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Why Traditional Assessment Centres are a 
Thing of the Past 
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1930’s The German army introduced assessment techniques for Officer selection. 
Psychologist Max Simoneit was appointed and introduced leadership tests.  

 
1940’s Assessment centres were created in World War II to select officers and are still 

commonly used in military recruitment today. E.g. Admiralty Interview Board of 
the Royal Navy and the War Office Selection Board of the British Army. 

 
 The German Army stopped using assessment techniques in 1941 after too many 

favoured candidates had failed to pass. 

 
1950’s AT&T created a building for recruitment of staff in the 1950s. This was called ’The 

Assessment Centre.’  
 
Today 90% of FTSE and Fortune 100 organisations conduct assessments to assess their 

graduate population and over 70% conduct in depth profiling for critical hires. 

Assessment Centres are nearly 90 
years old 



@BeTalentLtd @Zirconmc 

“We use assessments at all levels of the business, from entry level through to 
Senior Leaders.  We assess multiple data points, which creates a qualification of 
the decision made that can be shared and is robust enough to withstand 
challenge.”  David Balls, HR Director, Grosvenor Casinos  
 
“We use our talent assessment as a consistent way of bringing talent into the 
business globally.  We have seen an increase in the acceptance of quality and the 
perception of what we are doing from our assessment process.” Alison Heron, 
Global University Relations Director, GSK 
 
“The speed of decisions is fundamental to us and is only possible through 
assessments.  By using a realistic job preview, we can offer real-time feedback and 
around 10 to 15% of our candidates voluntarily opt out of the process.”  Helen 
Alkin, Future Talent Manager, Marks and Spencer 

 .. So why do they still have relevance 
today? 
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Assessment Centres still have value for 
clients 

 
 

 45% reduction in turnover as a result of 
the process  

 37% increase in sales over a 3 year 
period 

 

 Average increase in 12% pure growth in 
sales across the network on Insurance 

products 
 21% increase in value and 22% increase 

in volume of sales from coached 
individuals 
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The Past and the Future 

Stepping into the Past 
 

 Face to face assessments 
 Competency Interviews (past) 
 Psychometric Tests   
 Questionnaires 
 Off the shelf Case Studies 
 Group Exercises ..On a desert 

island... 
 

Looking Towards the Future 
 

 Virtual and Online Assessments  
 Gamification 
 Situational Judgement Tests 
 Card Sort Exercises 
 Realistic Job Preview  



Inferred Reported Tested Observed 

1990s 
Personality 

Questionnaire 
Competency 

Interview 
Reasoning Tests Role Plays 

2000s 
Strengths 

Questionnaires 
Card Sort 
Exercises 

Situational 
Judgement Tests 

Realistic Job 
Review 

2010s 
Social Media 

Likes 

Alternative 
Interviews (EQ, 
Aspirational…) 

Gamification Strategy Paper 
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Types of Assessment Method 
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 DIY retailer B&Q off-boarded an 
individual 5 days after they were hired 
as Supervisor, after it had been found 
that the late results of the personality 
questionnaire did not fit the required 
role profile (The Guardian, 2001). 
 
 

 Currys PC World asked interviewees 
to dance during an interview. One 
candidates, speaking with BBC News 
(2013), described the experience as 
humiliating and inappropriate. 
 

 
 
 
 

 

 Mental Health Care UK Ltd v Biluan. 
In 2013 claimants brought forward to 
a tribunal that the company had 
unfairly put forward employees for 
redundancy after they had been 
assessed based on their disciplinary 
record, sickness absence records and 
a competency assessment.  

 
Misuse of Assessments 
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The Demise of the Group Exercise 
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Current challenges  
 

 The disconnect between the event 
and the business strategy  

 The use of ineffective assessment 
tools  

 The quality and commitment of the 
assessors 

 The lack of data and validation 

 The disconnect between the 
products and criteria 

 

 
The challenges 

The Science 
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What needs to be considered when 
implementing Assessments: 

 
 Legal Defensibility of Assessments 

 
 Best Practice 

 
 Report and Feedback/ 

Interpretation and Communication 
of results 
 

 Inclusion, Disability and Diversity 
 

 Robust Tools and an Evidence-
Based Assessment Process 

 
Why do Organisation's get it wrong? 
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1 

 

A lack of purpose 

Closed Door Communication 

Internally focused 

Lack of Accountability 

No Definition of talent (confusion of 

terms) 

No clear line of sight 

Rigid solution 

 

Does not assess the ROI or ROE 

Average is not a strength 

Over reliance on competencies 

 
Why do Organisation's get it wrong? 

2 

3 

4 

5 

8 

6 

The 10 Reasons organisations can 
sometimes get it SO wrong: 

7 

9 

10 
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What does an Assessment Centre of 
the future look like? 

Is Clear on the Purpose 

Has a Clear Line of 
Sight 

Has a Clear Model of 
Potential 

Creates an Agile Solution 

Adopts a Strengths 
Approach 

Unties Performance, 
Readiness, Talent and 

Potential 

Makes the Connections 

Considers Multiple Lenses 

Differentiates between 
Analytics and Metrics 
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What is the ‘purpose’? 

What is your Goal? 

Selection 

Restructure 

Development 
Growth 

Identifying  
Potential 

Redundancy 

Succession Planning 
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Do you have ‘line of sight’? 

Organisational Strategy 

Talent 
Assessment / 
Development 
Events 

Blueprint 

Talent Model 

1 

2 

3 

4 
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The question to ask about talent 
is whether an individual has the 
BEST combination of attributes 

for the future organisational 
requirements 

Do they have the 
potential fit for the 
current and future 

organisation?  

Does your ‘model of potential’ define 
what good looks like? 

A clear and structured Talent Model is the starting point for 
success 

Potential 



Examined the capability / competency models of FTSE and Fortune 100 
organisations and identified 197 capabilities. Content analysed down to 59 core 

capabilities. We validated and identified a final list of 40 distinct capabilities. 

The final list of 40 capabilities were content analysed and split into two lists of 20 
Behaviours and 20 Expertise. These were defined at four levels to align with the 

levels of the Leadership Pipeline. 

Researched the 8 leading Strengths models that are published in order to identify 
the core Strengths. 117 Strengths were identified, these were content analysed 
and validated and 30 Strengths were identified and defined at four levels in line 

with the Leadership Pipeline. 

Examined the Values of FTSE and Fortune 100 organisations and identified 86% of 
those organisations published their Values online. We identified a total of 47 core 
Values they  were content analysed and validated and 17 core Values remained. 

Is your behavioural model based on 
robust research with benchmarking data? 
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Do you consider the MACRO and MICRO 
Challenges? 
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Is your solution ‘agile’? 

Your organisation is unique 

Imposing a standardised talent model will 
detract from that uniqueness 

We therefore suggest that it must have its 
own Blueprint as the starting point  

You can then tailor your talent management 
to match the Blueprint 
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Do you adopt a ‘strengths approach’? 

73% of organisations 
are moving towards 

a strengths based 
approach 

72% of organisations 
encourage their 

leaders to identify 
their own strengths 

“Spiky” leaders invest time and effort in 
becoming one of the best within their area 
of strength. As a result, less importance is 

placed on their average leadership 
strengths or development needs.  

Behaviours / Competencies 
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Why should we look at Strengths? 

“Everybody is a genius. But if you 
judge a fish by its ability to climb 

a tree, it will live its whole life 
believing that it is stupid” 
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Do you differentiate between ‘Performance, 
Readiness, Talent and Potential’? 
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Talent: The combination of strengths, aspirations, engagement and intelligence 

Learning: The willingness, openness and agility to take on new information 

Potential: The level of fit with the future of the organisation 

Readiness: Suitability to step up to the next position, in terms of behaviours and 

skills 
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Do you make the ‘connections’? 

Organisations encourage their Leaders to be both  
Compliant and Innovative 

People who are Compliant believe 
in the importance of acting in 
accordance with guidelines, rules 
and regulations.  They place a high 
value on completing tasks using 
tried and tested methods.  

People who are Innovative  are 
creative, conceptual thinkers, 

considering new and novel ways 
of working, whereas Compliant 

individuals prefer to retain a more 
sensible or practical approach. 
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Do you use multiple ‘lenses and data’? 

Create a holistic approach to 
talent 

View candidates through 
multiple lenses/ activities/ 
experiences/ criteria 

Offer both breadth and depth to 
the assessment process  
 
Use the right tools for the right 
purpose 

Assess each area at least twice 
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Do you differentiate between ‘analytics 
and metrics’? 

65% 

Overall Fit 
Entrepreneurial Change Focused 

Ethical &  
Honourable 

Collaborative 

Organisation Leadership Behaviours - 2016 

Agile Learner Inspirational Detail Focused Cross Functional 

Assessment Rating 

Performance Data 

Organisation Benchmark 

Cross Functional 
 
85% Assessment Rating 
82% Performance Data 
80%  Benchmark 
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Future-Proofing your Talent Strategy 

Taking in to 
consideration the 

challenges, how future 
proof is your talent 

assessment strategy? 

“Maintaining relevance and competitiveness within the current market 

means all businesses need to push their boundaries in order to create and 

implement continuous, rapid product innovation”. 
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Putting it into Practice 

How is it today? How it could be in the future? 

How do you define talent? - 

Is your Talent Model static? - 

Do you measure your talent - 
analytics or talent metrics? 

What tools do you use to - 
assess talent and potential? 

Do these tools directly assess - 
your talent requirements? 

How do you differentiate between - 
potential and performance? 

How holistic and joined up is your - 
talent analytics solution? 

- How could you look at talent and 
potential? 

- How could you assess both your 
talent analytics and talent metrics? 

- How agile could your Model be? 

- What tools could you consider? 

- How can you improve the validity 
of the tools?  

- How could you improve the 
measurement of both elements?  

- How could you take a more 
holistic approach? 
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What ROI metrics do you use? 

Hard Metrics Soft Metrics 
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Present back discussions 
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Looking at the checklist below, consider whether your 
current assessment approach… 

 

 
Discussions 

 Adheres to the organisational Assessment 
Policy 

 Has a clear and consistent purpose 
 Incorporates a combination of tools, 

focusing on Observed and Tested Evidence 
for decision-making 

 Assesses every data point at least twice 
 Assesses more than three success criteria 
 Removes group exercises 
 Has a clear line of sight to the 

organisational strategy 
 Offers sufficient levels of reliability and 

validity 
 
 

 Gives equal opportunities for disabilities 
and diversity 

 Offers appropriate feedback as best 
practice 

 Works within legal and ethical 
requirements 

 Has approval from the Workers Council 
and Employee Representatives 

 Utilises only administrators and assessors 
who are trained in the tools and protocol 

 Incorporates the most up-to-date science 
and information 

 Centrally stores all data 
 



 
 

Telephone Number: 02086 450 222 
 

Email: Hello@BeTalent.com 
 

Twitter: @BeTalentLtd 
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