Tracey Hicks
Dr. Brown and Class,
Ah, it is fair gametime!  Regarding my thoughts about assessments, I can think of two examples that render my decision HECK NO. My first example is not so much in the workplace but falls under the umbrella of placement. In my freshmen year of college, I was placed in a pre-pre-algebra math class. I am not joking when I tell you that there were students that could not divide. No judgment from me; I probably couldn’t complete 10th-grade math right now. But at the time, I was fresh out of high school, just having completed Calculus. After a few days of sitting in the class pulling my hair out, I went to the registrar’s office to inquire why I was in that specific class. To my dismay, I was informed that my entrance test scores in math were low. Long story short, I was forced to complete the “special” class for the rest of the semester, and even worse, I was forced to pay for it. I informed the instructor of the situation and even completed Calculus work in front of him as proof.  We came to an agreement in which I did not have to attend class as long as I showed up on exam days and passed, then all would be right with the world. And so, that is what I did. I then CLEPT out the math requirements for the rest of my undergrad degree. Thank goodness. Meh, I will save you from the second example so that you do not pull your hair out!  😊
Personality assessments appear fair, moral, and ethical. Personality characteristics pertinent to various attributes of the job may or may not impact performance. For example, being an extrovert can be a plus if in a sales position but is not necessary for a tech job (Brown, 2010). Personality assessments can reveal information about a person’s temperament and general reliability because a person might be capable of doing a job but not particularly suited to succeed in that job. An individual cannot fake their temperament. But even if they succeeded in contributing favorable attributes, combined with cognitive ability perceptions, employee personality tests can confirm that the right person has been chosen based on their predicted on-the-job behavior.
It has been a pleasure.  Hope to see you all in the next class.  
Best,
Tracey

Ronald
As I sit and ponder exactly what my perspective is regarding assessments, I am struck by the thought that I have two different perspectives.  As a future psychologist, the work done by assessing potential job applicants for hire and current employees for promotion is invaluable.  The time and money spent by an organization to hire, train, and potentially discipline and fire employees is vast.  In my mind, the most effective purpose of the assessment is rating employees (mainly due to past experience).
Sackett (2010) writes in the final chapter of the text about the use of personality assessment as a measure for selection.  Explaining the nature of the controversy in using personality measures, the author states that part of the objection to self-reported questionnaires relates to validity and faking answers.  Bear with me for a second, but my second perspective is that of the manager/interviewer that has hired thousands of people over a twenty-year career.  In some cases, a personality measure was used, but for the most part, interviews were the primary tool.  As an interviewer, I can attest that everyone lies to some degree.  Some of us settle for saying we took office supplies when we filled out the application with a pen from our last job.  Others tell whoppers about having a clean criminal record.  Regardless, no one is honest all of the time (in my experience).  
This leads me to conclude as a psychology professional that the use of measurement devices in most situations is a good thing that assists interviewers in deciphering part of the truth and establishing honesty.  The interviewer in me thinks I would just as soon save the time and money upfront and just get to the interview and forget the test.  Perhaps, the best answer lies in between the two, and using an instrument to evaluate an applicant that is a prospective or extant employee in conjunction with the interview is better than either one alone.
What of the question of ethics?  Are assessments fair, ethical, and moral?  I think for the most part they are all of the above.  There are unfair assessments that have historically asked questions that were culturally biased.  Kim and Zabelina (2015) state that standardized testing should prove to be fair and unbiased, yet the measure of intelligence and knowledge devices (used in workplace assessments on occasion) rely on standards set by the norms and values of the ones that develop the measure.  There have been cases of cultural bias based on language and activities that were considered “normal” for white people that were not “normal” for blacks, causing them to be evaluated lower than they should have been.  Similarly, physical tests in the military, fire, and police departments that should have been gender-neutral were designed to be favorable to males.  I posit that this has happened accidentally sometimes and is not unethical, but needing correction.  When and if such measurements were designed to purposefully discriminate against a group to prevent hiring, promotion, or undervaluing their scores and abilities, it is unethical.
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