer retirements, and it is no
surprise that organizational priorities have been steadily shift-
ing toward talent acquisition and retention. As organizational
consultants, we are continually engaged in dialogue about how
assessments can best be leveraged to achieve a company’s talent
management objectives. Specifically, human resource (HR) and
line leaders want to know if assessments should be used and, if
so, what specific instruments would be applicable, whether they
can be administered online, whether they need to be proctored,
what the costs are, whether there are specific legal constraints,
whether they can be implemented in multiple languages in mul-
tiple countries, how an assessment program should be managed,
how to know if the process is working, and what the expected
return on investment is. And these are just a few of the questions
that need to be answered to ensure that an assessment program
meets stakeholder needs, achieves the organization’s goals, and
has a positive impact on its bottom line.

The field of assessment has advanced rapidly over the past
decade due in part to advancements in computer technology. By
leveraging technology, organizations can reach across the bound-
aries of language, literacy, and geography to reliably assess a vast
catalogue of candidate skills and abilities. Organizations can now
harness the capabilities of sophisticated, Web-based assessment
tools to simulate actual work environments—effectively mea-
suring candidates’ ability to perform under real-life conditions.
Technological advances have also fostered a number of assess-
ment methodologies such as adaptive testing that have led to sig-
nificant improvements in measurement precision and efficiency.
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Despite these advances, there remain some fundamental ques-
tions and decisions that each organization must grapple with to
ensure it is maximizing the potential of its assessment program
and taking advantage of well-researched theories and state-of-the-
art practice. This book presents sound, practical guidelines that are
steeped in empirical research for implementing an assessment
process that will effectively drive an organization’s critical talent
decisions.

The Audience

This book is designed for a broad readership, from HR profession-
als who are tasked with implementing an assessment program
to assessment professionals and practitioners of industrial-
organizational (I-O) psychology, who advise, build, validate, and
implement assessments. In addition, this book is intended for
the users of assessments, including hiring managers and organi-
zational leaders, who are looking for direction on what to assess,
what it will take, and how to realize the benefits. This book is also
intended for assessment researchers as well as instructors and
graduate students in disciplines such as I-O psychology, HR man-
agement and organizational behavior, consulting psychology, and
organizational development.

Overview of the Book

This book is divided into four parts: it examines frameworks for
organizational assessment; assessment for selection, promotion,
and development; strategic assessment programs; and advances,
trends and issues. The Appendix provides examples of the types of
tests and assessments currently available for use in the workplace.
The foundational chapters contained in Part One are
designed to provide readers with a thorough understanding of
what should be assessed and why and how to ensure that assess-
ment programs are of the highest quality and reflect the lat-
est thinking and practice in the field. Part Two is devoted to
the specific applications of workplace assessment and covers
a variety of positions where high-volume or high-stakes deci-
sions need to be made. The chapters in this part emphasize
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examples of current best practices in assessment to help prac-
titioners understand, apply, and evaluate the success of these
practices in their own work contexts. The focus is on assess-
ment systems in place today and that are needed in the future
as business needs change. The chapters address the application
of assessments to clerical, professional, technical, sales, super-
visory and early leadership, and managerial and executive posi-
tions. In addition, a chapter addresses the special case of police
and firefighter selection.

Part Three highlights some of the key strategic applications
of assessment that organizations rely on to boost their competi-
tive edge. The chapters focus on succession management, staffing
for organizational change (downsizing, mergers, and reorganiza-
tions), assessing for potential, and global selection. The chapters
in Part Four cover a wide range of advances, trends, and issues:
technology-based delivery of assessment, the legal environment,
alternative validation strategies, addressing flaws in assessment
decisions, and the strategic use of evaluation to link assessment to
bottom-line organizational priorities.

A brief description of each of the chapters follows.

Part One: Framework for Organizational Assessment

Kevin Murphy sets the stage in Chapter One by discussing broad
dimensions of individual differences that are likely to be rel-
evant for understanding performance effectiveness and devel-
opment in the workplace and delineates two general strategies
for determining what to assess in organizations. In Chapter Two,
Fritz Drasgow, Christopher Nye, and Louis Tay outline the char-
acteristics and features that differentiate outstanding assessment
programs from mediocre systems and provide information that
practitioners can use to move toward state-of-the-art measure-
ment in their organizations. The next six chapters examine the
most commonly assessed characteristics in the workplace: cogni-
tive ability, personality, background and experience, knowledge
and skill, physical performance, and competencies. These chap-
ters highlight the challenges faced in accurately and fairly assess-
ing these characteristics and detail advances in the field and the
state of practice for their measurement.
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Michael McDaniel and George Banks kick off these topics in
Chapter Three with a review of the research and practice in the
use of general cognitive ability tests in workplace assessment.
They trace the history of intelligence testing from its roots to
modern applications and detail the merits of cognitive ability
assessment for selecting and developing top talent. In Chapter
Four Robert Hogan and Robert Kaiser provide a compelling
look at the use of personality assessment, why it is so misun-
derstood, and how it can be leveraged to predict significant
outcomes. Leaetta Hough follows in Chapter Five on the assess-
ment of background and experience; she addresses factors
affecting this tool’s validity and provides empirically based rec-
ommendations for improving its accuracy in predicting behav-
ior. In Chapter Six Teresa Russell highlights the different types
of knowledge and skill measures and offers some innovative
ideas for measuring both declarative and procedural knowledge
and skills.

Deborah Gebhardt and Todd Baker focus in Chapter Seven
on assessments used for selecting candidates for strenuous jobs.
There are many critical applications of these assessments in both
the public and private sectors where failure to meet physical
demands can have a significant impact on job performance and
safety. Finally, Jeffery Schippmann rounds out Part One with a
groundbreaking and forthright portrayal of the evolution of the
role of competencies in assessment programs.

Part Two: Assessment for Selection, Promotion,
and Development

Judith Komaki opens this part with a fictional but very realistic
account of an HR manager who is asked to produce a valid test
of managerial skills on a shoestring budget. The frustrations
and complexities of finding an off-the-shelf test that maps onto
the required skills are brought to light in this engaging and per-
ceptive chronicle. Wanda Campbell follows in Chapter Nine by
drawing on her experience leading nationwide testing consor-
tia to detail the use of assessment procedures for selecting, pro-
moting, and developing individuals across a variety of technical



