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Using Assessments in Multinational Work Environments
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Week 6 Discussion 1: Using Assessments in Multinational Work Environments
Organizations can conduct assessments for the same jobs across different countries. To achieve this, various considerations need to be made, such as the infrastructure and human resources needed for the assessment, how assessment differs across different countries and the legal and economic contexts in different locations (Ryan & Tippins, 2010). The organization should also consider that jobs with the same or similar titles are different in terms of the work actually performed across locations and that assessment traditions also differ across locations (Ryan & Tippins, 2010). An assessment tool for an organization in the United States can be easily applied in a multinational context because United States laws are often applicable to global selection practices (Ryan & Tippins, 2010). However, various challenges might be encountered since the United States laws governing assessment contradict with global guidelines in cases where the employee is located outside the United States when the employer is not a U.S. entity or company, regardless of the citizenship of the employee (Ryan & Tippins, 2010). Additionally, U.S. assessment laws cannot be applied in cases where non - U.S. citizens work for a U.S. organization outside the United States (Ryan & Tippins, 2010).
To ensure that the assessment process is fair, legal and effective in multinational settings, organizations need to make various adjustments to the assessment process. Firstly, accurate translations of the assessment tools should be made, with the inclusion of multiple reviews of the translated version by independent translators and in-country experts (Ryan & Tippins, 2010). Furthermore, the assessment tools should include detailed instructions for translators and reviewers regarding how to maintain equivalence of concepts and difficulty of text (Ryan & Tippins, 2010). Culturally offensive material and confusing content should be eliminated from the assessment tools, together with country-specific topics such as political, historical, and sporting events (Ryan & Tippins, 2010). Specific measurements (for example, metric versus English system for weights and measures, monetary units) should also not be used in the assessment process.
In multinational assessment, economic factors such as the local labour conditions influence the quantity and quality of candidates who are to be assessed (Ryan & Tippins, 2010). Additionally, the market conditions influence the availability of skilled candidates for assessment (Ryan & Tippins, 2010). Legal factors such as discrimination laws influence the permissible ways of treating disadvantaged groups in different countries when using assessment tools (Trenerry & Paradies, 2012). The legal regulations on hiring foreign workers also influence the requirements that potential candidates for assessment in different countries must meet (Ryan & Tippins, 2010). Cultural factors such as colloquialisms and locally offensive material determine the cultural sensitivity of assessment processes (Ryan & Tippins, 2010). Furthermore, culturally driven stereotypes across different countries influence the general assumptions that assessment tools should avoid being considered culturally sensitive (Ryan & Tippins, 2010).
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