
 

 

Assessments and Their Use in 
Today's Workplace1 
 
BACKGROUND 
In 1964, during the formation of the Civil Rights 
Act, a case was brought before the Illinois 
state courts alleging that a job applicant was 
denied employment because he had failed a 
short psychological (IQ-type) test that was 
“culturally biased” against Blacks.  The case, 
though dismissed, led to the successful 
introduction of an amendment to the Civil 
Rights Act, which states: 
“Notwithstanding any other provision of this 
(Act), it shall not be unlawful employment 
practice for an employer to give and act 
upon the results of any professionally 
developed ability test provided that such test, 
its administration or action upon the results is 
not designed, intended or used to discriminate 
because of race, color, religion, sex or 
national origin.”  (Civil Rights Act of 1964, Title 
VII, Section 703h).  
The Equal Employment Opportunity 
Commission (EEOC), an agency of the Federal 
Government, issued the Uniform Guidelines on 
Employee Selection Procedures in 1966.  This is 
an important reference for all US employers 
and outlines a measurement called the “four-
fifths rule,” that can be applied by the courts 
to assess evidence of adverse impact in 
overall hiring practices.  Where the employer 
has not maintained data on adverse impact 
as required, the federal enforcement 
agencies may draw an inference of adverse 
impact of the selection process from the 
failure of the employer to maintain such data.  
In short, this can concern the employer's 
under-utilization of protected groups as 
compared to the groups' representation in the 
relevant labor market or, in the case of jobs 
filled from within, the applicable workforce.   
To further clarify the intent of the law, Justice 
Burger stated in 1964 that “Nothing in the Act 
precludes the use of testing or measuring 
procedures; obviously they are useful.”  What 

the US Congress has specifically forbidden is 
giving these devices and mechanisms 
controlling force unless they are demonstrably 
a reasonable measure of job performance.  
Far from disparaging job qualifications as such, 
Congress has made such qualifications the 
controlling factor so that race, religion, 
nationality and sex become irrelevant.  What 
Congress has commanded is that any tests 
used must measure the person for the job and 
not the person in the abstract.   
 

USE OF ASSESSMENTS TODAY 
In today's competitive corporate environment, 
the proper use of assessments as part of the 
selection process can make the difference 
between hiring the best or becoming 
noncompetitive.  Every company should do 
their own validation study to determine which 
instruments are worth their continued 
investment.  The types of instruments that 
employers need to be concerned about the 
most are those that assess ability, aptitudes, 
skills and/or knowledge.  These instruments are 
the most likely to have adverse impact.  
Instruments, on the other hand, that assess 
personality traits, behavior or values are least 
likely to have adverse impact.   
In all cases, the most crucial determination for 
any company is HOW the testing and 
assessment process is implemented and 
managed.  The U.S. Department of Labor, 
Employment and Training Administration, has 
produced a highly informative guide for the 
workplace entitled:  Testing and Assessment:  
An Employer's Guide to Good Practices.   In 
Chapter 9, “A Review – Principles of 
Assessment” the authors write: 
“Employers can effectively use personnel 
assessment instruments to measure job-
relevant skills and capabilities of applicants 
and employees.  These tools can help to 
identify and select better workers and can 
help improve the quality of an organization's 
overall performance.  To use these tools 
properly, employers must be aware of the 
inherent limitations of any assessment 
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procedure, as well as the legal issues involved 
in assessment.” 
The guide then begins a review of a 
“comprehensive framework for conducting an 
effective personnel assessment program.”   
 

THE DISC LANGUAGE and TTI'S ASSESSMENT 
INSTRUMENTS 
DISC is the universal language of observable 
human behavior.  People, by “how they act,” 
have similar characteristics.  By learning these 
characteristics, we can increase effective 
interpersonal communications and, therefore, 
increase our understanding and acceptance 
of each other.   
DISC is NOT a measurement of intelligence, 
skills, experience, education or training.  DISC 
is the language of “how we act” and 
exclusively measures observable behavior and 
related emotions.  People with similar styles 
tend to exhibit specific types of behavior 
common to that style.   
TTI's Style Insights™ instrument used to produce 
TTI's DISC assessments is derived from the work 
of Dr. William Moulton Marston, born in 
Cliftondale, Massachusetts, in 1893.  Marston's 
publicly recognized contribution was his 
invention of the lie detector.  His work as a 
consulting psychologist led to his publication 
of a book titled, “The Emotions of Normal 
People” in 1928.  In this book he described the 
four-quadrant behavioral theory that TTI uses 
today within the Style Insights™ instrument.  Dr. 
Marston believed that people tend to learn a 
self-concept, which is basically in accordance 
with one of four behavioral factors (TTI's 
Dominance, Influence, Steadiness and 
Compliance).  Using Marston's theory, it is 
possible to apply the powers of scientific 
observation to behavior.  Thus, we can be 
OBJECTIVE and DESCRIPTIVE, rather than 
subjective and judgmental, in our observations 
of how people go about doing their work and 
living their lives. 
There are dozens of companies today who sell 
behavioral models, based on Marston's work, 
as a basis for objectively describing behavior.  
TTI's Style Insights™ instrument enables 
employers to identify “patterns of behavior” in 
such a way as to make practical application 
of the Marston Theory.  

TTI's Style Insights™ instrument has been 
compared against other behavioral 
assessments in the marketplace and its 
Construct Validity has been endorsed through 
independent research studies.  Its Face 
Validity (representing perceived accuracy of 
the reports by respondents) has been 
documented at an overall average of 88.49%.  
Numerous detailed validity studies are 
available through TTI's professional distributors.   
The Style Insights™ instrument was developed 
in the late 1960's and has never been 
challenged in court.  It is widely used by 
business and government including several 
federal agencies in the United States.  
Marston-based instruments similar to the Style 
Insights™ have been administered to over 30 
million people worldwide and have earned 
the respect of many professionals based on 
accuracy and validity.      
Professionally certified TTI distributors assist their 
clients in the proper application of DISC 
assessments, leading to improved working 
relationships and enhanced talent 
management throughout the international 
business community.   

ESSENTIAL READING   
Testing and Assessment: An Employer's Guide 
to Good Practices Published by the US 
Department of Labor, Employment and 
Training Division (updated October, 2000)  
This guide outlines the essential concepts of 
employment testing in easy-to-understand 
terms.  It will help you understand the 
professional standards to be followed when 
designing a personnel assessment process.   
You can access a copy of this valuable guide 
from:   
www.onetcenter.org/guides.html 
This updated version also contains links to a 
number of current websites that provide 
additional information and services relevant to 
the various topics addressed. 

TTI - The World Leader in DISC! 
-------------------------------------------------------------------- 
1Used by permission.  Excerpt from The TTI 
Performer published bi-monthly for authorized 
TTI Distributors.   
--------------------------------------------------------------------
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Relief for Overloaded Lives 

In his book, Margin, Restoring Emotional, 
Physical, Financial, and Time Reserves to 
Overloaded Lives, Richard A. Swenson, M.D. 
speaks to all who are caught up in today’s fast 
pace culture.  Many people seem to be 
driven to jam pack their lives with as much 
action and activity as they can experience.  
We are bombarded with slogans like “You only 
go around once in life”, and “Go for the 
gusto.”  Making the most of every minute 
seems to be a prominent value in today’s 
corporate culture and in our lives outside of 
work.  The idea of rest has become a 
theoretical concept.  Why has this happened 
and what can we do to counter what Dr. 
Swenson believes is the greatest pathogen in 
today’s society and the greatest saboteur of 
true contentment? 
 
Swenson believes this great human pathogen 
is “Marginless Living.”  He defines Margin as the 
space between your load and your limits and 
he looks at it not only in the time dimension of 
our lives, but also in the physical, financial and 
emotional arenas.  As finite beings we all have 
a limited capacity for doing things.  Today’s 
society pushes us to commit ourselves at near 
100% capacity utilization.  We strive to get 
more done with less and do it faster than ever 
before.  After all that’s progress, right?   
 
Do you have margin in your life?  If we 
carefully plan, commit, and schedule every 
minute of every day we can become very 
time efficient and very productive.  However, 
if something unforeseen comes up, we quickly 
move into margin deficit status or overload. 
 
The author says to consider the margin on the 
pages of a book.  If you take your ruler and 
measure the margin dimensions of the page 
of a typical book and calculate the area, the 
surprising result is that the margin occupies 40 
to 50% of the space on the page.  What a 
waste of space! Just think of how much paper 
we would save if we took out the margins.  This 
would save a lot of money and a lot of trees 
considering all the books published in the 
world.  Right?  Can you imagine a book 
without margins?  It would be chaotic and 
aesthetically displeasing.  We don’t begrudge 

a book its margin but we do tend to deny 
ourselves margin in our lives. 
 
If one flies from New York to Los Angeles and 
changes planes in Chicago, one doesn’t 
schedule only five minutes to change planes.  
That would be insane.  However, that is how 
some of us design our lives.  I know I have. 
 
Swenson maintains that speed, education, 
and technology are not the answers to all the 
world’s problems.  Lives out of balance in the 
long run make leaders unhappy and 
ineffective, like a light filament that burns 
brightly before burning out. 
 
So, what about it?  How do you restore margin 
in all areas of your life, that is, if your agree 
that margin is worth having?  Dr. Swenson 
orders up the prescriptions in his fine book on 
the subject.  For each area of life, emotional, 
physical, financial, and time, he prescribes 
very specific steps to restore margin and 
reduce pain.  His overall strategy is centered 
on the practice of simplicity and contentment.  
This book is a good read for leaders and may 
very well change your life.       

Managing From the Heart 
The world would be a lot simpler if human 
beings weren’t around, right!!??  Well, that 
may be so, but then again it might be pretty 
boring.  People bring relationship to our lives 
and the opportunity to express our emotions 
and to connect on a spiritual plane.  The 
dessert island experience as recently depicted 
in the Tom Hanks movie, “Cast Away”, shows 
us how much we need social interaction and 
companionship for a healthy and fulfilling life.  
But at the same time, relating with people can 
present formidable challenges in our daily 
existence, especially in the work place.  The 
book, Managing From the Heart, written by a 
team of experts from the Atlanta Consulting 
Group, Hyler Bracey, Jack Rosenblum, Aubrey 
Sanford, and Roy Trueblood, provides some 
interesting lessons in developing healthier 
relationships in human affairs.    

The lessons are explained through a fictional 
tale about a crusty old plant manager named 
Harry Hartwell.  The problem is that Harry’s 
heart is not so well.  He has a fatal heart 
attack, goes up to heaven, and through an 



 

 

encounter with an angel is given a chance to 
go back to earth and make things right.  He 
learns a new way to lead people that 
establishes a norm of love and kindness in 
human transactions.  What a novel idea!   

The angel confronts Harry and says to him, 
“Imagine for a moment,…. without objecting 
or arguing, that the purpose of life is spiritual 
growth and learning, particularly learning 
about loving.  In those terms, Harry Hartwell, 
your life has reached a dead end.  You are 
doing the same things over and over.  At work 
you are intimidating and frustrating each new 
group of managers.  Your family life has a rigid, 
set pattern.  Nothing is changing.  You might 
as well be dead.” 

Talk about getting hit between the eyes, this 
strikes old Harry Hartwell to the core.  The book 
goes on to tell the story about how Harry 
comes back to life and develops a whole new 
approach to leadership based on five key 
principles or five requests that everyone at 
work makes of you.  (See the box on the right). 

 
  
Managing From the Heart is a must read for 
every leader wanting to make a gut check on 
their leadership style and wanting to stimulate 
a lively discussion and self evaluation in their 
leadership team. 
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Five requests everyone at work makes of you2

 

•Hear and understand me. 
It is crucially important for people to feel fully listened 
to and understood. 
When they feel this way they will be ready to hear what you 
have to say. 

 

•Even if you disagree, don’t make 
me wrong. 
Nobody likes his or her worth as a person questioned. 
People almost always resent it. 
They get even. 
 

•Acknowledge the greatness within 
me. 
Everyone has the potential to grow, and people tend to positively 
respond to anyone who addresses their potential greatness, even 
if no current evidence of it has yet surfaced. 
 

•Remember to look for my loving 
intentions. 
No matter what you think of someone’s idea or plan, you 
explicitly acknowledge that the person has positive reasons for 
making the proposal. 
 

•Tell me the truth with compassion. 
Talk to people rather than about them. 
Talk to them in a respectful and caring way rather than 
a disdainful or condescending way. 
 
2 Managing From the Heart, pg. 192 


