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Background
International AC Guidelines

International Guideline Documents -
1975,1979,1989, 2000, 2006 (extension)
(Doug Bray & George Thornton)




Background
South African AC Guidelines

South Africa - 1981 ACSG established

First SA Guidelines 1987 - Herman Spangenberg
Second SA Guidelines 1991 - George Coetzee

Third SA Guidelines 1999 - Hennie Kriek

Fourth SA Guidelines 2007 - Deon Meiring
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Joop den Ouden -CTU

Prof. Hennie Kriek -SHL
(Chairperson)

Ben Meyer -Telkom
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Albert van der Merwe  -Sasol
Dr Rian Viviers -Unisa
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Judith (ACSG secretary)

Anthony Wilson (acsG
Committee member)

Wilma Botha
Johan Greeff
Valerie Hammond
Ann Bucket
George Gericke

Danie Oosthuizen
Sandra Schlebusch
Riaan Viviers

Ben Meyer

Kas Koekemoer
Willie Marais
Marlize Pretoruis
Ramosebi




2007 Task Members




2007 Task Members (cont)




Aim & Goals of Guidelines

Alm
Establish Professional guidelines and

ethical considerations for users of AC &
DC Iin South Africa

The guidelines have been updated in
order to help establish the effective
design, implementation and evaluation of
AC & DC in the workplace




Aim & Goals of Guidelines (cont)

Goals

Guidance to industrial/ organizational
psychologists organizational consultants, human
resources management specialists and
generalists, and others who design and conduct
AC or DC

Information to-managers who decide whether or
not to institute an assessment or a development
centre Iin their organizations

Instruction to assessors serving on the staff of
an AC or DC




Features 2007 Guidelines

Guidelines encompass both assessment
centres and development centres

Whilst the purpose and design of AC will
differ from DC, their constituent features
have broad similarities

Focus on Cross-cultural 1ssues of AC &
DC in South Africa




Source Documents

Professional Guidelines for Global Assessment
Centres (2006) -England

Design, Implementation and Evaluation of AC &
DC — Best Practice Guidelines (2005) -BPS

German Standard of Assessment Centre
procedure (2004)

International Task Force on Assessment Centre
Guidelines (2000)

Local practitioners & academics




Structure Content

Guidelines for Assessment and

Development Centre for South Africa

The Fourth Generation Guidelines 2007

(Draft Version 1.1)

Presented for review at:
The 27™ Annual Assessment Centre Study Group Conference
March 14-16, 2007, Stellenbosch, South Africa




Structure Content

1. Task Force Members
2. Aim and Goals of the Guidelines

3. History of the Guidelines
International and in South Africa

4. What is an Assessment &
Development Centre

4.1 Key Features

4.2 Criteria for Defining AC & DC
4.3 Non AC & DC Activities

4.4 Related Processes

4.5 Differences AC/ DC

5. Implementing AC & DC

5.1 Organizational Policy

5.2 Training issues in AC & DC
5.3 Informed Participation
5.4 Rights of Participants

6. Data Integration and Decision
making

7. Development Intervention
8. Documentation

9. Validity

9.1 Definition and Description

General aspects to consider in
Validating an AC

Some useful references relating
to validation

10. Cross-cultural issues

11. References




What i1s an AC & DC

AC & DC gained wide recognition in South
Africa as a systematic and rigorous means

of identifying behaviour for the purposes of
recruitment, selection, promotion and
development within the workplace

Benefits
Key Features
Simulation Exercises




What is an AC & DC ( conr)

Criteria for defining AC & DC
Non AC & DC Activities
Related processes
Differences between AC & DC




Implementation of AC & DC

Organization Policy
Objectives & Purpose
Participants/Candidates
ASSessors
Use of data
Qualifications consultants/ AC developer




Training Issues in AC & DC

All peo
their ro

nle at a AC &DC should have clarity on
e, accountabilities and responsibilities

All peo

nle should also be trained to fulfill these

roles, accountabllities and responsibilities
effectively

Theoretical knowledge and a professional
gualification on their own do not automatically

gualify

a person to fulfill any of these roles,

accountabilities and responsibilities




Training Issues in AC & DC

Role of the Observer / Assessor

The observer’s / assessor’s role is to accurately
observe, note, classify and evaluate delegates /
candidates behaviour during the Centre

It is the observer’s / assessor’s accountability to
classify and evaluate the delegates / candidates
behaviour during the simulations according to the
applicable competencies and norm

It is the observer’s / assessor’s responsibility to
complete all Centre documentation accurately and
comprehensively




Training Issues in AC & DC

Role of the Facilitator

The role of a faclilitator is to assist a delegate to
gain insight in his / her.-own behaviour and the
Impact thereof on his /-her environment

It is the faclilitator’s accountability to ensure that
the delegate experiences the Centre as a
positive learning experience




Training Issues in AC & DC

Minimum Qualifications

The minimum qualification of an observer / assessor
/ facilitator is an honours or masters degree Iin
behavioural science (e.g. Psychology; Human
Resource Management, etc.)

If it is a line-manager fulfilling this role at an internal
Development Centre the person should be at a

senior management level and be behavioural
sensitive. The line-manager should also be teamed
with a fully trained and qualified observer / asses  sor
/ facilitator _ with a behavioural background

In addition a facilitator at a Development Centre
should also have senior management experience __ as
well as business knowledge




Training Issues in AC & DC

Training Content

An observer / assessor and a facilitator should
receive training (theoretical input and practical
experience) in observing, noting, classifying and
evaluating behaviour

In addition the observer / assessor and facilitator
should be trained on the competencies __ (e.g. the
behavioural elements and how behaviour on each
competencies look like in every simulation) and the
simulations

Again the training should be in the form of
theoretical input and practical experience




Training Issues in AC & DC

Training Content

The observer / assessor and facilitator should be
declared competent on all the above , also including
the correct use of all paper work at the Centre

Depending on the format of the Centre, the observer

| assessor and facilitator should also be trained, and
declared competent , on writing feedback reports,
compiling development plans and conducting a
feedback discussion with a delegate and his / her

line manager

A facilitator should also receive training, and be
declared competent , on coaching delegates




Training Issues in AC & DC

Training Duration

The theoretical input should be a minimum of
four training days. In addition, the potential
observer / assessor and facilitator should
also act as assistant observer / assessor and
facilitator at least twice

It is recommended that a potential observer /
assessor and facilitator attend a Centre as
delegate / candidate prior to embarking on
training




Training Issues in AC & DC

Continuous Training and Development

An observer / assessor and facilitator should
act in these roles at least twice per annum

The observer / assessor and facilitator
should also attend at leastonce ayeara
minimum of a one-day _ refresher training
course.

An observer / assessor and facilitator should
attend an orientation session prior ___ to every
Centre and should receive feedback on their
performance after every Centre




Training Issues in AC & DC

Training of Administrator

Role of the Administrator is to oversee the effecti ve operation
of the Centre
The Administrator is accountable to ensure that:

All observers / assessors and facilitators are comp etent to
function in these roles at the Centre,

All correct Centre material is available on-time,

All venues and equipment is available on-time;

All pre-work was sent out on time,

The Centre participants adheres to the selection cr  iteria,

All orientations, de-briefings and data-integration sessions (wash-
up sessions) take place effectively,

All role-players fulfill their roles, accountabilit les and
responsibilities effectively,

All post-Centre activities take place effectivelya s agreed upon




Training Issues in AC & DC

Minimum Qualifications

A Centre Administrator should be a qualified Centre

observer / assessor or facilitator with extensive
experience in this role

The Administrator should also have credibility in t he
eyes of senior management

Training
All the aspects mentioned in the section covering

the training of observers / assessors and facilitat  ors
are applicable

In addition the potential Administrator should

receive on-the-job training from a senior Centre
Administrator




Training Issues in AC & DC

Role of the Role-Players

Role-players during interactive simulations create the
opportunity for delegates / candidates to show the behaviour
linked to the competencies being evaluated

Role-players are accountable to play the role true the character
they portray but responding to the unique behaviour of the
candidate / candidate.

Role-players are responsible to create opportunitie s for the
delegate / candidate to show behaviour linked to all the
competencies being evaluated.

They are also responsible to ensure that they dono  t over-play
or underplay a role , thereby taking away an opportunity for the
delegate / candidate to show behaviour. Or unfairly giving more
opportunities to show behaviour to a particular dele gate /
candidate.




Informed Participation

Inform candidate what will happen to him,
prior of attending AC & DC “Informed
consent”

Best practice to give candidate information

Objective, Selection, Choice ,Staff
Materials, Results, Feedback,
Reassessment, Access, Contact

Rights of Participants




Data Integration & Decision-
making

One of the crucial activities in an
Assessment and/or Development Centre
IS to Integrate all the different ratings from
the various exercises and to make a final

recommendation on the selection or
development of the candidate. This has to
be done at an integration session often
referred to as a “wash-up session”




Data Integration & Decision-
making (cont)

The purpose of the integration session Is to:

Provide a fair and objective review of the
evidence gathered,;

Gain agreement and consensus amongst

aSSeSSOorlsS,

Focus on the participant’s overall
performance against the competency model
rather than on individual exercises;

ldentify a pattern or profile of strengths and
development areas.




Data Integration & Decision-
making (cont)

The role of the assessor during this integration is to:
Feed in ratings for relevant exercises;
Contribute to discussions with evidence gathered;
Discuss discrepancies;
Reach a consensus on an overall rating

AC coordinator facilitates the discussion and ensures
that a consensus rating per competency is agreed on
These ratings and the evidence to support the ratings
IS then captured Iin the final report

Common Pitfalls in data integration




Development Interventions

When a delegate attended a Development
Centre an expectation for development to
follow the Centre has been created. As
such, a development plan, tailored to the
unigue development areas identified by
the Development Centre needs to be
compiled for every delegate.




Development Interventions

When a delegate attended a Development
Centre an expectation for development to
follow the Centre has been created. As
such, a development plan, tailored to the
unigue development areas identified by
the Development Centre needs to be
compiled for every delegate.




Development Interventions
(CONT)

The principles to follow when compiling a
development plan are inclusivity and
transparency

It Is thus recommended that a delegate /
candidate actively participates when his / her

development plan is compiled.

t Is also advisable that the candidate’'s /
delegate’s direct line manager be included in

t

NIS process. The aim is to allow t

ne delegate /

candidate to take ownership of the development
Anchored in other HR Processes




Validity

Definition and Description

General aspects to consider in validating
an Assessment Centre

Some useful references relating to
validation

Lievens, F. & Thornton lll, G.C. (2005). Assessment
Centres: Recent developments in practice and
research. In Evers, A., Smit-Voskuijl, O. & Anderson,
N. (Eds.) Handbook of Selection. (pp. 243-264)
Blackwell Publishing.




Cross-Cultural Issues In AC & DC

Spread of assessment centres around the world
Cross-cultural application of assessment centres
Globalization of business

The need for global executives

Establishment of consultancies offering
assessment centre services in many other
countries

Have raised the question about the application
of assessment centre practices In divers
countries




Cross-Cultural Issues In AC & DC
(cont)

Many challenging issues about the design an
Implementation of assessment centres arise
when they are used in-cross-culture situation
accordingly to Lievens and Thornton (2005)

Many challenging issues about the design an
Implementation of assessment centres arise
when they are used In cross-culture situation
accordingly to Lievens and Thornton (2005).




Cross-Cultural Issues In AC & DC
(cont)

In South Africa the cross-culture application
of assessment centre will.come more and
more under scrutiny as stronger demands

for the cultural appropriateness of
assessment measures will be prescribed /
demanded by the Employment Equity Act
55 of 1998. 1




The Way Forward

Draft Version 1.1

Consolidating input - 2007 Task team
Second Draft Version — ACSG website
Task team Meeting

Revisit

International input / Feedback

2008 ACSG Conference

Publish Booklet




