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Executive Summary 
 
 
This survey provides a truly international insight into the various practices employed by 
organisations across the world, when using Assessment Centre methodology. 
 
It is encouraging to observe that both established and newer organisations, with a variety of staff 
numbers are embracing Assessment Centre methodology within their talent management 
initiatives around the world.  In many respects, there are some encouraging findings which 
demonstrate an adherence to established Best Practice Guidelines.  However, there were also 
some findings which suggest there is room for improvement.  Key observations from the survey are 
summarised in the following points: 
 
 It was found that 90% of our sample selected their criteria by using either an existing 

competency framework (35%) or by conducting some form of job analysis (55%), and only 
6% were not using any criteria to assess their Participants.  Competency frameworks are 
useful to a certain extent, however in today’s fast-paced working environments, job roles are 
susceptible to constant change, and having a generic framework of competencies may be 
accurate for some roles, but not for others, especially in larger organisations with numerous 
levels and job roles.  Therefore before assessing for any role, it is important to obtain a firm 
understanding of the types of behaviours that are required to perform in that role to an 
effective standard.  It is encouraging that over half of the survey’s respondents conducted 
some form of dedicated job analysis to identify specific job-related criteria, but there is clearly 
significant scope for more to follow this practice. 

 
 The involvement of Line Managers within the assessment process was encouraging, with 

53% of the sample suggesting that Line Managers were asked to be Assessors within their 
organisations.  Additionally, a majority of AC and DC respondents stated that the Assessors 
of Centres are at least one-level above the Participants.  This is a promising finding, as it not 
only adds credibility to the process to see that they are being assessed by individuals with 
relevant experience, but it also signals commitment to the Participants and secures the buy-
in of key stakeholders at various levels of Management within the organisation. 

 
 It was positive to find that the length of the DCs were generally longer than ACs, given that 

feedback and subsequent development activities need to be included within the process, as 
all too often DCs are no more than ACs with a name change!  The timings of when results 
are fed back to the Participants, however, was concerning in some respects, as 49% of DC 
respondents stated that they provided feedback ‘sometime after the centre’.  Feedback is 
recognised as being an inherent part of the DC process, and Best Practice states that ideally 
it should be provided as the Participant works through the Centre, or at its conclusion.  The 
fact that half of the DC respondents provided their Participants with feedback ‘sometime 
after’ the DC may impact on how the Participant perceives its purpose.  With no immediate 
focus on development, the Participant may be less inclined to commit to a development plan 
if they are not made aware of their development needs immediately after the Centre.  We 
would recommend that feedback is integrated into the DC event wherever possible, in order 
to reduce the anxiety of Participants and allow them to work on their development plan 
immediately. 
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 Assessing the criterion ‘Diversity Awareness’ was the least selected response from a 
majority of the survey’s respondents, which is a surprising finding given the current drive for 
more diverse working populations and equal opportunities for employees in organisations, 
especially in the regions with more established AC and DC practices (eg Europe).  However, 
this is evidently not the case and it may be that it isn’t high on organisations’ agendas as of 
yet.   

 
 Nearly a quarter of this survey (21%) used ratios of Assessors to Participants that do not 

adhere to Best Practice Guidelines, with 3 or more Participants being used to every one 
Assessor.  This inevitably impacts on the quality of the Assessor’s evaluations and it is 
therefore important for organisations to ensure that they have access to enough trained 
Assessors (either internal or external) when they are conducting a Centre.   Despite 75% of 
the survey’s sample claiming that they provide training to their Assessors, it is clearly evident 
that more of this training is required within organisations across the globe, as the majority of 
respondents from all five regions stated that they had less than 5 trained Assessors within 
their organisations.  It is clear also that the training provided to Assessors is not sufficient, as 
71% of the sample stated that Assessor training is less than 2 days in duration.  This finding 
is of some concern, as the assessment process is reliant on Assessors making accurate, 
objective assessments of Participants behaviour, necessitating thorough assessor training.  
This will be especially important for DC Assessors, as it is evident from the survey that more 
components are included in their training, such as coaching and feedback skills.  

 
 It was encouraging to find that the most frequently selected Assessor training components 

across the sample was the role of the Assessor, familiarity with the criteria assessed and the 
exercise simulations used.  However, the fact that only 43% of the sample use the ORCE 
process, is indicative that this behavioural assessment technique is not as widespread as 
one would expect.  This is a worrying finding, as it implies that Assessors are being taught to 
use less objective and standardised forms of behavioural assessment, or worse still no form 
of structured assessment (46% of cases).  It may be that some regions may not be familiar 
with the ‘O.R.C.E’ definition, but use their own versions of this technique to observe, record, 
classify and evaluate behaviour.  It is imperative that Assessors are trained in using the 
ORCE technique in order to evaluate Participants’ performances fairly, objectively and 
without bias.   

 
 
There were some notable trends identified across the responses of the five continents that are 
worthy of discussion.  These are as follows: 
 
 In terms of adherence to Best Practice Guidelines, it appears that the European respondents 

are most notable in this respect.  Respondents from Europe use the ORCE technique most 
frequently to evaluate Participants, as well as having the largest proportion of Participants 
adhering to correct ‘Assessor to Participant’ ratios.  This may be due to the degree with 
which Europe is established in using AC methodology, compared to other regions included in 
this survey, some of which are only just beginning to embrace these processes.  It is 
therefore important for guidelines of Best Practice to be communicated effectively across all 
regions employing AC methodology, to ensure that, despite cultural differences, fairness in 
assessment and development is a key priority and is implemented accordingly. 

 
 The Americas seemed to be an anomaly in terms of a couple of the trends found within this 

survey.  For example, all regions apart from Americas mostly use Assessors that are one 
level above the Participant, however the Americas respondents selected Assessors that are 
the ‘same level’ as the Participants most frequently.  Also, respondents from the Americas 
selected training their Assessors less frequently than the other regions, with only 56% of 
these respondents suggesting that they train their Assessors compared to at least 70% of 
respondents from the other regions.  However, the small sample size from the Americas and 
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the US in particular may well explain these anomalies and it is difficult to draw any firm 
conclusions at this stage, until this sample size is increased. 

 
 Key similarities across all five regions included the types of criteria being assessed, with 

teamwork and leadership evidently the most frequently selected criteria across the regions.  
Similarly, key qualities for Assessors were consistent across regions, with either listening 
skills or objective judgements selected most frequently.  Also, the types of exercises used 
most often were either Interview Simulations or Oral Presentations across the regions.  
These trends suggest that there is a consistency across the Continents over what skills they 
require of their Assessors, the criteria that they wish to measure and how (in the form of 
exercise format) they wish to measure these.  If these findings are as consistent across the 
regions as indicated by our survey, then there should be an opportunity to adopt similarly 
consistent approaches to other aspects of AC methodology, such as the length of assessor 
training and types of observation techniques, etc.   

 
It is understandable that HR practitioners are often constrained by numerous factors, which 
inevitably effect the implementation of any AC or DC.  However, it is hoped that this report has 
provided some useful information pertaining to the types of AC and DC practices that are currently 
in place around the world, and that this information can be used in order to improve and implement 
more rigorous AC and DC processes within your organisation. 
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1. Introduction 
 
 
The purpose of this report is to detail and discuss the findings from A&DC’s Global Research 
Questionnaire (GRQ), the only survey of its kind to explore organisational Assessment Centre (AC) 
practices on a global scale.  Launched in October 2007, the research has been promoted across 
all continents via A&DC and our network of International Partners. 
 
The research will be highly useful to all organisations that employ Assessment Centres, for 
whatever purpose, as it will provide them with unique information about the methodologies used by 
others with alternative societal and cultural considerations, and how their Assessment Centre 
practices reflect these factors. 
 
443 respondents completed or partially completed the GRQ and provided invaluable information 
pertaining to the types of Assessment Centre methodologies that they are currently employing 
within their organisations, for either selection or development purposes. 
 
The GRQ investigated the following areas:  
 
 Respondent organisations (eg size, business sector, time established). 
 The uses of Assessment Centre methodology. 
 Job analysis and competency frameworks. 
 The Assessors. 
 Centre Design. 
 Centre evaluation and validation. 
 Current and future trends. 
 Benefits and concerns regarding Assessment Centres. 
 
 

1.1 Survey Respondents 
 
HR professionals, occupational psychologists and Assessment Centre practitioners worldwide, 
were invited by email to participate in the research survey which was hosted online.  It was 
necessary that Participants in the research could demonstrate relevant experience in designing 
and running Assessment Centre (ACs) and/or Development Centre (DCs). 
 
From the 443 respondents, 78% of them were from private sector organisations, with 19% from 
public sector and the remaining 3% from not for profit organisations.  Responses from across 43 
countries were grouped into five continents, with the percentage split shown in Figure 1.1.1 below, 
and the sample sizes across Continents in Figure 1.1.2.  European respondents formed the 
majority of the sample (48%), with significant contributions from Asia (23%) and Africa (14%).  
Oceania formed 8% of the sample, with North America and South America being combined to form 
the ‘Americas’, which contributed 7% the total sample.  The two American Continents were 
combined due to a small representation of respondents from both respective regions.  The 
disappointingly small response from the US in particular, makes it difficult to draw any meaningful 
conclusions regarding US practices, although we will make some guarded attempts on occasions. 
 
Furthermore sample sizes vary from one question to another, as not all respondents completed 
every question, so where appropriate we have indicated the sample size for that particular 
question. 
 
A full list of all the countries that participated in this survey and the number of respondents from 
each country, along with a breakdown of the Continents by country can be found in Appendix A. 
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Figure 1.1.1 Continental spread of respondents 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1.1.2 Respondent numbers by Continent 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1.1.3 shows that the survey supports the notion that Assessment Centres, in one form or 
another, are being run by organisations of varying sizes, as the majority of respondents came from 
organisations of either less than 50 people (32%) or more than 2,500 staff (30%). 
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Figure 1.1.3 Respondent organisation size (staff numbers) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
It is also interesting to note that both older, firmly established and newer organisations formed a 
significant part of the sample, as 29% of the respondents came from organisations that are over 50 
years old, and 17% came from organisations less than 5 years old (see Figure 1.1.4).  This 
demonstrates that both new and old organisations, of varying sizes, are embracing Assessment 
Centre methodologies to assess and develop their staff.   
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Figure 1.1.5 shows that there are fewer DCs run by our sample per year than ACs, with over half of 
the DC respondents (53%) stating that they conduct less than 5 DCs a year, compared to the 36% 
of AC respondents that run less than 5 ACs per year.  This may be due to the additional amount of 
resources that DCs require, such as feedback and development action planning sessions.  This 
may often make DCs more costly and time consuming events, with many organisations possibly 
willing to invest their money and time into recruiting the right people with ACs, as opposed to 
improving the capability of their current workforce with development schemes.   
 
 
Figure 1.1.5 Number of ACs and DCs conducted per year for the total sample 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Additionally, the size of the organisation correlated with the number of ACs and DCs conducted per 
year, with larger organisations running significantly more ACs (r=.208, p<.01) and DCs (r=.204, 
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p<.01).  The age of the organisation also positively correlated to the number of ACs and DCs 
conducted per year (AC, r=.188, p<.01, DC=.139, p<.01).  This finding suggests that larger 
organisations, which have been established for a longer period of time, may be more likely to adopt 
AC methodologies, incorporating both ACs and DCs into their Talent Management processes. 
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they conduct each year.  Referring to the subtotal rows within the table, it is apparent that a higher 
proportion of respondents from older organisations run more than 25 ACs a year compared to 
younger organisations. This trend is partly true for DCs also, with far more respondents from 
organisations between 25-50 years old (26%) running DCs compared to organisations which are 
less than 5 years old (6%), or 5-25 years old (8%). 
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Table 1.1.6 Age of organisation and number of ACs and DCs conducted per year 
 

Age of Organisation 
 
 
Number of Centres pa 

Less than 5 
years old 

Between 5 and 
25 years old 

Between 25 and 
50 years old 

More than 50 
years old 

Less Than 5 48% 37% 33% 31% 

Between 5 and 25 36% 37% 18% 34% 

Subtotal (Less than 25) 84% 74% 51% 65% 

Between 25 and 100 15% 12% 20% 14% 

More Than 100 1% 10% 20% 11% 

Subtotal (More than 25) 16% 22% 40% 25% 

No. of ACs 

Not sure 0% 4% 9% 10% 

Less Than 5 62% 54% 47% 52% 

Between 5 and 25 31% 29% 18% 24% 

Subtotal (Less than 25) 93% 83% 65% 76% 

Between 25 and 100 5% 6% 16% 7% 

More Than 100 1% 3% 10% 1% 

Subtotal (More than 25) 6% 9% 26% 8% 

No. of DCs 

Not sure 1% 8% 9% 16% 

 
Table 1.1.7 provides a breakdown of AC and DC usage across Continents, with ACs favoured 
more often than DCs and this difference emphasised most in the Americas and least within Asia.   
 
 
Table 1.1.7 AC and DC usage across Continents 
 

Continent 

Africa Asia Europe Oceania Americas Type of Centre 

Count % Count % Count % Count % Count % 

AC 42 74 50 55 146 72 21 62 21 75 

DC 15 26 41 45 56 28 13 38 7 25 

 
412 survey respondents stated that they would either answer the survey in reference to 
Assessment Centres (ACs) or Development Centres (DCs). 280 respondents (68%) answered in 
relation to ACs and 132 (32%) answered in relation to DCs.  For the remainder of this report, any 
comparisons made between AC and DC methodologies will be between the 280 AC and 132 DC 
respondents of this sample. 
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1.2 Uses of AC Methodology 
 
Table 1.2.1 below lists the percentages of responses that our sample gave when asked why they 
use AC methodology.  The most frequently stated response for this was ‘other external recruitment’ 
(57%), where ‘other’ refers to any type of recruitment apart from Graduate recruitment.  56% of the 
sample stated that they use AC methodology to diagnose development needs within their 
organisations.  This finding demonstrates that AC methodology is considered useful for both 
assessment (for selection) and development purposes, but when considering the findings from 
Table 1.1.5, it seems that ACs are held more often than DCs throughout the year for a majority of 
our sample. 
 
Additionally, a similar percentage of respondents from both public and private sector organisations 
selected ‘other external recruitment’ and ‘diagnose development needs’, but not-for-profit 
organisations used AC methodology mainly for recruitment purposes (Figure 1.2.2). 
 
 
Table 1.2.1 Uses of AC Methodology (N=437) 
 

Uses of AC Methodology % 

Other External Recruitment 57 

Diagnose Development Needs 56 

Identify High Potential 50 

Graduate Recruitment 49 

Inform Internal Promotion 45 

Succession Planning 38 

Skills Audit 22 

Career Guidance 21 

Inform Performance Management Decisions 16 

Develop New Values 12 

Part of Induction 12 

Aid Cultural Change 11 

Other 6 
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Figure 1.2.2 Uses of AC Methodology across Business Sectors 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 1.2.3 provides details of the top 6 reasons cited per Continent, as to why AC methodology is 
adopted.  It is evident that Europe, Oceania and Asia mostly use ACs in a recruitment drive of 
some sort (Graduate or External), whereas Africa and the Americas (albeit based on their small 
sample) use them to evaluate the development needs of their employees.  Interestingly, responses 
focusing on changing the cultures or values of an organisation were least frequently selected by all 
Continents apart from European respondents, who selected using AC methodology as part of an 
induction the least amount of times.   
 
 
Table 1.2.3 Top 6 reasons for using AC methodology across Continents 
 

Africa Asia Europe Oceania Americas 

Uses of AC Methodology % Rank % Rank % Rank % Rank % Rank 

Diagnose Development Needs 14.2 1 14.2 3 14.7 2 12.1 2 17.1 1 

Identify High Potential 12.9 2 12.9 2 12.5 3 10.6 4 12.4 2 

Inform Internal Promotion 11.9 3 11.9 4 11.9 4 7.8 6 11.4 4 

Other External Recruitment 11.3 4 11.3 5 17.8 1 12.1 2 12.4 2 

Succession Planning 11.3 5 11.3 6 8.6 6 9.9 5 11.4 4 

Graduate Recruitment 10.7 6 10.7 1 11.9 4 13.5 1 9.5 6 

 
However, across the total global sample, there were no differences between private and public 
sector organisations regarding the most and least stated reasons why they adopt AC methodology, 
with 60% of private sector organisations and 54% of public sector organisations using it for 
Graduate recruitment, and only 5% of private sector and 7% of public sector organisations using 
AC methodology for diagnosing development needs. 
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2. Job Analysis and Competency Frameworks  
 
 

2.1 Job Analysis 
 
 
Table 2.1.1 How criteria are chosen on Centres 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 2.1.1 shows that the research found that over half of the organisations from our sample 
(N=434) are using a form of job analysis in order to select the criteria to assess on an AC or DC.  
Also, it appears that a significant number of organisations (35%) are adhering to part or all of an 
existing framework in their assessments of Participants.  Fortunately, it seems that only 6% of the 
organisations in our sample run ACs or DCs without measuring any specific competencies, 
although this raises the concern of ‘what are they measuring?’ 
 
Figure 2.1.2 reveals that the most popular job analysis technique employed by respondents 
(N=238) was ‘reviewing job descriptions’, with 89% using this natural starting point for such 
research within their organisations.  This technique was the most popular method for all five 
Continents across our sample.  Techniques that were selected least often, included shadowing 
(9% of sample) and diary studies (5% of sample), although these techniques were always used in 
conjunction with at least two other methods of investigation by the respondents in this survey. 
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Figure 2.1.2 Types of Job Analysis techniques employed 
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Continent is provided on Table 2.2.1. 
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This table shows that there is broad agreement in focusing on Leadership and Teamwork (ranked 
in the top 4 for all Continents), but then some interesting variances stand out.  Africa places much 
lower emphasis on Persuasive Oral Communication (9th) than all other Continents, who include it in 
their top 6. The Americas are alone in giving Problem Analysis a very low rating (15th) whereas all 
other Continents place it in their top 5.  Asia and the Americas both de-emphasise Interpersonal 
Sensitivity (ranking it 13th and 12th respectively) when the others place it in their top 7.  
 
 
Table 2.2.2 Criteria measured on ACs and DCs 
 
 

Most frequently selected criteria (%) 
Least frequently selected 

criteria 
(%) 

Teamwork  83 Tenacity 26 

Leadership  79 Organisational Sensitivity 25 AC 

Planning & Organising 73 Diversity Awareness 22 

Leadership  80 Networking 23 

Teamwork  74 Organisational Sensitivity 21 DC 

Problem Analysis  69 Diversity Awareness 17 

 
There is very little difference between the types of criteria measured on an AC when compared to a 
DC, with both Diversity Awareness and Organisational Sensitivity selected the least by both AC 
and DC respondents.  However, it is interesting to note that Teamwork is the most frequently 
selected criteria for organisations to measure on an AC, and Leadership for a DC.  This is not 
surprising, as many DCs will be for first-line managers or middle managers, therefore there will be 
a need to assess and/or benchmark their ability to lead people as part of their development.  
Leadership was the second most selected competency to assess in ACs, behind teamwork, 
indicating that an individual’s ability to lead, or their potential to lead in the future, is an important 
facet for recruiting personnel also. 
 
In terms of the numbers of competencies ‘commonly assessed’ across the total sample, no 
significant differences were found when they were used for ACs or DCs (z= -1.014, p>.05).  This 
means that AC and DC respondents were selecting a similar number of competencies that they 
use to assess their Participants at an AC or DC. 
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3. Assessors 
 
 

3.1 Trained Assessors 
 
Nearly half of the 397 respondents (47%) stated that they have less than 5 trained Assessors 
within their organisation (Figure 3.1.1).  The size of the organisation was found to positively 
correlate to the number of trained assessors, in that the larger the organisation, the more trained 
assessors are within it (r=.502, p<.01).   
 
 
Figure 3.1.1 Percentages of trained Assessors within respondent organisations 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Additionally, respondents from every region indicated most often that their organisations’ had ‘less 
than 5’ trained Assessors, demonstrating that this is a global trend and not specific to any 
particular region (see Table 3.1.2). 
 
 
Table 3.1.2 Number of trained Assessors across Continents by % 
 

No. of Trained 
Assessors 

Africa 
% 

Asia 
% 

Europe 
% 

Oceania 
% 

Americas 
% 

Less than 5 41 54 42 48 68 

6-10 22 21 16 17 7 

11-25 21 17 19 24 7 

26-50 5 5 11 7 7 

50+ 10 4 13 3 11 

 
The survey indicates that there are similar numbers of trained assessors for both AC and DC 
organisations (refer to Figure 3.1.3), and that the majority of these organisations (AC = 46%, DC = 
48%) have under 5 assessors trained within their organisation. 
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Figure 3.1.3 Number of trained Assessors for organisations running ACs vs DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
It is also interesting to note that there is a difference between the number of trained assessors 
when comparing across private, public and not for profit sectors, where significantly more public 
sector organisations reported having more trained assessors than private (z=-4.107, p<.01) and 
not for profit (z=-3.200, p<.01) organisations.  There was no significant difference between the 
number of trained Assessors when comparing across private and not for profit organisations (z=-
1.729, p>.05). 
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3.2 Level of Assessors 
 
Table 3.2.1 displays the distribution of responses from across the five Continents in terms of levels 
of Assessors that operate within their organisations. 
 
 
Table 3.2.1 Level of Assessors across Continents 
 

Level of Assessors in 
relation to Participant 

Africa 
% 

Asia 
% 

Europe 
% 

Oceania 
% 

Americas 
% 

More Junior 9 10 6 9 9 

Same Level 16 17 16 15 32 

One Level Above 33 29 34 36 27 

Two Levels Above 26 25 25 25 20 

More Than Two  Levels 
Above 

16 20 18 15 11 

 
It is evident that, for all regions apart from the Americas, that the majority of organisations use 
Assessors that are ‘one level above’ the Participant.  The second most frequent response for these 
regions (apart from the Americas) was using Assessors that are ‘two levels above’ the Participant.  
The Americas however, were the only anomaly in this respect, as the most frequently selected 
level from these respondents (32%) stated that their Assessors were the same level as the 
Participants, with Assessors ‘one level above’ the Participant being the second most selected 
option (27%).  Again, this may be due to the inadequate size of the Americas sample. 
 
 
Figure 3.2.2 (below) indicates that the level of Assessors used across ACs and DCs are similar.  
For over half of the AC and DC respondents, the Assessors that are used are one level above the 
Participants (57% of AC respondents, 59% of DC respondents).  This may be due to the 
involvement of the Line Managers (for DCs) or potential Line Managers (ACs) in the assessment 
process.  This is supported by the data, which shows that out of all the respondents who said 
Assessors are ‘one level above’ the Participants (N=106), 64% also stated that Line Managers 
were asked to be Assessors (section 3.3).  It is interesting to observe that the Assessor is either 
lower or of the same level as the Participant more often for AC respondents than for DC 
respondents.  This may be due to the fact that for development purposes, it may not be perceived 
as appropriate or credible by the Participant to have a more junior Assessor evaluate their 
performance.  However for recruitment or selection, this may not be as important, or may not be 
apparent to the Participant and so is seen as more acceptable. 
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Figure 3.2.2 Level of Assessors in ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

3.3 Who are the Assessors? 
 
Table 3.3.1 indicates that HR staff are most likely to be used as Assessors according to 61% of the 
respondents.  Not surprisingly, only 3% of the respondents stated that the Participants’ colleagues 
acted as assessors, and only 2% stated that the Participant assessed themselves at their Centres. 
 
 
Table 3.3.1 Who acts as Assessors? (N=185) 
 

Who acts as Assessors? (%) 

HR Staff 61 

Line Managers 53 

External Consultants 38 

Psychologists (Internal and External) 29 

Staff with Expertise 27 

Other 5 

Participants Colleagues 3 

Participants Themselves 2 

 
When comparing who acts as Assessors across Continents, it is evident that the most frequently 
selected response from all regions, except Oceania was HR Staff (Table 3.3.2).  The use of Line 
Managers was the second or third most popular response for all regions, with Psychologists and/or 
External Consultants being the other preferred options. 
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Table 3.3.2 Who acts as Assessors across Continents? 
 

% Split per 
Continent 

Africa Asia Europe Oceania Americas 

HR Staff 31 31 26 23 31 

Psychologists 23 9 14 3 19 

External 
Consultants 

15 18 15 26 22 

Line Managers 19 29 24 23 22 

Participants’ 
Colleagues 

0 1 2 3 0 

Participants 0 1 1 3 0 

Expert Staff 8 10 14 19 6 

Don’t Know 0 0 0 0 0 

Others 4 1 4 0 0 

 
Figure 3.3.3 indicates that HR Staff and Line Managers tend to be more involved in the 
assessment process than most other groups of people and this is particularly true with ACs (68%) 
as compared with DCs (48%).  It is evident that it is important for Line Managers to contribute to 
the process as Assessors for both ACs and DCs.  This is not surprising, when considering that the 
Line Managers will either be the Managers of the recruits from an AC, or they need a clear 
understanding of the development needs of their Direct Reports when they attend a DC, so as to 
ensure they focus on the behaviours which need to change in the workplace.   It is also more 
common for the Participants themselves and/or their colleagues to be involved in the assessment 
process in a DC rather than an AC.  This finding may reflect the use of self-assessment measures 
and/or 360 degree feedback processes for development purposes. 
 
 
Figure 3.3.3 Assessors in ACs and DCs 
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3.4 Ratio of Assessors to Participants 
 
Best practice states that the ratio of Assessors to Participants at an AC or DC should be at 1:2, 
ideally 1:1.  A luxury for any AC or DC would be two (or more) assessors to one Participant, which 
was the case in 19% of the responses provided (N=393).  Additionally, 61% of the respondents in 
this survey stated that they adhered to best practice guidelines with either 2:1, 1:1, or 1:2 Assessor 
to Participant ratios.  It is worrying, however, that a quarter of the respondents are not following 
best practice guidelines, and are running ACs or DCs where there may be 3 or more Participants 
to every one Assessor. 
 
 
Figure 3.4.1 Assessor to Participant ratio of sample (N=393) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
When compared across Continents, it is evident that a majority of European and Oceania 
respondents (75% and 58% respectively) adhere to best practice guidelines by employing 
Assessor to Participant ratios of either 2:1, 1:1 or 1:2 within their Centres.  However, it is 
concerning that 50% or less of the respondents from Asia, Africa and the Americas, are adhering 
to best practice guidelines.  The quality and accuracy of an Assessor’s evaluations of a Participant 
will be lowered when there are a greater number of Participants for them to assess at any one 
time. This suggests that action should be taken to minimise the demands made on Assessors in 
these regions, to ensure a fair and accurate evaluation of each Participant’s performance. 
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Table 3.4.2 Assessor to Participant ratios across Continents 
 

Assessor: 
Participant 

Africa 
(%) 

Asia 
(%) 

Europe 
(%) 

Oceania 
(%) 

Americas 
(%) 

2:1 14 19 23 7 18 

1:1 21 12 21 17 18 

1:2 10 18 31 34 14 

Best practice 45 49 75 58 50 

1:3 9 11 9 14 4 

1:4 7 5 4 3 14 

1:5 16 10 3 7 4 

Don’t Know 14 23 6 15 28 

Other 9 2 3 3 0 

 
 

3.5 Observation Techniques 
 
The International Taskforce’s Assessment Center Guidelines and the British Psychological 
Society’s Best Practice Guidelines both state that Assessors need to ‘develop skills in the process 
of observation, recording, classification and evaluation of evidence’, otherwise known as the 
‘ORCE’ technique.  This is to ensure that the assessment process is structured, and to an extent 
‘slowed down’, so that Assessors are not able to add subjective judgements to their assessments 
at any stage of the process. 
 
The survey suggests that under half of the respondents are adhering to this guideline (43%), and 
instead more organisations selected ‘behavioural ticklists’ (50%) and ‘unstructured observation’ 
(46%) as their chosen method of assessment.  Additionally, out of all of the respondents who 
selected the behavioural ticklist technique (N=198), only 33% of them used ORCE as well.  
Similarly, out of the 182 respondents who stated that they used ‘Unstructured Observation’ as a 
behaviour assessment technique, only 19% of these used ORCE as well.  This is concerning, as 
employing unstructured observation techniques alone can undoubtedly provide a greater 
opportunity for bias to creep into the assessment process, and therefore can potentially provide 
inaccurate reflections of a Participants’ competence in many areas. 
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Figure 3.5.1 Assessment technique employed across sample (N=398) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
When comparing assessment techniques across Continents, it is evident that Europe advocates 
the use of the ORCE technique most, with 57% of European respondents claiming to use this type 
of assessment method.  However, for other Continents with well-established AC and DC processes 
(such as the Americas and Oceania), the use of the ORCE technique is low, with only 21% of 
respondents from Oceania and 30% from the Americas claiming they use this form of assessment 
method.  However, once again the small North America sample size mean that this finding isn’t 
necessarily representative of what is practiced there, given that quite a lot of the academic papers 
published about ACs in the US do cite the use of the ORCE technique. 
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across Continents 
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Africa Behavioural Ticklists 64 31 

Asia Unstructured Observation 49 29 

Europe ORCE 57 57 
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3.6 Assessor Skills 
 
Respondents were asked to rate 16 different Assessor skills in terms of their importance as either 
‘extremely’, ‘reasonably’, ‘not really’ and ‘not at all’ important.  The survey suggests that the 
respondents were generally in agreement that it is ‘extremely’ important for Assessors to have 
objective judgement (83%) and listening skills (81%).  This is not surprising, seeing as the 
Assessor should be adhering to the ORCE technique of assessment (see Section 3.5) which 
requires both an objective approach to assessing along with accurate listening skills in order to 
observe and record behaviour accurately.  Rated as ‘reasonably’ important was the Assessor’s 
ability to be flexible (61%) and well organised (58%). 
 
 
Table 3.6.1 Assessor skills required 
 

Assessor Skill % 

Objective Judgement 83 

Listening 81 

Flexibility 61 

Systematic / Well Organised 58 

 
Listening skills or Objective Judgement were generally rated as being ‘extremely important’ 
qualities for Assessors across all regions.  They were always selected most frequently or second 
most frequently, except for the Americas, where ‘Feedback Skills’ was the second-most frequently 
rated as ‘extremely important’ (refer to Table 3.6.2).  Both Objective Judgement and Listening skills 
were also most frequently rated as ‘extremely important’ by both AC and DC respondents.   
 
 
Table 3.6.2 Assessor skills required across Continents 
 
 Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas 

% 

Objective Judgement 91 70 89 86  

Listening 83 67 86 93 69 

Feedback Skills     66 

 
 

3.7 Assessor Training 
 
The survey results suggest that three quarters of the respondents train their Assessors, but 
disappointingly, at least 20% do not (see Figure 3.7.1).  Comparisons across the Continents, show 
some consistency, with the Europeans being most inclined to follow best practice and the 
Americas the least, but as stated previously, this low response (56%) may be due to the small US 
sample (refer to Figure 3.7.2). 
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Figure 3.7.1 Organisations who train their Assessors 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 3.7.2 Percentage of Respondents who train their Assessors across Continents 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Assessor training duration varied quite considerably among respondents, with a majority (28%) 
stating that their training duration lasted between 0.5 and 1 day.  BPS Best Practice Guidelines 
state that Assessor training should be at least two days in duration, therefore the fact that only 24% 
of the respondents dedicated such time to the process is concerning.   Additionally, when Assessor 
training was compared across Continents (Table 3.7.4), it was interesting to find that respondents 
from the Americas and Africa dedicated the most time to Assessor training (above two days), and 
Asian, European and Oceania respondents most frequently stated that they dedicated between 0.5 
and 1 day Assessor training.  Such short training times may be expected of the less established 
Continents, but in Europe, where AC methodology is well established, it is surprising, and quite 
concerning to learn that their organisations are dedicating only a short amount of time to Assessor 
training. 
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Figure 3.7.3 Length of Assessor Training 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 3.7.4 Length of Assessor Training across Continents 
 

Training Duration 
Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas 

% 

Less than 0.5 day 5 11 10 9 27 

0.5 - 1 day 14 26 31 41 20 

1 - 1.5 days 9 17 16 5 
 

0 

1.5 -  2 days 23 17 21 18 0 

More than 2 days 40 24 18 18 40 

Other 0 2 1 5 7 

 
The following Table (3.7.5) contains different components of Assessor training, and the percentage 
of respondents who stated that each element is included in the training of their Assessors. 
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Table 3.7.5  Assessor Training content across total sample 
 
Assessor Training Content % 

Role of the Assessor 85 

Familiarity with Organisations’ Competencies 76 

Practise Assessing on Simulation Exercises 76 

How Competencies are Displayed in Exercises 67 

Behavioural Observation Techniques 67 

Centre Logistics 60 

Interviewing Skills 57 

Feedback Skills 56 

Common Rater Errors 55 

Benchmarks for Effective Performance 42 

Coaching Skills 21 

Other 5 
 
It is evident that the role of the Assessor is the most important aspect of training for a majority of 
the respondents, with 85% of the respondents who train their Assessors (N=297) selecting this 
component as ‘inclusive’ of Assessor training most frequently.  Best Practice advocates that 
Assessors should be familiar with the exercises and the criteria that they are assessing the 
Participants on, and encouragingly, these two aspects were frequently rated as being included in 
Assessor training by these organisations (76% of respondents for both components). 
 
 
Table 3.7.6 Assessor Training content across Continents 
 

Assessor Training Content Africa Asia Europe Oceania Americas 

Familiarity with the Organisations’ 
Competencies 

12 10 12 10 12 

How Competencies are displayed 
in Exercises 

10 9 11 9 8 

Benchmarks for Effective 
Performance 

5 6 6 8 6 

Practise Assessing on Simulation 
Exercises 

13 13 10 12 11 

Role of the Assessor 12 14 12 14 14 

Behavioural Observation 
Techniques 

11 9 10 9 7 

Centre Logistics 8 6 10 8 9 

Common Rater Errors 8 10 8 9 5 

Feedback Skills 9 10 8 9 10 

Interviewing Skills 8 10 8 7 10 

Coaching Skills 3 3 4 4 7 

Other 1 0 1 1 1 
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The role of the Assessor was selected most frequently from respondents in Asia, Oceania, the 
Americas and Europe (joint with ‘familiarity with the organisations’ competencies’).  African 
respondents selected ‘practice assessing on simulation exercises’ most frequently (13%), however 
this was only 1% greater that the portion of respondents who selected ‘role of the Assessor’ (12%). 
 
 
Figure 3.7.7 Assessor Training Content across ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
However, an interesting finding is that only 21% of our Assessor training respondents rated 
‘Coaching skills’ as inclusive of their Assessor training content.  This is not surprising given the 
limited amount of time dedicated to Assessor training for a majority of the respondents (figures 
3.7.3 and 3.7.4 above).  This is indicative that this skill is only required if the Assessor will be 
required to Coach post-Centre, and is not necessarily an important facet just for the Assessor role.  
In a DC, this component is seen as more important, as 34% of DC respondents include ‘Coaching 
Skills’ in their training compared to 15% of the AC respondents.  This pattern was also seen for 
‘Feedback Skills’, where 66% of DC respondents stated this as inclusive of Assessor training, 
compared to the lower 54% of AC respondents.  This is not surprising, as the DC is very much the 
start of a process, where coaching and feedback are ongoing processes after the event itself, 
whereas for ACs, the focus will be more on whether or not the Participant can do the role to an 
effective level, and therefore feedback and coaching skills after the event will not be as prominent. 
 
However, for both ACs and DCs, the most frequently selected component of Assessor training was 
the role of the Assessor, and what is expected of them throughout the process (87% of AC and 
85% of DC respondents respectively). 
 

0 20 40 60 80 100

Role of the Assessor

Familiarity with Organisations' Competencies

Practice Assessing on Simulation Exercises

Behavioural Observation Techniques

How Competencies are Displayed in Exercise

Centre Logistics

Interviewing Skills

Common Rater Errors

Feedback Skills 

Benchmarks for Effective Performance

Coaching Skills

Other

C
o

m
p

o
n

en
ts

 o
f 

A
ss

es
so

r 
T

ra
in

in
g

% of Respondents

DC

AC



A&DC Product Development\GRQ\Report 

 2008 The A&DC Group  (01483 860 898)  V1   Page 28 of 55 

4. Assessment Centre Design 
 
 

4.1 Designer of Centres 
 
There was a reasonable distribution of responses in terms of who designs the AC or DC, however 
most of our respondents stated that they design the AC/DC content internally, using either an HR 
resource (29%) or other internal resources (19%). 
 
 
Figure 4.1.1 Designers of AC/DC for GRQ (N=213) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 4.1.2 shows that most continents make greatest use of internal resources to design their 
ACs or DCs; Americas 52% (28% HR, 24% Other); Oceania 55% (38% HR, 17% Other); Asia 54% 
(44% HR, 10% Other) and Europe 51% (34% HR, 17% Other).  At 41% (28% HR, 13% Other)  
Africa makes least use of internal resources, preferring instead to use External Consultants (44%), 
probably because internal resources are not as experienced in AC/DC design, compared with 
other parts of the World.  It is also interesting to note that Europe and Oceania make the greatest 
use of Off-the-shelf exercises (22% and 24% respectively), along with the lowest use of external 
consultants at 25% and 21% respectively, suggesting greater self-sufficiency. 
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Table 4.1.2 Designers of AC/DC (N=384) across Continents 
 

Continent 
Designers of AC/DC Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas

% 

Internal HR Resource 28 44 34 38 28 

Other Internal Resource 13 10 17 17 24 

External Consultants 44 29 25 21 34 

Use ‘off-the-shelf’ exercises 15 10 22 24 7 

Don’t know 0 8 2 0 7 

 
When considering the elements that are included for most organisations in the design of the AC or 
DC process, the most frequently selected element was a Participant briefing.  Overall, 85% of the 
GRQ respondents stated that they briefed the Participant as part of their AC or DC process. This is 
a positive finding, as it adheres to best practice guidelines that all Participants, especially those 
whose participation is a requirement of their employment, should be fully informed of the Centre 
and its purpose, ideally 2-3 weeks in advance.  For DC respondents, there were more frequent 
selections for ‘feedback sessions’ (81% of DC sample), ‘preparation for feedback’ (70% of DC 
sample), and ‘personal development’ (67% of DC sample). This is not surprising given that the 
purpose of a DC is focused on providing Participants with detailed feedback of every aspect of 
their working behaviours, along with action plans regarding their current performance and how they 
can improve on identified development areas in the future. 
 
 
Figure 4.1.3 Elements included in the process comparing ACs and DCs 
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4.2 Number of Participants 
 
 
Figure 4.2.1 Number of Participants on an AC/DC (N=380) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 4.2.1 shows, the majority of respondents (26%) stated that they assess 6 Participants 
during one of their Centres, which is a comfortable, manageable size and Table 4.2.2 reveals that 
respondents from Asia and Europe selected 6 Participants most frequently (26% and 30% 
respectively).  However, 24% of respondents from Asia and 32% from the Americas stated that 
they assessed less than 4 Participants at a time.  Smaller groups may be an artefact of fewer 
people needing to be assessed, although this is less true of the US, where travelling distances are 
a concern, resulting in an increasing emphasis on the use of online assessment methodologies. 
Additionally, the number of Participants at an AC or DC positively correlates with the number of 
trained Assessors within the organisation, meaning that organisations with a greater number of 
trained Assessors tend to assess more Participants during an AC or DC (r=.275, p<.01). 
 
 
Table 4.2.2 Number of Participants on an AC/DC across Continents (N=212) 
 

No. of Participants 
Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas 

% 

Less than 4 15 24 9 17 32 
4 9 9 5 14 4 
5 8 3 4 0 4 
6 19 26 30 10 11 
7 2 0 2 3 0 
8 17 8 17 28 4 
9 0 0 1 0 0 
10 8 5 5 7 14 
11 0 0 0 0 0 
12 9 8 15 0 4 
More than 12 11 12 9 17 11 
Don’t know 2 5 3 4 16 

15

8

4

26

2

17

7

10

8

4

0 10 20 30

Less Than 4

4

5

6

7

8

10

12

More Than 12

Don't Know
N

u
m

b
er

 o
f 
P

ar
ti
ci

p
an

ts

% of Respondents



A&DC Product Development\GRQ\Report 

 2008 The A&DC Group  (01483 860 898)  V1   Page 31 of 55 

4.3 Durations of Centres 
 
 
Figure 4.3.1 Duration of AC/DCs across sample (N=379) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 4.3.2 Duration of AC/DCs across Continents 
 

Duration of AC/DCs 
Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas 

% 

Less than 0.5 day 6 17 5 3 25 

0.5 - 1 day 45 32 50 55 32 

1 - 1.5 days 17 21 25 17 25 

1.5 -  2 days 19 15 12 10 4 

More than 2 days 11 10 7 10 4 

Don’t Know 2 5 1 5 10 

 
Almost half of the respondents (46%) stated that their ACs or DCs last between 0.5 and 1 day, with 
only 5% suggesting that their ACs or DCs last any longer than 2 days.  When comparing across 
Continents, the largest group of respondents from every region stated that their Centres last 
between 0.5 and 1 day, with Oceania and Europe producing the most frequent responses for these 
durations (55% and 50% respectively). 
 
When comparing AC and DC respondents, it is evident that a majority (56%) of the 0.5-1 day 
responses related to ACs, compared to only 30% for DCs.  As one might expect, there is far more 
variation in the duration of DCs than there is for ACs, as Figure 4.3.3 below demonstrates.  This is 
because DCs incorporate more components within the process (section 4.1) such as feeding back 
of results and personal development sessions based on improving Participants’ performance.  
Additionally, it would be expected that the wash-up session within a DC would be longer than for 
an AC, as each Participant would be discussed in greater depth on topics relating to their 
performance, as opposed to an AC wash-up which would be focussed on whether or not the 
Participant could perform to an effective level or not (refer to section 4.4.3 for these findings). 
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Figure 4.3.3 Duration of ACs versus DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Additionally, and perhaps unsurprisingly, there is a positive relationship between the number of 
Participants at an AC or DC and the length of the Centre itself, whereby the Centres are longer 
when more Participants are included (r=.362, p<.01).  These findings were also reflected in the 
responses from each of the 5 Continents, with no noticeable differences.  
 
 

4.4 Decision-Making Processes 
 
It is evident from the survey responses that a consensus discussion in a wash-up is by far the most 
frequently used decision-making procedure in place to evaluate Participants’ overall performance 
at an AC or DC, with three-quarters of the sample suggesting that they use such a decision-making 
method.  This is also the most frequently used process across all of the Continents (see Table 
4.4.2), and for both ACs and DCs.   
 
 
Figure 4.4.1 Decision making processes in place across the total sample (N=378) 
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Table 4.4.2 Decision making process across Continents 
 

Decision making 
process 

Africa 
% 

Asia 
% 

Europe 
% 

Oceania 
% 

Americas 
% 

Arithmetic Formula 19 18 11 11 11 

Voting on Scores 9 10 4 14 4 

Consensus Discussion 70 69 79 64 81 

Other 2 3 6 11 4 

 
Of the majority of respondents who use a consensus discussion session (N=283), most 
respondents stated that they spent between 11-20 minutes on each Participant (28%), however 
there is a fair distribution of responses, as figure 4.4.3 illustrates. 
 
 
Figure 4.4.3 Time spent discussing each Participant in a consensus discussion (N=283) 
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Table 4.4.4 Consensus discussion time for each participant across Continents 
 
Discussion time for 
each Participant (in 
minutes) 

Africa 
% 

Asia 
% 

Europe 
% 

Oceania 
% 

Americas 
% 

Less than 10 minutes 11 11 11 0 5 

11-20 minutes 36 25 27 35 30 

21-30 minutes 19 28 24 24 20 

31-45 minutes 14 19 17 29 15 

45-60 minutes 11 4 13 12 15 

More than 60 minutes 3 9 4 0 15 

Don’t Know 6 4 4 0 0 

 
Table 4.4.4 shows that the ‘11-20 minutes’ and ‘21-30 minutes’ durations are the most popular for 
all continents, with the exception of Oceania, where ‘31-45 minutes’ was favoured in second place.  
Oceania was also different to the other continents in that no respondents selected ‘less than 10 
minutes’ or ‘more than 60 minutes’.  When breaking each Continent down into AC and DC 
respondents (Table 4.4.5), a couple of additional trends appear.  For example, it is evident that, for 
each Continent, the majority of discussions that last for ‘less that 10 minutes’ are for ACs rather 
than DCs.  This is not surprising, given that more details of a Participant’s performance would be 
discussed during a DC wash-up compared to an AC.  Also, it appears that respondents from 
Oceania devote most time discussing DC Participants’ performances, with 40% of the Oceania DC 
respondents stating that they spend between 45-60 minutes in a consensus discussion. 
 
 
Table 4.4.5 Time spent discussing Participants in a consensus discussion across 

Continents (in minutes) – ACs compared to DCs 
 

Africa (%) Asia (%) Europe (%) Oceania (%) Americas (%)
Minutes 

AC DC AC DC AC DC AC DC AC DC 

Less than 10 17 0 14 5 12 5 0 0 8 0 

11-20 26 40 29 23 29 17 42 20 23 67 

21-30 30 0 21 36 24 27 25 20 31 0 

31-45 13 20 18 23 14 27 33 20 8 33 

46-60 9 20 0 5 14 15 0 40 22 0 

More than 60 4 0 14 5 3 7 0 0 8 0 

Don’t know 1 20 4 3 4 2 0 0 0 0 
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As one would expect, Figure 4.4.6 indicates that more time is spent discussing Participants on a 
DC than on an AC.  However, it is interesting to note that 73% of DC respondents indicated they 
spent between 11-45 minutes discussing each Participant, whereas 66% of AC respondents spent 
30 minutes or less discussing each Participant. It is not surprising that DC discussions on each 
Participant will be longer, as every aspect of their performance will need to be considered and fed 
back to them appropriately.  In ACs for selection and recruitment, however, it is more a case of 
deciding if a Participant can be effective in a certain role or not, which is more straightforward. 
 
 
Figure 4.4.6 Time spent discussing each Participant in a consensus discussion 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

4.5 Exercise types used in Centres 
 
The survey found that the most frequently used exercise type overall are Interview Simulations 
(also called Roleplays), with 67% of the sample selecting this exercise type.  
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When compared across Continents, respondents from all regions apart from Europe and Oceania 
selected Interview Simulations most frequently.  For both Europe and Oceania, Oral Presentations 
were selected most frequently, making it the second most selected exercise type of overall (62%).  
This finding may indicate that respondents prefer simulations that are based on Participants being 
able to demonstrate effective communication (Oral Presentation) or their ability to work with one 
other person (Interview Simulation). It is interesting to note that, despite most respondents stating 
that they frequently assessed Teamwork and Leadership criteria in their Centres (section 2.2), they 
have most frequently selected exercises that are more effective at eliciting oral communication and 
interpersonal sensitivity.  However, in many exercise scenarios, it could be possible to assess 
Leadership within an Interview Simulation, with, for example, the Participant playing the role of a 
boss to a Direct Report. 
 
The least selected exercise overall was the Fact Find exercise, which is used by only 30% of 
respondents (N=443).  This trend was repeated across regions, as the majority of Continents 
(apart from Oceania and Europe), selected the Fact Find exercise least often (refer to table 4.5.2).  
Interestingly, respondents from Oceania selected Assigned Role Group Discussions the least 
amount of times, indicating that these types of exercises, which assess persuasive oral 
communication and influencing skills, are not used or required by many respondents from this 
region. 
 
 
Table 4.5.2 Exercise types used in Centres across Continents 
 

 Most selected Exercise (%) Least selected Exercise (%)

Africa Interview Simulations 77 Fact Find 34 

Asia Interview Simulations 61 Fact Find 24 

Europe Oral Presentation 70 Scheduling or Planning 32 

Oceania Oral Presentation 68 Group Discussion – AR 21 

Americas Interview Simulations 66 Fact Find 16 

 
Figure 4.5.3 shows that the usage of exercises did not vary across AC or DC users. Both AC and 
DC respondents selected Interview Simulation exercises most frequently (AC = 67%, DC = 68%), 
and Fact find exercises were least frequently selected for AC respondents (31%) and Scheduling 
exercises for DC respondents (27%). 
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Figure 4.5.3 Exercise types used in ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 4.5.4 Top 6 Exercise types used most often in Centres across Continents  
 

Africa Asia Europe Oceania Americas 
Exercise Types 

% Rank % Rank % Rank % Rank % Rank 

In-Basket/In-tray or 
Inbox exercises 

44 1 10 5 9 4 19 2 17 3 

Interview simulations or 
Roleplays 

22 2 28 2 34 1 44 1 46 1 

Group Discussion          
- Non Assigned Role 

15 3 29 1 25 2 19 2 25 2 

Analysis exercises 9 4 8 6 19 3 4 5 8 4 

Oral Presentation 
exercises 

7 5 11 4 9 4 10 4 0 6 

Group Discussion          
- Assigned Role 

3 6 14 3 4 6 4 5 4 5 

 
Table 4.5.4 shows the top 6 exercise types used across the different Continents and it shows that 
Interview Simulations and Non-Assigned Role Group Discussions are generally the two most 
popular exercise types.  Africa stands out as the exception, as they favour the In-basket exercise, 
with a significant 44% of respondents from that Continent highlighting this choice.  Europe appears 
to place a greater emphasis on Analysis Exercises than any of the other Continents, being the only 
one to put it in their top 3, whilst Asia is the only Continent to put Assigned Role Group discussions 
in its top 3. Another interesting finding, which isn’t shown in the above table, is that both Africa and 
the Americas regions selected a type of Competency Based Interview as their least used exercise 
type.  This is surprising, given the proven validity and reliability of Competency Based Interviewing, 
along with their perceived fairness and objectivity in assessment.   
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Figure 4.5.5 Popularity of Assessment Tools 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
In addition to exercise simulations, respondents most frequently use Interviews and Personality 
Questionnaires as additional assessment tools within their Centres (79% of respondents for both 
tools), with ability tests being popular as well (69% of respondents).  Outdoor activities were 
selected least frequently (8%).  This pattern was consistently adopted across all Continents as 
shown in Table 4.5.6.  The results also showed that Outdoor Activities, Situational Judgement 
Tests (SJTs) and Business Games were selected least often across the five regions. 
 
 
Table 4.5.6 Additional assessment tools most frequently used across Continents 
 

Africa Asia Europe Oceania Americas 
 

% Rank % Rank % Rank % Rank % Rank

Personality 
Questionnaires 

25 1 24 2 27 2 26 1 27 1 

Interviews 23 2 25 1 28 1 23 2 25 2 

Ability Tests 22 3 21 3 24 3 23 2 16 3 

360 Degree Feedback 12 4 11 4 7 4 9 4 11 4 

 
When comparing the use of additional tools on ACs and DCs, Interviews are most frequently 
selected on ACs (84%), with outdoor activities selected least often (7%).  For DCs, the most 
frequently selected tool was Personality Questionnaires (78%), and SJTs were the least frequently 
selected tools (11%), which is little surprise as they are most commonly used as sifting tools within 
the selection process.  Personality assessment in development and assessment (for selection) 
may be useful for evaluating the extent to which an individual’s values and motives fit with the 
culture of the organisation, and how these may be affecting that person’s working performance at 
that time (for a DC), or the likelihood of them fitting in with the organisation’s values and culture 
once commencing employment (for an AC).  Interviews, however, may be more common in 
assessment for selection because they enable the Assessor to gain an understanding of the level 
of ‘fit’ that a Participant may have with the organisation through face-to-face interactions.   
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Figure 4.5.6 Additional Assessment Tools used on ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

4.6 Information Provided to Participants 
 
The survey results show that the most common piece of information for Participants to receive prior 
to the Centre, for both ACs and DCs, was the Centre’s purpose (57% for ACs and 54% for DCs).  
The most notable difference between information provided when comparing ACs and DCs was that 
practice tests for Participants, were supplied 32% of the time for ACs and only 18% for DCs.  As 
Figure 4.5.6 shows that ability tests and personality questionnaires are used to the same degree 
on both ACs and DCs, this difference must be due to the perceived impact of these Centres on the 
Participants, with the need to provide practice opportunities being less apparent for DCs than ACs. 
This could be because the outcome of the DC is less critical or the experience less threatening, or 
it could be that the types of tests that they will be doing on the DC will be similar to their working 
roles, therefore providing practice tests beforehand may be less important.  However, for many 
ACs (for selection), there may be a mixture of internal and external Participants with a variety of 
relevant experience relating to the target role.  Therefore, it may be more appropriate to provide 
the same information to Participants prior to the Centre (in the form of a practice test) in order to 
enhance fairness and objectivity of the assessment process. 
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Table 4.6.1 Information provided to Participants prior to ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Across the five regions within the survey, respondents from all regions apart from Asia selected 
‘Purpose of the Centre’ most frequently when suggesting the type of information that is provided to 
their Participants before a Centre.  Interestingly, over half of the respondents from Asia (53%) 
stated that their Participants were provided with information relating to the ‘exercise content’ most 
frequently, more often than knowledge of the purpose of the centre (37% of Asian respondents). 
 
 

4.7 Feedback 
 
Over half of respondents (59%) stated that they provide feedback to their Participants ‘sometime 
after the Centre’, with 30% suggesting that feedback is provided at the end of the day, and only 
12% claiming that they provide feedback after each exercise.  However, when comparing these 
results across ACs and DCs, it is evident that there are some differences in the practice of 
providing feedback between the two types of Centre. 
 
Figure 4.7.1 shows that a quarter of DC respondents provide feedback to their Participants after 
each exercise, compared to only 6% of AC respondents.  This finding reflects the fact that many 
DCs will be for identifying individuals’ development needs (as opposed to assessment for 
succession planning or to identify future potential), and focusing on ways to improve these.  With 
immediate feedback provided, the Participant will be able to reflect on their performance on a 
particular exercise, and begin to focus on how they could improve in subsequent exercises or in 
the future. 
 
What is concerning, however, is that nearly half of DC respondents (49%), stated that they provide 
feedback to their Participants ‘sometime after the centre’.  This may be acceptable for DCs that are 
more assessment-orientated (for succession planning or to identify future potential), but when a 
DC is for development purposes, delaying the feedback for this long may detract it from the very 
nature of the process, which is to provide the Participant with an accurate reflection of their 
performance at that time, and ways in which they address their development needs in the future. 
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Figure 4.7.1 When Feedback is provided for ACs and DCs (N=365) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
It is evident that feedback on DCs takes place at various times, presumably depending on the 
purpose, nature, structure and duration of the DC.  When the timing of feedback is viewed across 
Continents (table 4.7.2) it is apparent that feedback ‘after each exercise’ is significantly more 
popular for DCs than ACs and this is consistent with the developmental purpose of these Centres. 
There were no respondents from Africa or Oceania who selected providing feedback ‘after each 
exercise’ for an AC, and only few respondents from Europe (4%) adopted this practice on ACs.  
Providing feedback ‘sometime after the Centre’ was by far the most popular time to give feedback 
for ACs and it was also much more common on ACs than on DCs, across all Continents. 
 
 
Table 4.7.2 Timing of feedback across Continents for ACs and DCs 
 

Africa Asia Europe Oceania Americas 
Feedback 

AC DC AC DC AC DC AC DC AC DC 

After each 
Exercise (%) 

0 25 15 26 4 16 0 38 17 25 

At the end of the 
Centre (%) 

30 44 33 30 23 36 33 31 33 50 

Sometime after 
the Centre (%) 

70 31 52 44 73 48 67 31 50 25 

 
Figure 4.7.3 indicates that feedback is provided verbally to Participants about 84% of the time and 
this is usually provided individually (71%).  Written feedback is generally provided to participants 
55% of the time, with this rising to 71% for DCs and falling to 49% for ACs.  This is not surprising, 
as the whole point of a DC is to provide Participants with detailed reports and feedback regarding 
their performance at a Centre, so that they can work on their development needs.  An AC for 
selection purposes does not require the Participant to have such detailed feedback, as their key 
concern is whether or not they have been selected for the role.  However, feedback of some 
variety should always be provided to AC Participants, and it is encouraging to see that many AC 
respondents are providing feedback in one form or another. 
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Figure 4.7.3 Method of giving Feedback (N=373) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 4.7.4 Method of giving feedback across Continents on ACs and DCs 
 

Africa 
% 

Asia 
% 

Europe 
% 

Oceania 
% 

Americas 
% Feedback method 

AC DC AC DC AC DC AC DC AC DC 

Verbally 36 31 39 29 41 35 48 38 37 36 

In Writing 28 25 19 26 23 30 14 34 26 18 

Individually 26 33 32 35 34 28 34 28 30 36 

In Groups 5 11 6 7 1 4 3 0 5 9 

Don’t Know 1 0 4 3 1 1 1 0 2 1 

Other 4 0 0 0 0 2 0 0 0 0 

 
The responses from every region followed a similar pattern as in figure 4.7.3, with individual verbal 
feedback being the preferred approach across most Continents, sometimes supplemented by 
written feedback.  Written feedback was more frequently given on DCs in Asia, Europe and 
Oceania (26%, 30% and 34% respectively), compared to ACs (19%, 23% and 14% respectively).  
However, in Africa and the Americas, it was the opposite trend, with written feedback being given 
more frequently on ACs (28% and 26% respectively) compared to DCs (25% and 18% 
respectively).    
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Figure 4.7.5 shows that for both ACs (47%) and DCs (58%), the Assessors were the most frequent 
providers of feedback to Participants regarding their performance.  The most notable differences 
are that HR staff were used more often to provide feedback with ACs (37%) than for DCs (21%), 
whereas Line Managers would provide feedback more often with DCs (29%) than with ACs (20%).  
These findings are consistent with the fact that HR staff would often communicate the decision 
after an AC for external recruitment and Line Managers would often provide feedback to staff 
within their functional departments to support the development process. 
 
 
Figure 4.7.5 Feedback provider across sample (N-366) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 4.7.6. Feedback provider across Continents 
 

Feedback Provider 
Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas 

% 

Only Assessors 35 33 29 32 31 

HR/Personnel Staff 15 18 23 21 22 

Peers/Fellow Participants 1 2 3 11 0 

Centre Manager 8 8 12 8 3 

Line Manager 12 19 13 13 17 

Psychologist 22 8 12 11 17 

Automated Computer 
Generated 

5 6 3 2 6 

Don’t Know 1 6 2 0 1 

Other 1 0 3 2 3 
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Table 4.7.6 indicates that ‘Only Assessors’ are the most frequently selected provider of feedback 
across every Continent.  For Europe, Oceania and the Americas, the second-most frequently 
selected provider of feedback was HR Staff (23%, 21% and 22% respectively).  However, for 
African respondents, the second-most frequently selected response was for ‘Psychologists’ (22%), 
suggesting that organisations in Africa depend on Psychologists more than other Continents when 
providing feedback to their Participants.  ‘Line Managers’ were selected second-most frequently for 
Asian respondents, with 19% selecting these employees as feedback providers within their 
organisations. 
 
Participants are generally rated by one or more means and 71% of the total sample did so by 
competency, 50% by exercise and 34% awarded Participants with an Overall Rating.  Of those 
using an Overall Rating, nearly two-thirds were for ACs and just over one-third for DCs, which 
given the focused ‘Yes/No’ outcome of an AC, makes an Overall Rating an appropriate 
mechanism.  
 
 
Figure 4.7.7 How Participants are rated across Continents 
 

Rating basis 
Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas % 

By Exercise 44 42 57 59 36 

By Competency 73 68 73 66 68 

Overall Rating 46 19 38 45 16 

No Rating 2 5 1 3 8 

Narrative Summary Only 6 14 4 3 16 

Other 0 0 2 3 0 

 
When comparisons are made across Continents, it is evident that respondents from all five regions  
rated their Participants by competency most frequently.  However, it is interesting to note that 
nearly half of the respondents from Africa and Oceania (46% and 45% respectively) also use an 
Overall Rating to assess their Participants.  One of the factors that would influence the use of an 
Overall Rating is that it is more commonly used for an AC than a DC, so the low response in Asia 
(19%) could be due to their proportionally less frequent use of ACs (see Table 1.1.7). The 
Americas also reports a lower use of an Overall Rating (16%), but this could be due to the small 
sample size as mentioned previously. However, it is interesting to note that both Asia and the 
Americas make significantly greater use than others of a Narrative Summary, (Asia 14%; Americas 
16%).   
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5. Evaluation of Centres 
 
 

5.1 Validation of Centres 
 
The responses regarding validation of centres indicated that 52% of respondents carried out some 
form of validation/evaluation of their Centres, 34% of respondents carried out no form of 
validation/evaluation and the remaining 14% did not know whether they validated their Centres.  
Figure 5.1.1 compares the level of validation between Assessment and Development Centres and 
shows there is only a very slight difference between the two, as Development Centres appear to be 
Validated more often (58%) than Assessment Centres (50%). 
 
 
Figure 5.1.1 Validation of ACs compared with DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 5.1.2 below compares the level of validation of Centres across continents and identifies 
Africa as the leading continent in terms of validating their Assessment Centres (64%), with Asia 
being least inclined to validate their Centres (42%), which is matched by 42% of Asia’s 
respondents who indicate they don’t validate their Centres.  Whilst the small sample of the 
Americas makes it difficult to draw any firm conclusions on this point, it is concerning to note that 
such a high proportion of the Centres run in Asia are not subject to any form of Centre validation. 
This could mean that any flaws in the AC or DC design will go undetected and perhaps lead to the 
inaccurate evaluation of a Participant’s performance or their ability to carry out a given role to an 
acceptable level. 
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Figure 5.1.2 Validation of Centres across Continents 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

5.2 Variables Measured in Evaluation/Validation 
 
The most popular variable to be measured in Centre validation (N=198) is the feedback from 
Assessors, which was identified by 19% of respondents for both ACs and DCs.  This was also the 
most frequent measure in validation studies conducted across the Continents.   
 
The largest difference between ACs and DCs comes in the option of ‘Perceived worth from 
Participant’, with 17% of DC respondents suggesting that they measure this variable compared to 
11% of AC respondents.  This may be due to the very nature of a DC, which is to develop the 
Participant in their current role and/or to provide them with useful information relating to their 
strengths and development needs, so they can improve their future performance.  In an AC, 
however, the perceived worth from the Participant is not such an important indice, as the process 
is more about whether or not they can perform the role to an acceptable level. 
 
Interestingly, very few respondents selected measuring Diversity and Adverse Impact as a form of 
Centre validation.  This may be linked to the results provided in section 2.2.1, where the 
competency ‘Diversity Awareness’ was selected least frequently by the majority of respondents.  It 
is surprising how, in many aspects of a Centre, the issues around diversity are not being 
acknowledged, given the growing emphasis on encouraging diversity in the workplace. 
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Figure 5.2.1 Variables measured in validating  ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

5.3 Perceived Benefits and Concerns regarding AC Methodology 
 
The most frequently cited perceived benefits of using AC methodology across the total sample 
(N=444) were ‘Accuracy of assessment’ and ‘Identifying potential’.  The least frequently cited 
perceived benefits were ‘Breaks down barriers within the organisation’ and ‘Provides safe learning 
environment’ (both 13% of respondents). 
 
Table 5.3.1 Perceived benefits of AC methodology  
 

Perceived Benefits % 

Accuracy of Assessment 74 

Identify Potential 74 

Fairness 70 

Highlights Development Activities 48 

Demonstrates Organisational Commitment to Developing Staff 46 

Provides Data 42 

Prepares for Promotion 40 

Able to Tailor 38 

Build Confidence 30 

Enhances Commitment/Motivation 24 

Aids Internal Networking 18 

Retains Managers through Change 15 

Provides Safe Learning Environment 13 

Breaks down Barriers within the Organisation 13 
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When this data is broken down per Continent, it is evident that for all regions apart from Africa, the 
most frequently selected benefit of AC methodology is ‘Accuracy of Assessment’.  African 
respondents were the only region that selected ‘Highlights Development Activities’ most frequently, 
along with ‘Identifies Potential’. This could be due to an emphasis on positive action to encourage 
and provide greater opportunities to the indigenous population in some of the African countries, 
which is seen as of higher importance than the ‘Accuracy of the Assessment’. 
 
 
Table 5.3.2 Perceived benefits of AC Methodology across Continents 
 

 Benefit most frequently stated (%) Benefit least frequently stated (%) 

Africa 
Identifies Potential / Highlights 
Development Activities 

76 
Retains Managers Through 
Change 

16 

Asia Accuracy of Assessment 73 
Breaks down barriers within the 
organisation 

5 

Europe 
Accuracy of Assessment / 
Fairness 

78 
Provides Safe Learning 
Environment 
 

11 

Oceania 
Accuracy of Assessment / 
Identifies Potential 

75 
Breaks down barriers within the 
organisation 

5 

Americas Accuracy of Assessment 73 
Breaks down barriers within the 
organisation 

12 

 
In terms of the concerns expressed of using AC methodology from our sample, the most commonly 
cited response was that they are ‘Time consuming for Assessors’ (40% of respondents).  Financial 
costs were a highly expressed concern also (37% of respondents).  However, the practicalities of 
the AC or DC, such as design complexities or the challenges of assessing behaviour were the 
least selected items (both selected by 12% of the respondents).  This finding highlights that 
commonly found issues associated with AC methodology may be that they are perceived to be 
financially costly for the organisation and time consuming for the Assessors.  Issues around Centre 
design or assessing are not as prevalent. 
 
 
Table 5.3.3 Concerns regarding the use of AC methodology 
 
Concerns % 
Time Consuming for Assessors 40 
Financial Costs 37 
No Concern 29 
Inadequate Assessor Training 26 
Participant Anxiety 23 
Time Consuming 23 
Raises Expectations 19 
Internal Politics 14 
Difficulty Assessing Behaviour 12 
Complex to Design 12 
Other 5 
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When these concerns are considered per Continent, it is evident that Africa and the Americas are 
primarily concerned with the financial implications of running ACs or DCs, whereas Europe, Asia 
and Oceania’s concerns are focussed on the time demands that such events place on the 
Assessors. 
 
 
Table 5.3.4 Concerns of using AC methodology across Continents 
 
 

Concern most frequently stated (%) Concern least frequently stated (%) 

Africa Financial Costs 44 Complex to Design 6 

Asia Time consuming for Assessor 47 
Difficulty Assessing Behaviour / 
Internal Politics / Raises 
Expectations 

14 

Europe Time consuming for Assessor 38 Complex to Design 5 

Oceania 
Time consuming for Assessor / No 
Concern 

42 
Complex to Design / Difficulty 
Assessing Behaviour 

4 

Americas Financial Costs 50 Difficulty Assessing Behaviour 4 
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6. Current and Future Trends 
 
 

6.1 Use of Technical Equipment 
 
Analysing the data showed that 60% of Centres use some form of technical equipment and this 
breaks down fairly equally between ACs (58%) and DCs (64%). 
 
Figure 6.1.1  Percentage of Technical Equipment Usage 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 6.1.2 Use of Technical Equipment for ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 6.1.3 examines the use of technical equipment across continents and reveals some 
interesting differences.  Africa (72%) appears to make the greatest use of technical equipment, 
whereas the lowest use came from the Americas (44%).  Whilst this might be partially explained by 
the fact that Africa is a relatively new adopter of AC methodology and is therefore considering the 
use of the latest technology, the relatively low response from the Americas will almost certainly be 
influenced by their small sample size. 
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Figure 6.1.3 Technical Equipment Use across Continent 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 6.1.4 identifies the different ways in which technical equipment is used across the 
continents.  Using computers for the Participants to complete their exercises, is the most popular 
use of technology in all five continents, which may indicate that organisations across the world are 
beginning to move away from paper-based exercises.  The least popular options across all 
continents appears to be the use of audio tapes, either for recording exercises or feedback, or the 
use of computers to monitor validation.  Interestingly, there were significantly more respondents 
from Oceania claiming to use video cameras to record feedback, with 22% of these respondents 
selecting this option, with the second highest region being the Americas with 13%. 
 
 
Table 6.1.4 Different uses of Technical Equipment across Continent 
 

 
Africa 

% 
Asia 

% 
Europe 

% 
Oceania 

% 
Americas 

% 

Audio Tapes to Record Exercises 6 15 1 11 7 

Audio Tapes to Record Feedback 3 5 1 6 7 

Video Cameras to Record Exercises 6 13 10 11 7 

Video Cameras to Record Feedback 6 5 7 22 13 

Computers for Exercise (Participant) 35 29 24 28 20 

Computers for Results (Assessor) 13 20 19 17 20 

Computers for Resources Centre 
Managers 

19 7 20 6 13 

Computers to Monitor Validation 6 5 14 0 7 

Other 3 0 5 0 7 
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Figure 6.1.5 compared the uses of technical equipment between ACs and DCs.  As identified in the 
previous table (6.1.4) ‘Computers for Exercise Participants’ is the most popular use for technology 
in Centres overall, however it is more popular in Assessment Centres (30% of respondents) than 
Development Centres (22% of respondents).  A notable difference between the AC and DC 
respondents comes from the ‘Computers for Resource Centre Managers’ option.  19% of AC 
respondents selected this option as used within their Centres, compared to only 10% of the DC 
respondents. 
 
 
Figure 6.1.5 Different uses of Technical Equipment for ACs and DCs 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

6.2 Current vs Future Usage of Computer Based Assessment Tools 
 
Figure 6.2.1 shows personality questionnaires (82%) are the most popular computer based 
assessment tools used on Centres at present, closely followed by Ability Tests (64%).  Virtual 
Development Centres fall at the other end of the spectrum although 4% of participants indicated 
using them at present, with nearly a quarter of the sample (23%) stating that they would consider 
using such a computer-based assessment tool in the future.  The most interesting finding to note is 
the interest in Electronic In-Baskets for future use at Centres, with 57% of the sample stating that 
they would consider adopting such an approach in the future. 
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Figure 6.2.1 Current vs Future Usage of Computer Based Assessment Tools 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

6.3 Perceived Changes 
 
Some sections within the questionnaire enabled the respondents to provide qualitative “free text” 
answers, which are not possible to analyse statistically.  To analyse the information provided, 
cluster analysis was carried out to identify the recurring themes from the responses.  
 
The qualitative information identified the opinions of the respondents surrounding the changes to 
the use of Assessment Centre methodology.  The responses are split into three categories; 
perceived changes within the next 5 years, perceived changes between 5 and 10 years from now, 
and lastly perceived changes in more than 10 years from now. 
 

6.3.1 Changes in the next 5 years 
 
The responses from this section can be grouped into four themes for change; Technology, 
Materials, Assessors and Competencies. 
 
 Technology: This was referred to most frequently with many respondents identifying 

the likelihood of technological advances having a major impact on the methodology of 
Assessment Centres.  Some of the specific ideas mentioned within this section were 
online administration, automated scoring, virtual Assessment Centres and video usage. 

 
 Materials: This was the second most popular category to be mentioned, with specific 

reference to having a greater choice of sources for Assessment and Development 
Centre Exercises, as well as greater usage and the cost of exercises becoming 
cheaper over time. 

 
 Assessors:  This was the third most popular category to be mentioned and it generally 

applied to how Centres would be run and the practices that they would entail.  Some 
suggested improvements to existing approaches included improved Participant 
evaluation stages, possibly through moving to a more statistical approach.  Other ideas 
to emerge revolved around those who would be assessing, and making more use of 
external specialist Assessors. 
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 Competencies: These were frequently mentioned and they fell into two categories.  The 
first being a more general competency set for certain positions, for example a set of 
graduate competencies which were generally agreed between organisations.  The 
second category identified a shift towards important categories of competencies that 
could be measured, such as community awareness, cultural awareness and global 
awareness. 

 
 
6.3.2 Changes in 5-10 years 
 
Participants found predicting future trends increasingly difficult the further into the future they 
were asked to predict.  Significantly fewer respondents were able to offer opinions on the 
possible changes of Assessment Centre methodology, however two themes that did emerge 
were Technological changes and Exercise focus. 
 
 Technological changes for this period had many similar ideas to those referred to in the 

previous section (6.3.1) with on-line assessment and scoring or greater use of 
technology at Centres appearing to be popular.  However some more radical ideas did 
emerge for this section such as virtual group discussions through the creation of virtual 
Assessment Centres with different Participants sited at different locations, observed by 
Assessors sited at yet another location, all connected through the use of technology. 

 
 Exercise focus was the only other major trend identified within this timescale, with 

Participants suggesting ideas such as a greater link between assessment and a 
personal development plan, as well as a move away from the competency framework 
approach. 

 
 
6.3.3 Changes in 10+ Years 
 
This section was even more challenging for the Participants to complete.  However it still 
provided many responses, again from which two themes occurred: Technological changes 
and Usage changes. 
 
 Technological changes had many similar ideas to those occurring in the previous two 

sections. However, some new ideas in this section emerged, such as online mapping 
of career progression relating to DC activity and real-time online assessment and 
feedback. 

 
 Usage changes had occurred in many responses which related to how Assessment 

Centre methodology would be used in the future and the amount it would be used.  
Some respondents suggested that by this time the methodology would be replaced by 
other types of assessment, whilst others suggested it may become more integrated 
with strategic HR initiatives. 
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Appendix A 
 
 
Breakdown of Continents into Contributing Countries 
 

Continent Inclusive Countries No. of Respondents 

Africa Botswana 
Egypt 
Kenya 
Lesotho 
Morocco 
South Africa 
Zambia 

3 
3 
8 
1 
1 

43 
1 

Asia China 
Hong Kong 
India 
Indonesia 
Japan 
Malaysia 
Pakistan 
Philippines 
Saudi Arabia 
Singapore 
South Korea 
Sri Lanka 
Syria 
Thailand 
UAE 

36 
12 
11 
1 
2 
2 
1 
1 
2 
3 
1 
1 
1 
1 

25 
Europe Austria 

Belgium 
Cyprus 
Denmark 
France 
Ireland 
Italy 
Luxembourg  
Romania 
Russian Federation 
Sweden 
Switzerland 
Turkey 
UK 

1 
1 
8 
1 
3 
4 
1 
1 
8 
3 
9 
9 
6 

161 
Oceania Australia 

New Zealand 
16 
18 

Americas Argentina  
Barbados 
Brazil 
Canada 
USA 

1 
1 

22 
1 
8 

 
 


