RONALD
There seems to be a split in assessing individuals for selection in employment and promotion within organizations says Murphy (2010).  Some have traditionally favored the method that is based on their abilities as compared with the responsibilities of the job.  This method of favoring the ability domain has seen instruments like O*Net (Occupational Information Network; Peterson et al., 1999) and the Great Eight Competency Model (Bartram, 2005).  The other side of the split is based on cognition and personality.  Some have chosen to focus exclusively on either cognition or personality, while others have thought to combine them to limit their shortcomings.  The tools used in this method of measurement focus on either cognitive abilities or inherent personality traits that allow the individual to not only perform the given tasks but to adapt to change.
I am quite familiar with leadership succession plans as a veteran of both the military and retail management.  The military service focuses on a rigid system of assigned rank that is typically a product of age, experience, and task-oriented ability.  The structure here is so rigid that in some circumstances, the next in succession could be determined by the date of promotion to the last rank.  For example, a First Sergeant leaves, and one of the platoon sergeants will step up and replace him.  Three platoon sergeants hold the Sergeant First Class (E-7) rank.  One has been an E-7 for just six months, another for eighteen months, and the third for twenty-six months.  The one that was promoted first (twenty-six months ago) will advance to the acting First Sergeant role.
As a retail manager, succession was usually determined by cognitive and personality factors.  An old adage in the retail industry is that a good manager can work anywhere, he can learn about the product or service that is offered.  A great employee may not be able to say the same.  A person may be great at selling widgets for company A, but that does not qualify him to be a manager or even to sell doohickeys for company X.  His skill set maybe just to sell widgets.  This aligns more closely with the domains of cognition and personality.
Paese (2010) discusses leadership potential in an organization that needs to be discovered and nurtured. This was true in many retail organizations that I was employed at and I will explain a great example.  I worked for Shoe Carnival for a couple of years back in the late 1990s.  They had a plan for management development called MDP (Management Development Plan).  While some parts were focused on specific tasks such as reading and understanding a profit and loss statement, many sections were meant to develop leadership qualities and judgment using hypothetical role-playing.
It is also worth noting, my own personal development was enhanced by managers that provided me opportunities to learn how to manage without micromanaging.  As I progressed and moved into leadership roles in other chains, I repeated this process.  I often taught employees skills that were beyond their paygrade.  The point of which was not the activity, if I assigned it to them it was for a reason.  The outcomes were about growing and making decisions as a leader.  And as a good leader, I learned that if they succeeded, I gave them the credit, and if they failed I took the blame.  This is an example of a personality or cognition trait used to show good leadership.
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   DOMAIN STUDIED
          Work oriented assessments are used by businesses in order to evaluate work interest or skills and experience of current and potential employees. Some of the methods they use to do this include the Holland RAIASEC model which places vocational preferences; " realistic  (interest  in  things),  investigative  (interest  in  ideas),  artistic  (interest  in  creating),  social   (interest   in   people),   enterprising   (interest   in   getting   ahead),  and  conventional  (interest  in  order  and  predictability) " (Murphy, 2010) in a hexagon. They are placed in proximity of which ones more closely occur as opposed to ones that do not which are further apart on the hexagon.
          The Theory of Work Adjustment by Lofquist and Dawis in 1969 is one of the “most  comprehen-sive and influential model of fit” (Murphy, 2010 p 20). This tool allows assessors to look at what the workers needs and interests are and evaluates how closely the job in question comes to meeting those. It also works to match skill sets with skills required for success on the job. O*NET (Murphy, 2010) is another assessment tool that adapts these same concepts for analysis.
          IMPLICATIONS
          One of the concerns with using work experience, skills assessments/competencies is that another person must look them over and infer what they can from the data. This makes the results reliant of subjectivity (Murphy, 2010) and can lead to over emphasis on some areas, neglect on others which might compromise the information sought to determine fit between job and person. Assessing interest and values also does not lend itself to predicting performance accurately but does have correlations with things like burnout, retention and job satisfaction (Murphy, 2010).
          DOMAINS STUDIED
          People oriented factors studied and recorded by businesses for hiring and development include cognitive and personality tests (Murphy, 2010). Personality tests such as the Big Five Model assess components of personality such as “agreeableness, extraversion, neuroticism and emotional stability, conscientiousness, and openness to experience (Baez, 2013)” (Smith Badr &Wall, 2018).  These traits have been shown to positively reflect some performance related categories that employers like to see such as low turnover, satisfaction with work and environment and higher motivation and buy-in (Smith Badr &Wall, 2018).  
          IMPLICATIONS
          Personality testing comes with concerns for businesses that use them for employee selection. There could be legal issues; such as violating people’s rights against discrimination, concerns over ethics and what the companies do with the data they collect (Smith Badr &Wall, 2018). For example, they might sell their big databases of information generated, even of people they did not hire. it might get lost or pirated, then there would be legal consequences potentially because the law hasn’t caught up with technology yet (Smith Badr &Wall, 2018).  Misuse and distribution of this kind of information might impact people’s lives, civil rights and privacy.  
 
References
Scott, J. C. & Reynolds, D. H. (Eds.). (2010). Handbook of workplace assessment. Retrieved from https://redshelf.com (Links to an external site.)
Smith, R. A., Badr, K. S., & Wall, A. E. (2018). Personality Testing by Employers: Balancing the Need for Qualified Workers with Individual                    Rights. Competition Forum, 16(2), 76–82.
 Reply

