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According to Wayne J. Camara (1997), any professional conduct and all responsibilities in use of assessments should be ordered within three issues the legal, ethical, and professional issues (Camara, 1997). By the age of 21, as Americans, we have had many dealings with using assessments. They have played a huge part in our high school graduation, job promotions and retention. As the days go on, people mature, and new technology and knowledge is gained by building on known information. It is not easy to weed out those that you feel are not worthy for an organization. Every company and each department have created its own way of weeding out those that do not fit into the culture of the department or group. This can make it difficult to identify and develop the talent for future needs and goals any organization. The changing culture, according to Davis and Silzer, is important to look at for future needs of the company and to be able to acknowledge that the future objectives may not be clear. The authors went on and stated that each skill and abilities that are needed and wanted for future achievements and possible new objectives are difficult to clearly identify and define. They also noted that the individuals who have the most potential to develop those skills and abilities in the future are hard to identify accurately (Silzer, 2010).
There are two questions that leaders that are trying to find potential in employees need to ask. First, are the persons potential unflappable and second, is what is the clear and concise definition of the word “potential” that a manager or leader should use to discuss possible for future leaders, and workers.
One of the problems that many in leadership positions have been that they are not able to create a valid and reliable assessments for on-the-job performance across their organization. This is to say, many lack inclusiveness in its organizations that could help get people more motivated for career growth within its organization. And every person that gives assessments tends to fall victim to being subjective with their thoughts, and their personal feelings towards the people that they are assessing does cloud judgments. This usually results in impaired, inaccurate and unreliable results. Another issue is that they could use force ranking, calibration meetings, or capped compensation models, which fail to give true insight into potential (Camara, 1997). Another issue managers might be neglectful in is not correctly assessing the performance frequently, which results in not being able to effectively predict potential (Camara, 1997). In summary, when measuring potential, it’s important to define what “potential” means for your organization and ensure synergy between an individual’s skills, talents, and attributes and the company’s requirements.
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Veronica
When using an assessment to identify high potential individuals, organizations are looking to find a person who has the greatest potential that is beneficial to the future of the organization's success (Scott, Reynolds, 2010).  There are elements employees have that add to the success of an organization.  They are looking at the potential and talent of each person.  It is looked at as something that can either be developed or already have an existing talent or skills.  Some are looking at potential factors such as cognitive skills and personality, motivation, and learning variables, leadership skills, and performance (Scott, & Reynolds, 2010). They are important factors to know and be able to utilize.  
When looking at past performance, or even trying to predict future success using an assessment, this can help identify existing skills that can be an aid in developing skills for the future. It takes years to develop a prediction of growth and development within an individual.  The challenge could be their skills and abilities.  Those in leadership roles require more cognitive ability. In some cases, without an assessment, you can overlook a person’s potential or hidden potential.  Having something like a pre-employment assessment provided an insight look to a potential candidate.  This measure gauges their skill level and if they understand the complexity within the workplace and circumstances (Mulvey, 2021). This can also be a challenge with foundational and career dimensions in having elements to understand how to move forward.  This type of measure can help with the predictability of future changes.  Silzer and Davis caution ambiguity and complexity (Scott, & Reynolds, 2010).    
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