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Introduction 

Behavioral assessments such as assessment center 

(AC) rely fundamentally on the quality of assessor 

judgment, making the accuracy of ratings central to the 

fairness and credibility of performance evaluations 

(Jackson et al., 2024; Kleinmann & Ingold, 2019; 

Schlebusch & Roodt, 2020). Even though AC is widely 

presented as organizational tools, the historical roots 

are in educational and training contexts, beginning with 

early military officer education programs using 

structured simulations to develop and assess leadership 

skills (Schlebusch & Roodt, 2020). Over time, AC has 

been increasingly adopted in medical education 

(Harendza et al., 2019; Patterson et al., 2016; Rotthoff 

et al., 2021; Sturre et al., 2022a), teacher training 

(Aparicio-Herguedas & Navarro-Asencio, 2023; 

Herppich et al., 2018; Volante et al., 2019; Wimmers 

& Mentkowski, 2016), and university-based 

competency development (Guachalla & Gledhill, 2019; 

Lara-Prieto & Niño-Juárez, 2021; Pinto & Ramalheira, 

2017; Sturre et al., 2022b; Velazquez et al., 2025), 

reporting the significance in educational psychology as 

tools for experiential learning and performance-based 

assessment. In these settings, accuracy continues to be 

an essential issue, since assessors are required to 

observe, interpret, and evaluate specific behavioral 

cues that vary in clarity, diagnostic significance, and 

contextual relevance. Variations in exercise 

characteristics, performance demands, and behavioral 

expressiveness can affect consistent identification of 

dimension-relevant cues, showing the need to better 

understand the social-cognitive processes underlying 

assessor judgments and to develop systematic tools 

(Jackson et al., 2024; Kleinmann & Ingold, 2019). 

A significant quantity of research shows the 

challenges in achieving solid accuracy in an AC rating 

(Gorman et al., 2024). Assessors often interpret 

behavior in distinct ways, specifically when 

dimensions have complex or uncommon cues, 

exercises vary in availability, or assessors have limited 

experience identifying patterns related to the 

dimensions (Jackson et al., 2025). These empirical 

results support Funder's Realistic Accuracy Model 

(RAM) (Funder, 2012, 2017), where effective human 

judgment requires relevant cues to be expressed, 

available, detected, and used. Each phase is commonly 

assessed at AC (Thornton & Lievens, 2018). Some 

stimulus consistently elicits observable responses, 
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exercises yield evidence with equal clarity, and 

inexperienced assessors frequently find the process 

challenging to differentiate between relevant and 

irrelevant information (Lamprianou et al., 2023; 

Pattnaik & Padhi, 2021; Vanhove et al., 2016). The 

cumulative effect leads to rating accuracy that cannot 

be addressed through procedural standardization and 

requires a deeper understanding of the perceptual and 

judgmental processes during AC observation 

(Connelly & Mcabee, 2025; Hickman et al., 2023; 

Smith et al., 2024). 

Challenges associated with AC methods are not 

limited to cue interpretation. Simulation fidelity plays 

a central role in shaping assessors’ learning and 

performance (Shakeri & Lievens, 2025). High-fidelity 

simulations may reflect the requirements of real-world 

performance. However, enormous cognitive 

complexity, overwhelming inexperienced assessors is 

included. Low-fidelity simulations offer clarity and 

consistency but are deficient in the natural environment 

necessary for significant skill development or accurate 

inference. These considerations connect AC with the 

principles of simulation-based learning in educational 

psychology, where effective learning environments 

must balance realism, clarity, and cognitive load to 

support skill acquisition (Heitzmann et al., 2019; 

Issenberg et al., 2005; Ziv et al., 2008). Despite the 

connection, AC is rarely designed with explicit 

pedagogical intent, particularly in contexts where 

assessors are novices who must interpret behavioral 

evidence in a structured and authentic setting 

(Thornton & Lievens, 2018). 

The use and purpose of AC vary considerably 

(D’Amato et al., 2024; Herd et al., 2016; Jackson et al., 

2024; Usmani et al., 2025). In applied organizational 

contexts, AC is predominantly developed for 

evaluating candidates, and the materials are optimized 

for assessment utility rather than for analyzing rater 

cognition. AC used for research purposes adopts 

narrowly specified vignettes or brief video clips to 

ensure experimental control. These formats fail to 

adequately capture the behavioral complexity and 

dynamic flow that characterize actual AC performance 

(De Kock et al., 2020; Ingold et al., 2024; Lievens, 

1999). Therefore, there is a significant lack of 

simulation-based instruments offering a balance 

between ecological validity and academic 

accountability. These tools were designed for 

understanding assessor judgment processes while 

helping to improve AC rating accuracy. 

In Indonesia, where AC use has expanded across 

corporate, governmental, and educational sectors, the 

need for these tools is particularly important 

(Ariesthiawati, 2022; Krause et al., 2014; Lovihan et 

al., 2024; Matindas et al., 2025; Pendit, 2016). Despite 

widespread popularity, there is a limitation of 

standardized training materials that can assist novice 

assessors in developing the observation and 

interpretation skills essential for accurate AC ratings. 

Furthermore, no locally based research has investigated 

the interpretation of behavioral information or the 

effect of AC design on assessors’ rating accuracy. The 

gap limits the advancement of training methodologies 

and the growth of contextually relevant expertise in 

social-cognitive judgment. Therefore, this research 

aims to address the need to (1) understand the 

perceptual and judgmental processes during AC 

observation, (2) create simulation-based instruments, 

and (3) standardize training materials in assisting 

novice assessors. The gap is analyzed by positioning 

the simulated AC as a conceptual platform for 

investigating the detection, interpretation, and 

evaluation of behavioral cues under systematically 

varied conditions. Previous work on simulated AC 

(Lievens, 1999) showed that controlled AC 

environments offered unique value for examining the 

processing of behavioral information. However, 

existing designs remain limited in scope and not fully 

in line with contemporary questions about rater 

cognition. The instrument provides a foundation for 

strengthening assessor training and advancing 

educational and social-psychological research on 

human judgment, integrating perspectives from the 

RAM, simulation-based learning, and social-cognitive 

judgment. 

Methods 

The development of the simulated AC followed the 

Standards for Educational and Psychological Testing 

(AERA et al., 2014) and was organized into six stages, 

beginning with construct clarification and progressing 

through stimulus creation, expert review, piloting, and 

gathering initial validity evidence. 

Stage 1: Definition of Simulated AC Purpose, 

Constructs, and Intended Use 

The first stage comprised clarifying the definition, 

purpose, constructs, and intended users of the 

simulated assessment. A simulated AC is a 

standardized, video-based set of exercises designed to 

mirror typical assessor tasks, built on known “true-

score” performance levels, and structured to ensure 

assessors can complete evaluations efficiently without 

cognitive fatigue (Lievens, 1999). The primary purpose 

was defined as evaluating assessor rating accuracy and 

supporting research on judgment processes, rather than 

selecting or differentiating job candidates. A total of 

two behavioral dimensions commonly evaluated in 

performance-based assessments were selected, namely 

planning and organizing, and persuasiveness. These 

selected dimensions represented distinct behavioral 

domains and allowed the interpretation of different 

types of cues. The simulated AC was designed for 
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novice assessors, including graduate psychology 

students and early-stage trainees. This stage also 

included establishing theoretical consistency with 

Funder’s RAM to ensure that simulated AC provided 

relevant behavioral cues necessary for examining 

detection, interpretation, and utilization processes in 

rater judgment. 

Stage 2: Simulated AC Design and Task 

Specification 

According to Standards for Educational and 

Psychological Testing (AERA et al., 2014), simulated 

AC design and task specification focused on specifying 

task formats, performance expectations, instructions, 

and rating procedures. Written-in-tray and oral 

presentation tasks were included to represent different 

behavioral cue environments (Thornton et al., 2017). 

These two formats were selected to create variation in 

cue availability and type, supporting RAM-informed 

judgment processes (Lee et al., 2017). The written in-

tray task consisted of 20 workplace emails requiring 

managerial decisions, designed to elicit performance 

relevant to planning and organizing. The oral 

presentation included a recorded ten-minute sales 

presentation followed by a question-and-answer 

interaction, designed to elicit behaviors associated with 

persuasiveness. A 5-point behavioral rating scale was 

adapted from common performance assessment 

practice to ensure interpretability and practical use for 

novice assessors. 

Stage 3: Simulated AC Task Development Using 

Real Behavioral Samples 

Performance material was grounded in real behavioral 

responses rather than hypothetical scripts to ensure 

authenticity and alignment with educational simulation 

and assessment fidelity principles. Approximately 

eight sales representatives (Male: 3, Female: 5) 

participated in an initial tryout and completed 

prototype versions of the tasks. The written and oral 

responses were collected to capture naturalistic 

variation in performance. These performances were 

rated and independently reviewed using the target 

dimensions. Based on observations, four behavioral 

scenarios were constructed to represent a consistent 

midpoint level of performance.  

The four selected behavioral scenarios were 

replicated in the dummy performances of four 

anonymous assessees (referred to as Assessees 1, 2, 3, 

and 4). In the in-tray materials, distinct responses were 

presented for each assessee to reflect the true 

performance level at a scale point of 3. The oral 

presentation materials were replicated in the form of 

written scripts, which served as guides for recording 

the dummy videos. In the recorded videos, each 

assesseee was accompanied by assessor who was 

intentionally kept out of frame to avoid being visually 

represented. This design was intended to prevent the 

visual presence of assessor from becoming an 

extraneous variable. In the simulated AC, assessor 

acted as assessee's immediate supervisor and 

responded in the form of questions, comments, or 

suggestions to stimulate performance. 

The method of constancy was used to control for 

the potential influence of the gender of both assessee 

and assessor in the dummy videos. The four videos 

featured assessees and assessors from the male gender 

group. The decision to standardize the gender of 

assessees was informed by the literature results. Based 

on previous research, female assessees were often 

subjected to stereotypes compared to males (Bonefeld 

et al., 2020; Buijsrogge et al., 2016, 2021; Hentschel et 

al., 2019; Kark, 2024; Lawson, 2018; Levin, 2023; 

Thornton et al., 2019; Usmani et al., 2025; Vanhove et 

al., 2023). Both assessee and assessor roles were played 

by professional roleplayers with a minimum of two 

years’ experience in applying AC method. 

The instruments were implemented through a 

web-based AC platform to ensure comfort and 

standardization in the pilot testing process. This 

platform enabled assessors to conduct observation, 

note-taking, and scoring digitally, supported by an 

auto-save feature that ensured secure storage of 

assessor-generated performance data. At this stage, the 

four dummy assessee performance sets were uploaded 

to the platform as data to be evaluated by the group of 

Subject Matter Experts (SMEs). 

Stage 4: Expert Review as Evidence-Based on Test 

Content 

To establish evidence based on test content as 

recommended by AERA et al. (2014) standards, A total 

of seven SMEs with a minimum of 14 years of active 

practice as AC professionals independently reviewed 

the four simulated candidates’ written and oral 

performances to establish evidence based on test 

content as recommended by AERA et al. (2014) 

standards. SMEs evaluated the extent to which the 

behaviors in each scenario reflected the intended 

dimensions and provided sufficiently rich and 

diagnostically relevant cues. Each SME rated all 

scenarios using the same 5-point scale intended for 

assessors. Based on consensus, one scenario (“Dummy 

Assessee 3”) was selected because the performance 

was most clearly consistent with a midpoint rating on 

the dimensions. SMEs ratings for the scenario served 

as benchmark or true-score ratings, allowing 

measurement of assessor rating accuracy during pilot 

testing. 

The true score estimation was conducted under 

optimal conditions following the procedure 

recommended by Sulsky and Balzer (1988). The 

experts were granted full flexibility to pause or replay  
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assessee performance videos. SMEs were assigned to 

evaluate the performance of the four dummy assessees. 

After the ratings were collected, an inter-rater 

agreement analysis was conducted. Among all PEDRs 

submitted, only the evaluation results for Assessee 4 

met the inter-rater agreement criterion of ≥ 0.89, as 

suggested by Lievens et al. (2015). Specifically, the 

ratings for Assessee 4 obtained a Cohen’s Kappa 

coefficient of 0.92, reporting strong agreement. 

SMEs group was contacted for a data integration 

session concentrated on Assessee 4's performance and 

ratings. This session comprised a detailed discussion of 

the behavioral evidence used to justify ratings on the 

dimensions. For example, the behavioral evidence cited 

for Key Behavior 6, ”Establishing procedures to 

monitor problems, follow up, and track results (e.g., 

quality, quantity, cost, or timelines)" under the 

planning and organizing dimension from the in-tray 

exercise included the following. 

[Email 2: Activity Report] 

“Please send me the email information template 

and the video draft... I will help review and ensure 

the delivery of the advertisement video meets the 

standard... 

Another example of agreed-upon behavioral 

evidence is related to Key Behavior 2, “Listening 

attentively when others express positive or negative 

emotions; identifying expressed facts and emotions to 

help the other person feel understood, overcome 

objections, and build rapport” under the persuasiveness 

dimension from the oral presentation exercise. 

“For Region Z, there is Choirul. Choirul is quite 

articulate in verbal communication, he has 

relatives or family members involved in politics, 

which can be a useful asset to build relationships 

with the government offices that dominate Region 

Z” 

Table 1 

The Result of True Score Data Collection 

Exercise Dimension Rating 

Expert 

Data Integration Result 1 2 3 4 5 6 7 

In-tray Planning & Organizing KB 1 / / / / / + / / 

    KB 2 / / / / - / / - 

    KB 3 - / / - / - - / 

    KB 4 / / / / / / / / 

    KB 5 / - / / / / / / 

    KB 6 / / - / / - / / 

    PEDR 3 3 3 3 3 3 3 3 

    KB 1 / / / - / - / - 

  Persuasiveness KB 2 / / / / / / / / 

    KB 3 / / / / / / / / 

    KB 4 / / - / - / / / 

    KB 5 - / / / / / / / 

    KB 6 - - / / / / / / 

    PEDR 3 3 3 3 3 3 3 3 

Oral Presentation Planning & Organizing KB 1 / / / / / + / + 

    KB 2 / / / / / / / - 

    KB 3 - / / - / - - / 

    KB 4 / / / / / / / / 

    KB 5 / - / / / / / / 

    KB 6 / / - / / - / - 

    PEDR 3 3 3 3 3 3 3 3 

  Persuasiveness KB 1 / / / / / / / / 

    KB 2 / / / / / / / / 

    KB 3 / / / / / / / / 

    KB 4 / / - / - / / + 

    KB 5 - / / - / / - - 

    KB 6 - - / / / - / - 

    PEDR 3 3 3 3 3 3 3 3 

Note. A “–” indicates that the key behavior was either not reported or was ineffective; a “/” indicates that the key 

behavior was reported, a “+” indicates that the key behavior was frequently reported and highly effective; KB = Key 

Behavior; PEDR = Post-Exercise Dimension Rating. 
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This data integration process was designed to be 

consistent with expert interpretations and reach full 

consensus on the true score, serving as the benchmark 

for assessing assessor rating accuracy during the 

simulated AC pilot test. Additionally, SMEs agreed to 

reduce the number of emails in the in-tray material 

from 20 to 9 to represent observable behavioral 

evidence for the dimensions of the in-tray exercise. 

Table 1 shows the full description of the true score data 

collection for Assessee 4 and the data integration 

process conducted by SMEs group. 

The criterion obtained from SMEs group will be 

used to assess rating accuracy. The rating accuracy is 

evaluated by the absolute difference between assessor 

and the corresponding expert benchmark scores across 

all dimensions and exercises. Furthermore, the rating 

accuracy was measured using Differential Accuracy 

(DA) index based on Mean Squared Error (MSE) 

formula (Bejar et al., 2020). 

𝑀𝑆𝐸 =
1

𝑛
∑ (𝑦𝑖 − 𝑦̂𝑖)

2
𝑛

𝑖=1
 

In the formula, n represents the number of 

dimensions, yᵢ denotes the true score, and ŷᵢ refers to 

the score assigned by assessor. DA value approaching 

zero indicates higher accuracy in the ratings provided 

by assessors. Conversely, a higher DA value reflects a 

greater level of inaccuracy in assessor judgements. 

Stage 5: Pilot Testing the Simulated AC with Novice 

Assessors 

The selected scenario was pilot-tested with 23 graduate 

psychology students (male: 6, female: 17), representing 

the intended user group for the tool. Participants 

needed to meet the following inclusion criteria, namely 

graduate psychology students enrolled in a master of 

Professional Psychology program, aged < 28 years 

(Mean: 25.8, SD: 1.9), lacking previous experience 

conducting AC, and having previously completed a 6-

hour online frame-of-reference/FOR training (Tsai et 

al., 2019). The use of novice assessors was intentional 

to control for “expertise effects,” ensuring that ratings 

reflected the influence of the structured cues embedded 

in the simulation rather than prior assessor heuristics 

(Lamprianou et al., 2023; Vanhove et al., 2016; Wirz et 

al., 2013). This method is consistent with practical 

workforce needs since graduates from the programs 

commonly serve as AC assessors after entering the 

profession.  

The limited sample size shows the exploratory and 

tool-development nature of the research as well as the 

consistency with previous laboratory-based assessor-

accuracy analysis emphasizing controlled cue exposure 

rather than large-sample statistical generalization 

(Byrne et al., 2016; Lievens, 1999). The sample 

restricted statistical power for detecting small effects, 

but was adequate for identifying the primary 

interaction patterns expected in cue-structured 

simulations. Assessors’ gender distribution (6 male, 17 

female) reflects the demographic composition of the 

graduate professional psychology program and broader 

education cohorts. Assessor’s gender is not 

conceptually associated with accuracy in behavioral 

observation tasks (Gauthier et al., 2016). 

In the pilot task, participants independently 

reviewed the dummy assessee’s video-based role-play 

and written in-tray responses, as well as rated 

performance on two dimensions using a five-point 

behavioral rating scale. Participants assumed the role 

of assessors in a training context, reviewing the video 

presentation and written in-tray responses of the 

selected dummy assessee. Performance on both 

dimensions was independently rated using a 5-point 

behavioral rating scale.   

The simulated AC was delivered digitally through 

a web-based AC platform in a structured training 

context. Assessors independently reviewed assessee 

performances in two exercises and submitted ratings 

using standardized digital forms. The pilot research 

followed the following steps: 

1. Pre-Briefing: Participants were provided with 

background information about the simulated AC, 

purpose, and instructions on rating behavior. 

2. Observing Assessee Performances: Each 

participant observed assessee in the two exercises, 

with the ability to pause or rewind for the 

videotaped performance. 

3. Behavioral Rating Task: Using the rubric, 

participants rated the observed behavior across 2 

(dimensions) x 2 (exercises), assigning ratings and 

optionally writing justifications. 

Stage 6: Evidence of Validity for Assessor’s Rating 

Accuracy 

In the final stage, initial evidence of validity was 

gathered to examine the function of the simulated 

behavioral assessment in evaluating assessor judgment 

accuracy. Furthermore, accuracy was operationalized 

as the absolute difference between assessor and the 

expert benchmark ratings established during Stage 4. 

This operational definition is consistent with the tool’s 

purpose of providing an educational and research-

oriented platform for examining performance cues. 

A two-way repeated-measures Analysis of 

Variance (ANOVA) was conducted to explore the 

variations in rating accuracy across behavioral 

dimensions and exercise formats. This analysis 

provided insight into how task characteristics influence 

assessors’ cue interpretation and judgment processes 

(Grunenberg et al., 2024). The observation of 

systematic accuracy differences across exercises serves 

as construct-relevant validity evidence in line with 
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AERA et al. (2014)’s emphasis on showing that 

assessment results behave as theoretically expected. 

Results and Discussion 

Description of the Final Simulated AC 

According to the simulated AC development process, 

the final version of the simulated AC, designed to 

reflect the core elements of workplace behavioral 

assessment in a concise and realistic format, has been 

produced. The first part served as an introduction, in 

which participants acted as assessors in an AC process. 

An assessee applying for the position of “Area Sales 

Manager” was evaluated in a fictional organization 

named “WoTo,” and no photographs of the candidates 

were shown to minimize bias. Area Sales Manager is 

responsible for developing and maintaining business 

partnerships in a defined geographical territory and for 

managing a team of ten sales representatives. The role 

requires a bachelor’s degree of two years of experience 

leading a sales team, and some background in B2B 

operations. 

Additional organizational context was provided. 

WoTo is portrayed as a Southeast Asian technology 

company that designs, markets, and sells software 

solutions to support remote collaboration in 

workgroups. A catalogue of sample products was 

included to familiarize assessors with the company’s 

offerings. WoTo’s core values were emphasized, 

namely customer centricity, continuous improvement, 

and network connectivity, since cultural touchpoints 

were expected to frame candidate behavior and 

evaluation. Assessors were introduced to the 

dimensions, exercises, and the five-point graphical 

rating scales. Planning and organizing with 

persuasiveness dimensions were reported as the most 

critical for the role. Participants observed the 

performances in two exercises and were instructed to 

rate assessee independently using the behavioral 

indicators provided. 

The second part of the simulated AC presented 

assessors with nine written email responses in reaction 

to distinct operational challenges. A new area sales 

manager encountered realistic, task-relevant dilemmas 

in the emails, which ranged from conflict resolution to 

workload prioritization. This component was designed 

to extend the behavioral sample beyond verbal 

interaction, offering opportunities to observe written 

communication, judgment, and managerial reasoning. 

The third and final part of the simulated AC 

showed a ten-minute video of assessee delivering a 

sales presentation to Country Sales Manager. In this 

scenario, assessee presented an in-depth analysis of 

sales territory coverage and recommended three sales 

representatives based on client needs and logistical 

considerations. The roleplay concluded with a brief 

question-and-answer session in which the country sales 

manager challenged the candidate’s assumptions and 

decisions. These three parts were intended to sample a 

range of observable behaviors across communication 

modes, response formats, and competency expressions, 

allowing assessors to engage in structured judgment 

while simulating the conditions of a high-stakes real-

world AC. 

Table 2 

Descriptive Statistics 

Dimension 

Exercise 

In-tray Oral Presentation 

Planning and 

Organizing 

.254 (.172) .305 (.204) 

Persuasiveness  .507 (.409) .32 (.212) 

Note: The results include the Mean and Standard Deviation, 

reported as M(SD) 

Results of the Pilot Study  

The accurate rating of the candidates by participants 

was important after trying out the simulated AC. 

Following the evaluation of performances, each 

participant examined assessees during the two 

exercises. Participants used the rubric to assess the 

observed assessee's behavior across two dimensions 

and exercises, assigning a total of four ratings and 

providing justifications. Table 2 and Figure 1 shows the 

means and standard deviations. 

 

Figure 1. Rating Accuracy for Two Categories of Dimensions 

in Two Categories of Exercises (A higher score of rating 

accuracy reflects a greater level of inaccuracy in assessor 

judgments; Error bars depict 95% confidence intervals) 

A two-way ANOVA showed a significant main 

effect of AC dimension on assessor rating accuracy 

(F(1, 22) = 5.753, p = .025, η²ₚ = .207), where the 

planning and organizing dimension reported a higher 

rating accuracy than persuasiveness. The main effect of 

exercise type was not significant (F(1, 22) = 1.975, p = 
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.174), but there was a statistically significant 

interaction between dimension and exercise on rating 

accuracy (F(1, 22) = 4.336, p = .049, η²ₚ = .165). In the 

planning and organizing dimension, assessors 

suggested a higher rating accuracy when evaluating 

assessee performance in an individual-exercise context 

(in-tray). A higher rating accuracy was found when 

assessors evaluated persuasiveness with interpersonal 

exercise. 

Discussion 

This research contributes to a growing body of analyses 

that explores the use of simulated AC for assessor 

training and advancing the understanding of the 

judgment process. According to Boșneag & Iliescu 

(2024); Breil et al. (2023); Buckett et al. (2020); 

Hoffman et al. (2015); Ingold et al. (2018, 2025); 

Meriac et al. (2014); Wirz et al. (2020), the pilot results 

confirmed that assessor rating accuracy was influenced 

by the type of AC dimension as well as the interaction 

between the dimension and the type of exercise.  

The result reported a significant main effect for the 

AC dimension since accuracy is greater when assessors 

examine the administrative dimension compared to the 

relational dimension. Even though the main effect of 

exercise type (individual vs. interpersonal) was not 

statistically significant, the analysis identified a 

meaningful interaction between dimension and 

exercise. Assessors reported higher rating accuracy in 

the planning and organizing dimension when 

evaluating assessee performance in an individual-

exercise context (in-tray) versus an interpersonal-

exercise context (oral presentation). Assessors rated 

persuasiveness more accurately with interpersonal 

exercise. The consistency between behavioral cues and 

dimensions led to increased inference and accuracy 

(Funder, 2012; Kleinmann & Ingold, 2019; Lievens et 

al., 2015; Thornton & Lievens, 2018; Van Iddekinge et 

al., 2023). 

The development of the simulated AC according 

to AERA et al. (2014) Standards ensured that the tool 

functions as a training exercise and structured 

educational assessment instrument. The observed 

accuracy patterns constitute construct-relevant validity 

evidence, stating that scores behave in theoretically 

expected ways based on the differences of cues across 

tasks.  

The results offer important implications for the 

educational domain. Simulation-based learning 

principles suggest that structured, realistic tasks help 

students to develop evaluative judgment by engaging 

in repeated observation, evidence gathering, and 

decision-making (Gauthier et al., 2016; Lee et al., 

2019). The simulated AC supports the process by 

exposing assessors to behaviorally rich stimuli paired 

with benchmark scores, enabling direct comparison 

between novice interpretations and expert judgments. 

For psychology education programs, particularly those 

preparing graduates for assessment roles, the tool offers 

a standardized, research-supported method for 

strengthening behavioral observation skills, analytic 

reasoning, and evidence-based judgment. 

This result has important implications for the 

design and application of AC method in research and 

practice. First, the need to match the exercise type with 

the targeted dimensions is reported to elicit observable 

and diagnostic behaviors. Second, simulated AC can 

offer controlled, high-fidelity environments to analyze 

the nuances of assessor judgment. Unlike vignette-

based or purely verbal judgment tasks, simulated AC 

allows experts to systematically observe the variation 

of rating accuracy across dimension-exercise 

combinations and to test hypotheses related to RAM 

(Funder, 2012).  

According to Funder (Connelly & Mcabee, 2025; 

Funder, 2012, 2017; Thornton & Lievens, 2018), the 

simulated AC was explicitly designed to enhance the 

relevance, availability, detection, and utilization of 

behaviorally relevant information. Naturalistic 

performance drawn from real sales representatives, 

structured rating dimensions, and diverse stimulus 

formats supports more realistic judgments. Moreover, 

the use of benchmark scores from SMEs adds an 

external criterion to evaluate and fulfil RAM’s 

emphasis on the match between cues and judgment 

accuracy. 

The current research affirms the potential of well-

designed simulated AC in complementing traditional 

assessor training methods and providing an empirical 

platform to examine the interpretation of assessees’ 

behavior under varying structural and contextual 

conditions. This effort contributes to AC research in 

understanding the effectiveness through the lens of 

assessor cognition and process fidelity (Gauthier et al., 

2016; Kleinmann & Ingold, 2019; Lee et al., 2019; 

Lievens et al., 2015; Oudkerk Pool et al., 2018). 

Therefore, simulated AC is important to elicit the 

process of assessor judgement in increasing the 

capability of capturing evidence. The development for 

educational purposes must follow certain standards 

(AERA, 2014) to help the learning process of assessor. 

Beyond theoretical and educational relevance, the 

results carry practical significance for policy and 

program development in higher education and applied 

training contexts. The growing demand for trained AC 

assessors indicated the need for structured, validated 

learning tools integrated into professional psychology 

and human resource development curricula. The 

simulated AC provides a replicable and scalable model 

that institutions can adopt for teaching assessment 

literacy, strengthening practical evaluation 

competence, and ensuring early-career assessors 
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acquire essential skills before engaging in high-stakes 

assessment contexts. 

An important methodological consideration 

includes the pilot sample. This research used 23 novice 

assessors, a size appropriate for early-stage validation 

of a structured simulation and consistent with similar 

laboratory-based analyses. A post-hoc sensitivity 

analysis indicated that the sample size was sufficient in 

detecting the medium to large interaction effects 

typically expected in cue-based accuracy research. The 

gender composition (17 female, 6 male) reflected the 

demographic profile of master's level psychology 

education programs. A comparison of mean accuracy 

scores across gender groups showed no statistically 

meaningful differences (p= .05). Therefore, gender 

imbalance did not bias the observed patterns since 

broader representation and larger samples strengthened 

future generalizability. 

 Assessors were graduate psychology students 

with minimal practical experience in AC. This 

sampling choice was made to allow initial validation of 

the simulation under controlled conditions with raters 

who completed standardized For training but were not 

influenced by previous AC practice. However, this 

limits the generalizability of the result since 

experienced assessors may engage with cues, integrate 

information, and form judgments differently. Future 

research should examine the applicability and 

effectiveness of tools with professional assessors 

working in operational AC settings. 

The simulated AC was limited to only two 

dimensions and exercises, which restricts the 

generalizability of the results. Future research should 

broaden the scope to include a wider range of 

dimensions and exercises in fully evaluating the 

predictive validity in practical contexts. Extending this 

model could help build a more comprehensive 

understanding of assessor judgment across a variety of 

professional competencies. 

Even though the simulation successfully 

standardized cue exposure and reduced task variance, 

the results reflect initial validation efforts. Future 

research should refine the scenario set, expand the 

range of dimensions tested, and incorporate multiple 

assessees to evaluate stimulus equivalence. Additional 

work may also examine the moderating effects of 

assessors’ cognitive load, previous training, or 

judgment strategies on accuracy, providing deeper 

insight into mechanisms predicted by social-cognitive 

theory and RAM. The simulated AC offered a 

structured, fidelity-based tool for advancing research 

on assessor judgment and supporting educationally 

grounded rater training. The integration of real 

behavioral samples, standardized cues, and 

multidimensional performance stimuli contributes 

theoretical and practical value to educational and social 

psychology perspectives on behavioral assessment. 

 

Conclusion 

In conclusion, this research developed a simulated AC 

designed to evaluate assessor rating accuracy and 

support research on judgment processes, rather than to 

function as an operational AC. According to Funder’s 

RAM, principles of assessment fidelity and simulation-

based learning, and guided by Standards for 

Educational and Psychological Testing (AERA et al., 

2014), the simulated AC was constructed through a 

systematic six-stage process using authentic behavioral 

samples and expert-derived benchmark ratings. Pilot 

results showed theoretically consistent differences in 

accuracy across dimensions and task formats, 

providing initial validity evidence that the tool 

successfully elicited meaningful variation in detecting, 

interpreting, and using behavioral cues. These results 

reported the value of the simulated AC as a concise, 

educationally grounded platform for analyzing assessor 

cognition and improving rating accuracy, with 

potential applications in rater training and future 

research examining social-cognitive mechanisms. 
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