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Beginning with the Second Circuit Court of Appeals addressing the aspects of law and science when it is applied to employment testing. It addresses how using assessment as part of the hiring process is not a legal subject because it carries its own form of methodology when applied to the general field of educational and industrial psychology (Scott et al., 201). The federal Uniform Guidelines on Employee Selection Procedures acknowledge the use of assessment when applied to employment decisions because it falls under what they conclude as a form of measure for employment selection (Scott et al., 201). The selection procedure has been challenged within the federal,  state, and local employment discrimination laws, therefore calling on the government to step in and create laws that prohibit discrimination within the selection process. 

Assessments are great to use as long as the intent behind them doesn't include discrimination. Using assessments to facilitate organizational change calls for new, more outcome-based measures (Lakos et al., 2004). When creating, developing, and disbursing assessments, they must be formed to include any legal and professional standards. The authors propose the importance of validity during the assessment process; therefore, it helps creates consistency. Having different measures to acknowledge assessments are job-related reassures the job can eliminate any connections to the potential for liability. As assessment practices evolve, so do the chances of possible litigation. Also, employers can help their organization by adequately providing proper training and direction to their employees, so when they do offer them assessments, at least they had some form of training beforehand, which helps them prepare with knowledge and skills pertaining to the job. Overall a business can use an assessment to its advantage to train and develop employees to the next level in the company.  They have to make sure that they are considerate of the procedures they are taking to get there. 
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Erick
Because we live in a country that allows for people to show any just cause for choices, it is imperative that organizations to know and understand legal ramifications that they could face by using assessments to decide employment promotions or the right to work. some categories that must be considered are each leader that are using an assessment must be able to come to an agreement on what the categories and definitions of potential is going to be; each must be able to have solicitation of nominations, each nominations must be by all managers; there must be an agreed upon assessment of all candidates; there must be a review  by senior management and they must be willing to identify the final candidates; and the development activities for potential individuals must be clarified (Riggio, 2008).
It is clear that this country has basic laws and government regulations that are legal mandates that will affect all individuals living in our society. Ethical codes may range from enforceable to exemplary to educational principals that guide the professional behavior and conduct of members of any profession (Camara, 1997). Professional guidelines, principals and standards are also developed to educate and guide professionals in more technical activities (Camara, 1997). All three layers of regulations or standards exist in testing and assessment. Laws which affect testing, primarily strive to protect certain segments of the public from specific abuses. Ethical standards and codes attempt to establish a higher normative standard for a broader range professional behavior (Camara, 1997).
Usually, the consequences that companies have when using assessments are due to the impact these assessments have by the adverse impact on minorities and women. In other words, they tend to be discouraging and have a institutionalizing failure for individuals (Camara, 1997). It must be acknowledged that consequences of any testing are truly in the eye of the beholder. The same assessment which presents several potential benefits to some groups, such as policy makers may also result in negative consequences to individuals such as the people that are taking the assessment (Ployhart, 2008). It is important that leaders that use assessments use subjective processes. Additionally paying attention to the consequences of testing, and how these are determined and evaluated by the different participants is essential to help in reducing any misuse and to help improve assessment practices due to the different ethnic and cultures of people (Camara, 1997).
There are two primary means of making sure that professionalism, contemporary legal and professional standards are followed. By making sure that the strategic position and strategic area are each adhered to.  Strategic position is defined as the potential to effectively perform in key positions that may be at the core of the organizations success; and strategic area is defined as the potential to  perform  effectively  in  key  functions, business units, or geographical areas that are central to the organization ’ s strategic objectives (Ployhart, 2008).
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