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Week 1 Discussion 1: What to Assess
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Week 1 Discussion 1: What to Assess
Organizations conduct assessments for various reasons such as succession planning. The two approaches to assessment include work-oriented and person-oriented approaches. Work oriented assessment focuses on workplace functions and competencies that are required of an individual (Murphy, 2010). This approach employs domains such as mental processes which entail obtaining and processing relevant information, and work output which entails the physical and technical demands of one’s job, as well as interaction with other individuals in the workplace (Murphy, 2010). Assessing these domains has various implications for organizations, such as setting the mental, physical and relationship requirements that an individual has to fill in the workplace. Person-oriented approaches, on the other hand, can be divided into three main domains which include cognitive capabilities, personality, and interests and value orientations. Cognitive assessment evaluates verbal and spatial abilities, with the former containing comprehension, vocabulary, and mathematics and the later involving spatial rotation, inference, and diagnosis (Murphy, 2010). The implications for cognitive ability domains are that general abilities are more likely to be useful for predicting and understanding behaviour and that identifying the right specific abilities is not necessarily important (Murphy, 2010).
Personality assessment evaluates aspects such as the tendency to experience negative and positive emotions, agreeability, conscientiousness, and openness to experience (Murphy, 2010). The implications for using this domain are that they provide distinct information from that provided by ability measures, but they are poor predictors of performance and effectiveness (Murphy, 2010). Conversely, the interests and value orientations domain commonly involves factors such as one’s ability to utilize their capabilities, the workplace environment and circumstances, one’s workplace status, their connection with their workmates, one’s autonomy in the workplace as well as the supervision and policies in the workplace (Murphy, 2010). The implications for this domain are its accuracy in predicting aspects such as satisfaction, burnout, and retention, although it cannot predict valuable information about an individual’s performance in the workplace (Murphy, 2010).
In succession planning, it is crucial for organizations to accurately identify individuals with leadership potential, assess their most crucial developmental gaps, and assess their readiness for promotion into more business-critical roles (Paese, 2010). This requires the use of precise assessment based on both people-oriented factors and work-oriented factors. More precisely, these two approaches are used to assess whether an individual is suitable for a particular position before the decision to assign them that particular position is made. Work-oriented assessment is important for creating the mental and physical standards to be met by an individual seeking to be a successor for a specific leadership position as well as providing the job requirements and working conditions for a particular position (Riggio, 2008). Organizations can also use person-oriented assessment to evaluate whether an individual is ready to fill up a certain position and whether any of their personality traits can be a weakness.
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