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Editor�s Corner 
Human Factors heads into summer 2005 with a lead article on 
the Assessment Center craze, and Crosby & Associate�s alter-
native approach.  Since the lead article is likely more of interest 
to our corporate clients than to individual readers, I have dedi-
cated this issue�s Food for Thought column to the Enneagram, a 
self-development tool.  Follow the link, take the free on-line test, 
and continue your path of personal learning.                                                         
    Regards,  

Gil Crosby, Editor 

people who received favorable 
assessments tend to advance in 
their careers.  They claim that 
as proof that Assessment Cen-
ters make valid predictions.  
What they don�t address is that 
they are influencing the out-
come.  That is, people who get 
favorable assessments gain 
improved opportunity for ad-
vancement, whereas those who 
receive less favorable assess-
ments may be handicapped 

when advancement 
decisions are 
made.  This might 
be acceptable if 
there was no varia-
tion in the quality 
of assessments.  If 
there is variability, 

than careers are being deter-
mined to some extent by the 
luck of the draw. 
 
 The industry�s own studies go 
on to provide evidence that the 
quality of the assessments does 
vary from assessor to assessor 
(Impact of Common Rater 
Variance on Construct Validity 
of Assessment Center Dimen-
sion Judgments, Kolk, Born & 
Flier, 2002).  Furthermore, our 
personnel have coached indi-
viduals coping with and trying 
to interpret the meaning of 
negative assessments.  These 
assessments, provided to a 
nuclear operating company, did 
not stand up to rigorous assess-
ment of the assessments, and 

A review of the literature re-
veals that claims of traditional 
Assessment Center validity, on 
the other hand, are dubious.  
The study most frequently 
cited, by Gaugler, Rosenthal, 
Thornton, & Bentson (1985), 

documents a validity coeffi-
cient of .37 (0 = no relation-
ship, 1.0 = strong relationship), 
comparing Assessment Center 
methods with other forms of 
assessment.  Most of the litera-
ture, especially from Assess-
ment Center vendors, claims 
that this proves the centers are 
effective. 
 
This is a leap.  For example, 
the most frequently cited stud-
ies claim that Assessment Cen-
ter predictions, as measured by 
the subsequent career path 
advancement of the graduates, 
tightly match assessment by 
management personnel.  If 
that�s the case, why not save 
time and expense and just 
evaluate your subordinates 
yourself!  The Assessment 
Center industry�s own research 
indicates that management is 
just as good at it as they are!  
Furthermore, .37 is less than 
halfway up the cited validity 
scale.  It is a statistically sig-
nificant, but weak, correlation.  
Yet it is cited as proof of valid-
ity in much of the industry�s 
literature.  The industry also 
cites studies indicating that 

Assessment Centers have become 
a widely accepted method for 
assisting in employee develop-
ment and career path decisions.  
In choosing a vendor, it is impor-
tant to understand the strengths 
and weaknesses of the methodol-
ogy.  The jury is still 
out on the validity of 
the results delivered by 
standard assessment 
centers.  Forgive the 
plug, but the truth is 
Crosby & Associates 
brings a rigor to the 
assessment process that many 
providers lack.  We also provide 
significant leadership develop-
ment during the assessment.  As 
a result, your personnel graduate 
from the process more capable of 
leading, regardless of whether 
they are at the top or bottom of 
the bell curve within your organi-
zation.  For the time and cost 
invested, you move the organiza-
tion forward and gain practical 
information to assist in your de-
velopment, career path, and per-
formance management decisions. 
 
Crosby & Associates has pro-
vided leadership development 
and assessment, especially in the 
form of a master�s level corporate 
leadership program, since the 
early 1970�s.  Our development 
methods are reliable, create a 
dramatic improvement in a criti-
cal mass of attendees, and have 
been tested time and again.  A 
recent group of management 
participants rated the practical 
application of their learning to 
their work as an average score of 
9.0 on a ten point scale.  An aver-
age score ranging from eight to 
nine has been consistently repro-
duced throughout our history. 
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provided very little in the way 
of useful coaching.  Sadly, that 
particular organization be-
lieved they were valid, and 
weighed them heavily into 
their career advancement deci-
sion-making. 
 
In sum, while widely accepted 
in corporate circles, there is a 
lack of research critiquing 
Assessment Center validity, 
and numerous shortcomings in 
the data and methods used by 
the industry.  A reasonable... 

 
(Continued on page 2) 

...the most frequently cited studies claim that Assess-
ment Center predictions, as measured by the subsequent 
career path advancement of the graduates, tightly 
match assessment by management personnel.  If that�s 
the case, why not save time and expense and just evalu-
ate your subordinates yourself!  
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executive may be asking themselves at this 
point, why bother?  Crosby & Associates is 
surfacing these problems with the Assessment 
Center industry because A) nobody else seems 
to be, and this industry is thriving despite it�s 
flaws, B) because surfacing problems is part of 
our value system, and part of the behavior we 
work to instill in others, so that decisions can be 
made with eyes wide open, and C) because we 
offer a high quality, highly reliable alternative. 
 
The Crosby & Associates Leadership Devel-
opment and Assessment Center Approach: 
  
First and foremost, we are going to develop your 
present and future leaders while we assess them, 
so that you are improving the performance of 
your organization while also receiving practical 
development information.  Our experiential 
learning methods encourage leaders to give clear 
direction, take a stand for what they believe in, 
foster communication up and down the hierar-
chy, and connect with emotional intelligence to 
all levels of the organization.  This type of lead-
ership has fostered success in many of our cli-
ents, such as PECO Nuclear following the 
NRC�s shutdown of Peach Bottom Atomic 
Power Station, is critical to fostering productiv-
ity, quality, and safety culture, and can be relia-
bly replicated in your organization, as it has in 
many others over the past 35 years. 
  
Our assessments are behaviorally specific.  No 
judgments are offered that can�t be tied back to a 
description of what we heard or saw the individ-
ual do.  The person being assessed will know 
exactly how the assessment judgment was 
formed.  They will have the data for forming 
their own interpretation of their behavior, so 
they are able to work on improvement in a prac-
tical manner, or challenge the interpretation.   
Our personnel are not afraid to be challenged, 
and to have follow-up conversations with the 
people they have assessed (unlike most of the 
industry, which refuses to engage once the as-
sessment is delivered).  Behavioral specificity is 
also a core skill in the giving and receiving of 
feedback, and each of the participants will care-
fully hone that skill during the process, so they 
can apply it within the organization. 
  
Crosby & Associates assessors calibrate their 
ratings before finalizing them, to make sure they 
are being as consistent as humanly possible in 
their interpretations of the assessees. 
  
Furthermore, we strongly advise our customers 
to respect management judgment in career ad-
vancement and development decision making 
regarding your own personnel.  Management has 

Assessment Centers...(continued from page one) 

years of data that no Assessment Center can 
reproduce.  We will accelerate the develop-
ment of a critical mass of your leaders, and 
provide the organization with valuable feed-
back, but making career progression and 
development decisions about your subordi-
nates remains in your hands, where it be-
longs.  The standards, skills, and process in 
your organization for how to make those 
decisions will be enhanced through Crosby 
& Associates� leadership development ac-
tivities. 
  
Elements of our Leadership Development 
and Assessment Center Approach: 
 
Core Element: 
 
Leadership Development & Assessment 
Center:  Five days plus a three day follow-up 
and two days staff time to produce written 
assessments. 
 
 Recommended Elements: 
 
Leadership Development  Workshop for 
Organization's Leadership Team:  Five days 
plus a three day follow-up. 
 
Leadership Team Career path and mentoring 
system session:  one day (this is an annual or 
semi-annual process you can learn to facili-
tate on your own). 
 
 Assessment of current performance review 
system and recommendations for alignment 
with above elements:  one day. 
 
Optional Deep Organizational and Lead-
ership Development: 
 
Live upward feedback with just-in-time 
coaching at every level in the system from 
each work team to their supervisor. 
 
Call us today at 302-983-1429 if you have 
comments, questions, or to begin the process 
in your organization! 

FOOD FOR 
THOUGHT 

 

As promised, here�s the info about the 
Enneagram, a nice tool similar in depth 

and quality to Meyers-Briggs, for those of 
you who primarily read Human Factors 
for self-development.  The following is 

excerpted from the Enneagram Institute�s 
website. 

The Enneagram can be extremely 
useful to everyone as a source of 
self-knowledge because it acts as a 
kind of "mirror" to reveal features of 
our personality that normally are 
invisible to us. Most of the time, peo-
ple function habitually, as if on 
"automatic pilot," according to the 
pattern of their basic personality 
type. Usually this allows people to 
get along well enough in their lives, 
but when their normal routines break 
down or the stresses of their lives 
increase too much, their normal way 
of coping also tends to break down 
or become dysfunctional. Seeing 
clearly what our habitual patterns 
are�seeing what we are doing and 
why we are doing it, and at what 
cost to ourselves and others�holds 
the key to our liberation. By knowing 
your type correctly, you are able to 
see yourself�to "catch yourself in 
the act"�as you move throughout 
the day. With this increased self-
awareness, you are also able to 
avoid reacting in negative and poten-
tially dangerous ways. 
 

Those of you who have worked with us 
know the above tightly matches our own 
advice about the application of various 
tools and theories to self-awareness.  To 

learn more about this particular tool, 
take the free on-line test at  
enneagraminstitute.com. 

We�re on the web!  
Visit us @ 

WWW.CrosbyOD.com 
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Crosby & Associates is proud to 
announce our latest Leadership 
Development Workshop the week 
of Oct 31st in Newark, Delaware.  
Contact us for details or go to our 
website and check out this exciting 
opportunity today! 


