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Abstract

This study focuses on the use of DiSC as a personality test, in particular focusing on the perceived contribution the application has in the context of organisational succession planning. The principle aim of this study is to identify the place and validity of DiSC as a personality assessment and the relation it has to identifying the desired personnel to achieve organisational success.
A systematic research method was applied to explicit the desired literature. The review of literature scrutinises previous information, data and research conducted between 2007 and 2017 on the implementation of DiSC within succession planning and the process and issues surrounding it. A number of research studies were reviewed to illustrate the application of DiSC within the context of a real organisation to highlight the associated experience and identified ethical implications.
The conclusions imply that whilst the adoption of DiSC can be witnessed across a varied organisational demographic, concerns about ethical, accuracy and bias still prevail. Whilst the majority of organisations accredited the adoption of DiSC as the result of ensuring effective recruitment and succession planning, a strong argument is made to imply that as an isolated tool, personality tests are inefficient. 
Furthermore, the research highlighted that not only the knowledge concerning DiSC was predominant within organisations, but the same information was freely available and accessible online.  Therefore implications and concerns are raised over the authenticity and reliability in the assessment claimed outcomes.  Therefore leading the researcher to recommend that in order to effectively achieve robust succession planning processes, a blend of recruitment, assessment and personality tests must be embraced. 
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1. introduction

Maintaining a competitive advantage in what has grown into a vastly dynamic economic environment has become increasingly reliant on the skills and abilities demonstrated by the workforce to meet organisational objectives (Hoffman et al, 2014). Arguably, a straightforward concept, yet it is one that seeks to illustrate the continued emphasis on talent cultivation and management (Deb, 2005).  Organisations, over time have become rapidly diversified in both their operations and strategy and despite long-standing evidence that a committed workforce is essential for success, robust recruitment processes are required (Pfeiffer, 1994, Rohm, 2005). According to Henderson (2015:80) the need to entice and attract “core employees who can continue to adapt and learn” is essential for achieving a sustained competitive position.
In this endeavour, numerous academic research has been conducted to explore and illustrate the various approaches available, their effectiveness and shortfalls parallel to the business performance impact associated with such adoption (Hoffman et al 2014, GlobalHR Research, 2016). With an array of opportunities and methods available to organisations, the desire to establish a dominant method that can identify the ‘ideal’ candidate and streamline recruitment into an effective process for succession planning has emerged. 
Organisations recognise the value; both in resources and cost, associated to bad hiring decisions suggests Stabile (2002) and this has steered them to alternatives such as the adoption of personality tests. The belief that acquiring personnel with the right attitude or future potential can be more beneficial than current abilities of the individual to the organisation implies Henderson (2015). A notion supported by O’Meara & Petzell (2013) whom suggest that ineffective recruitment processes that fail to identify personnel with the ‘desired’ characteristics can have a significant financial implication for the organisation. Harvard Business Review (2013) estimate the financial outlay to an organisation for ineffective hiring to be “at least one year’s pay.”  The need to ‘get it right’ has never been so prevalent and organisations are recognising the personal characteristics of their personnel as a key contributor to the performance output and organisational success (Ones et al, 2007 & DuBrin, 2013). Arguably, organisations can no longer solely rely on the application of traditional and potentially redundant forms of recruitment, instead emphasis must be placed on identifying “a clear picture of what kinds of people the organisation needs” suggests Daft (2008:391). Furthermore, effectively utilising such knowledge produced by personality assessments to influence the recruitment and selection process within organisations can have a significant positive impact on organisational succession planning (Cook, 2009).
In particular one personality assessment tool that has attracted some attention within the recruitment sector is DiSC (Dominance, Influence, Steadiness and Conscientiousness) framework.  Based on the work of psychologist William Moulton (1982) and further developed by Walter Clarke (1956) the DiSC framework is “a systematic way to understand the psychological forces that drive each of us beneath the surface” (Sugerman et al, 2011:6). 
Whilst arguably there are various personality assessment frameworks available, DiSC is considered favourable by many such as Fallon (2015) who suggested that it is “the most frequently used in the business and government organizations” For that reason, research has been prompted to consider the implications of utilising DISC as a personality test.  As research, according to Goddard & Nevile (2001:1) is a “process of expanding the boundaries of ignorance” through the application of an intellectual search (Khan, 2008).
Therefore this business report will aim to satisfy as far as possible the following specific objectives;
1. A critical review of key research into the use of DiSC as a personality test in the context of organisational succession planning.  
2. A detailed dialogue into Jones & Hartley (2013) study, considering the research philosophy, ethics, reliability and validity.   

2. Methodology

The research methodology should endeavour to encompass the characteristics of the research subject, parallel to complimenting the resources available to the researcher. Due to an established research parameter outlined as a prerequisite of the report, and a quest to sufficiently answer the following research question; Considering an organisation, to what extent and cost can DiSC as a personality assessment contribute to an organisations succession planning?, a systematic literature review approach was adopted (Pickering & Bryne, 2014).  According to Jesson et al (2011) adopting a systematic approach is beneficial to those seeking to promote research knowledge and utilise it in action. Utilising Booth et al (2016) SALSA framework permits the exploration of 5 key elements associated with an effectual systematic literature review process implies Gough et al (2012). 


2.1 SALSA Framework
The SEARCH and exploration of academic and relevant sources of literature between 2007 – 2017, that demonstrated engagement with both core and extended sources was conducted. Literature was obtained via the application of Boolean research parameters and these are subsequently illustrated to permit method replication (Tensen, 2013).
· personality and behaviour and (DiSC or test) 
· personality assessment or test and performance
· personality or DiSC or behaviour 
· personality or behaviour and value
· personality and value and succession planning
Following data collation the APPRAISAL stage is used to ensure the particular value that individual studies hold for the research.  According to Szutowski (2017) this process is divided into two main steps; ‘Exclusion’ – elimination of inappropriate publications from the point of view of present research (technical / substantial) and ‘Inclusion’ – aimed at adding to the set of papers studied, the potentially important works omitted in the search procedure.
Reflecting on the research, consideration was applied to identify the most appropriate strategy for SYNTHESIS to achieve the desired report objectives. In an endeavour to achieve this a qualitative approach was taken as Hammersley & Traianou (2012) suggest it supports an emerging understanding of a research subject, where it is the researcher that aims to interpret the data collated.
Through ANALYSING the findings of the conducted literature research a defined structure to illustrate the literature review content was established, which presented the opportunity to identify any potential gaps in research and indicate whether further research in the subject is required (Gough et al, 2012). 

2.2 Research Limitations
It should be noted that the research conducted and reviewed as a prerequisite of this business report is subject to several limitations. First, whilst research illustrated the implementation of DiSC, it has primarily focused on the initial recruitment of personnel within an organisation rather than any potential benefit to achieving long term effective succession planning. Furthermore literature explored did not highlight the specific application of DiSC within a front-line personnel role, instead data illustrated the use within ‘leadership’ and ‘management’ roles. Therefore, arguably literature attaining to the implementation of DiSC as a succession planning tool for lower level admin roles not sufficiently been produced.  Controversially, it could be suggested that the absence of literature evidence in this particular sector indicates the lack of application and associated benefit. 
Second, the case studies that have been explored could be argued highlight potential literature bias as in multiple instances they have been published by DiSC accredited providers and therefore could be argued adopt a more positive stance to the literature produced (Brynman & Bell, 2003 & Collis & Hussey, 2003). Through the application of triangulation methods, the validity and reliability of the literature reviewed could have been achieved and therefore provided further creditability to the research utilised.
Lastly, the key research on DiSC as a personality assessment was conducted as outlined by the report parameters over the period 2007 – 2017, and therefore could be argued limited the literature available for review.

3. Literature review

This aspect of the report provides a critical exploration of previous research conducted within this area to provide insight into what extent and cost can DiSC as a personality assessment contribute to the organisations succession planning. Undisputedly, the concept of utilising DiSC as a personality test in such a manner has generated innumerable and diverse discussions. In conjunction, following a literature analysis several key themes emerged when considering to what extent and cost can DiSC as a personality assessment contribute to the organisations succession planning. For the purpose of this report several of those themes identified are illustrated. 

3.1 Popularity Over Performance.
According to Harvard Business Review (2013) approximately 18% of organisations at the time of publication utilised personality tests during their recruitment process and with increasing popularity this figure is expected to grow at a yearly rate of 10 – 15% (Scullard & Baum, 2015). In the same year Jones & Hartley (2013) stated that around 80% of the Fortune 500 companies already utilised personality tests to directly assess their personnel. In support, Jones & Hartley (2013) imply that DiSC personality test is available in 35 different languages and this reinforces its influential span within organisations. Arguably with such implementation being stated, personality tests have established a position within the recruitment sector, yet critics such as Morgeson et al (2007) and Paul (2010) are eager to highlight the flaws and oversight predicted by such tools. 
Whilst Spillane (2012) suggests that personality tests are unproductive to organisations overall performance, others such as König et al (2017) and Morgeson et al (2007) imply that the ability to ‘fake’ personality assignments could be widespread. The implication is based on the readily available information concerning DiSC and other forms of personality assessments readily available to everyone online emphasises Jones & Hartley (2013) and Dattner (2013).  Having access to such information enables potential personnel to manipulate their answers to score in accordance with the organisations specifications, and this implies Spillane (2012) results in unreliable data. Furthermore in a study conducted by König et al (2017) of 187 Swiss Management Assistants illustrated that applicants often incorrectly assumed the scoring procedures. Thus, challenging the data further through the suggested manipulation and incorrect assumptions that have the potential to tarnish assessment outcomes. Considering the implications of falsified results within the succession planning process could prove catastrophic both from a finance and resource perspective. Establishing a talent pool for succession, built on inaccurate and manipulated data could unbalance the culture and disrupt the effectiveness of the organisation, especially when used as a solitary method (DuBrin, 2013, Hoffman, 2014).  
Furthermore, no tangible evidence has highlight that when utilised for succession planning, the personnel have been more effective or performed better than those recruited using alternative methods. Arguably, this should be an influential factor when adopting DiSC suggests Stuart-Kotze. & Dunn (2010).
However organisations continue to adopt such methods in both their recruitment and succession planning process and this is evident through a study compiled by Brown (2016).  Brown (2016) research highlighted the potential benefits of personality test in hiring and retaining personnel with the desired attitude, cognitive and skillsets that are supportive to successful performance. A notion reinforced by Daft (2008:391) who implies that the use of DiSC identifies “what kind of people the organisation needs” and is therefore able to plan for succession more effectively.  

3.2 Personality Verse Role Requirements
However, there has been some controversy surrounding personality assessments, such as DiSC overshadowing the value associated with the pre-acquired skillset of the organisations personnel. Critically, it could be argued that with the correct attitude and desired personality, any skill can be developed, nurtured or taught.  Stuart-Kotze & Dunn (2010) implies that it is merely the intention to do so that is required and this evidence can be derived from the individuals personality. DiSC as an assessment tool can be the most valuable resource claims Dandy et al (2017), as it can organisations understand their personnel more effectively; the way they deal with both people and problems, and this conducive to succession planning. 
Yet, arguably the DiSC framework seeks to categorise the individual, into one of the 40 DiSC style combinations states PeopleKeys (2017). A notion that, Torrington et al (2016) implies is precarious as it insinuates that personalities can be neatly categorised. Furthermore Jeong et al (2017) implies is it wise to assume that any one personality is idealistic for any one particular role.  Yet, as an assessment tool that is believed to identify and examine the compatibility between the role vacancy and the potential employee, personality assessments are considered knowledge laden and beneficial to the organisation (Sugerman et al, 2011). In support Rosenberg & Silvert (2012) suggest that personality tests provide an opportunity for the organisation to assess individual suitability by ‘testing’ factors such as personality and motivation to illustrate the mental and emotional capacity of the applicant. Whilst this may be accurate to an extent, controversy and criticism has emerged over the validity of such tests and some literature has argued that output is merely the surface traits of an individual and does not provide an accurate assessment (Jones & Hartley, 2013 & Harvard Business Review, 2017). Arguably, Brown (2016) suggests that personality tests such as DiSC in particular can provide a basis to evaluate and assess potential strengths and weakness of personnel, a significant factor when considering succession planning. 
In contradiction, however, Shaywitz (2011) & Roe (2014) imply that the personality assessment acts merely as personality contest and that they are not a great indicator of performance. Matthews (2008) implies that individuals with different personalities will inherently have been exposed to different experiences and that suggests Henderson (2014) can be beneficial to an organisation as it brings alternative perspectives and capabilities. 
Furthermore, in agreement Spillane (2012) whom conducted research into the application of personality tests within recruitment, identified that there could be an element of discrimination and therefore result in a negative, undesired consequence. For organisations succession planning is vital component to the future success of the business implies Henderson (2015) and therefore special consideration must be applied to the methods that deliver a robust talent pool. Yet, as touched upon talent has the potential to be cultivated, which arguably personalities do not, and this could be an indication as to why organisation are utilising assessment tools such as DiSC.  
3.3 Financial Inferences
Such critique questions the premise of implementation of DiSC as a personality assessment within the context of organisational succession planning. Yet personality assessments has grown into $400million-a-year industry states Stabile (2002) and have dramatically increased in popularity since 1998 claims Tett & Christiansen (2007), at a time Federal Law prohibited the use of polygraphs by employers. At present according to Tahmincioglu (2011) the employment assessment market collectively has exceeded $2billion and personality tests continue to grow in popularity.
Yet, Brown (2016) claims that this could be associated with the cost involved with implementing such methods. Whilst, arguably Furr (2017) implies that any good hire outweighs the associated cost to the method utilised, organisations endeavour to operate on a profit basis and therefore it is paramount to analyse the cost associated with DiSC further than the immediate financial outlay (DuBrin, 2013).
Considering the completion of an online DiSC personality assessment taking approximately 10 – 15 minutes suggests PeopleKeys (2017), further supports the benefit of implementing such methods within organisations. Not only from a cost perspective implies Butcher (2009) but also from a resource perspective that be extremely beneficial to organisations operating within a fast and dynamic business environment. 
Furthermore Rosenberg & Silvert (2012) suggests that the financial efficiencies associated with DiSC as a recruitment and succession method is witnessed through various aspects of the personnel work ethos.  In support, Chamorro-Premuzie (2015) explores the concept that DiSC personality assessments are able to evaluate desired behavioural patterns of candidates work ethos. Further claiming that personality and behavioural traits such as ambition, reliability and trustworthiness cannot only provide organisations with a sense of who the candidate is as an individual but identify if they “fit in with the organization’s culture”. 
If personality assessments such as DiSC can develop a holistic viewpoint of a potential candidate could support the organisational performance output and develop a committed and driven culture.  A viewpoint supported by Timms (2016) who implies that adequate succession planning in the modern economic climate can be effectively supported by the use of personality tests. However this is not conclusive to the implementation of DiSC as a variety of personality assessments are available and organisations recognise the value of adopting the best strategy to insure the best performance output. A view supported be research conducted by Jones & Hartley (2013) that compared both DiSC and Five-Factor Model personality tests. Research conducted indicated that when given an option, organisations favoured alternative personality assessments such as the Big 5. Nevertheless, this does not detract from benefit associated with implementing DiSC to identify personality qualities and preferences suggest Giles (2013). Evidenced by Persolog (2008:24) whom claimed that findings obtained from a research study produced “very good measurement qualities”. Arguably the survey conducted by Persolog could be assumed adopted a biased stance due to the pre-established affiliation to the DiSC assessment tool and the acknowledgement of a worthy foundation to develop an enhanced assessment framework. 

3.4 Ethical Implications
One concern raised over the use of DiSC personality tests suggests Roe (2014) is the ability to evaluate candidates effectively against clear established role performance measurements, without doing so implies Chamorro-Premuzie (2017) can subject the candidate to invalid assessment process. In support of this view Dattner (2013:2) states that “while there are laws that prohibit companies from discriminating or invading candidates’ privacy, there are no laws that prohibit companies from using strange or invalid assessment tools”. Considering the implications of this statement could argue that the ethical implications of applying DiSC assessment methods not only need to be identified but mitigated where possible. A predominant feature of the study conducted by Kramar et al (2012) that identified 44% of a sample group consisting of 8000 participants, felt personality assessments were personally invasive. Others illustrated fears of being labelled or categorised following the assessment report this raised concerns when applied within succession planning process. It individuals become identified by their personality ‘type’ rather than their skills or abilities, and such personality type is deemed undesirable by the organisation, it could be considered as discrimination or bias.
For an organisation attempting to utilise DiSC as a succession planning tool, the perceived invasion of privacy by personnel could hinder loyalty, resulting in a disengagement and commitment workforce (Rothwell, 2015). 
4. Jones & Hartley (2013) Study

Considering the previous research and the need to identify reliable and valid research studies to effectively evaluate to what extent DiSC personality assessments have on organisational succession planning, it is prudent to analyses one of the key research studies utilised. For the purpose of this, the study ‘Comparing Correlations between Four Quadrant and Five Factor Assessments, exemplifies the relationship between DiSC (four quadrant) and the Five-factor Model of Personality’ conducted by Jones & Hartley (2013) will be considered.
Jones & Hartley (2013:459) imply that their research is a “micro unit of behavioural study is that of individual personality” and endeavours to explore an individual’s assertiveness, approach to decision making, responsiveness and preferred style of interaction. For the purpose of their research, the two instruments utilised for comparison were; the four-quadrant Jungian-Based DiSC and the Five Factor Module of personality. 
The research was conducted by Cathleen S. Jones and Nell T. Hartley, both of whom at the time were employed by the Robert Morris University where the study was conducted. Jones an associate Professor of Marketing and Hartley the University Professor of Management obtained the desired study participants through the same university student group and potentially this could have impacted the research methodology adopted and the associated study outcomes. These factors will be discussed further to identify key aspects of the research study and the implications associated. 

4.1 Research Philosophy
The research philosophy is concerned with the overall study objective and provides the justification for how the research will be conducted. Furthermore, the research philosophy as according to Saunders et al (2009) can be defined as the development of the research background, research knowledge and its nature. With such a substantial claim and that of one with immense perceived value it is essential that an adequate and appropriate research method is adopted. 
Furthermore, Crosson (2003) highlights the importance of understanding philosophical issues with reference to research methodology as a key step in identifying any potential research implications. In addition Holden & Lynch (2004) argue that research should not be methodologically led, instead methodological choice should be the consequence of the researcher’s philosophical stance.  
Saunders et al (2009) outlines three ontological approaches that be adopted; Positivism, Realism and Interpretivism.  Positivism considers reality existing independently of the subject being researched and therefore research should aim to explain and predict assumptions that can be further tested throughout the process implies Collis & Hussey (2009).  In addition Bryman & Bell (2003) suggests that research built on positivism implies that common sense should not be allowed to bias the findings as it endeavours to remove the human element from the research.
Related to positivism and sharing two distinct features is realism suggests Babbie (2004). First the belief that natural and social sciences should adopt the same approach to the collation and explanation of data is valued, and second that a “commitment to the view that there is an external reality to which scientists direct their attention” (Bryman & Bell, 2003:15)
Yet, in comparison, interpretivism is an approach to social science that opposes positivism and adopts qualitative method of research implies Morgan & Smircich (1980).   Reflecting on the three principle ontological approaches as identified by Saunders et al (2009) and epistemological considerations, it is concluded that positivism approach has been adopted and applied to Jones & Hartley (2013 research study.  The conclusion is drawn referencing Pugh (1983:48) illustration of positivism as being able to draw conclusions on the “behaviour of groups and individuals within them”.
Furthermore the research which endeavoured to compare the personality traits of the same sample group, identifiable by two forms of personality tests implies a quantitative approach. A research strategy that Collis & Hussey (2003) state entails a deductive approach to the relationship between theory applied and the research conducted to test and analyse the theories in question. Furthermore Holden & Lynch (2004) suggest that a deductive approach incorporates practices associated with positivism, which strengthens the initial analysis that Jones & Hartley (2013) have adopted the research position of positivism.
When considering the ontological positioning of this research stance it illustrates objectivism and implies that social phenomena and their associated meanings have an existence that is autonomous of social action (Bryman & Bell, 2003). Arguably, applying this concept to the DiSC assessment tools can be implied resides within the categories identified. The DiSC assessment tool essentially represents a behavioural label that critically could assume that once an individual acknowledges could subconsciously assert pressure for conformity. Such ethical implications are explored further in this chapter.
4.2 Ethics, Reliability and Validity. 
Through analysing the data produced by the research study, and identifying the researcher’s philosophy as positivism. Several implications have been identified and these will be explored to ascertain the value associated with the Jones & Hartley (2013) research study.
4.2.1 Ethical Implications
Kimmel (1988:26) implies that a “consensus appear to be lacking along social researchers as to what actually constitutes an ethical or moral issue”.  Instead Bryman and Bell (2003) suggests it refers to the significance and operation of four distinct areas when conducting that may carry ethical concern.  These are; whether harm comes to participants, informed consent, invasion of privacy and deception. Each of these areas will be explored in this chapter to establish to what extent has Jones & Hartley (2013) have considered or eradicated ethical concerns during their research.
First, students were able to adopt unidentifiable code names that enabled the results of both tests to be anonymously recorded, however gender and academia fields were self-reported and interestingly 2 of the 89 respondents choose to omit their gender and academia field. Could this signify a lack of trust and reliability in the researchers to maintain a level of confidentially and prevent any perceived repercussions? Arguably so, however of the 110 students 89 (81%) choose to report results of both personality assessments on a voluntary basis (Jones & Hartley, 2013).
According to Collis & Hussey (2003:45) voluntary participation is “one of the most important ethical principles” to adhere to within a research capacity as it ensures a willing participation in a study exempt of coercion argues Kimmel (1988).  Furthermore it supports the credibility and reliability of the research conclusions as participants are more likely to respond accurately and truthfully suggests Hammersley & Traianou, (2012). 
Controversially, however those students that participated were in fact studying at an undergraduate level, the field of ‘organisational behaviour’ and this could be suggested produced bias and influenced outcomes.  First, whilst the study is portrayed as volunteer based, arguments could be made that assume participants were expected by the university to comply with such tests, especially under the administration of those in perceived authority (Babbie, 2004, Bryman & Bell, 2003).
Second, the pre-disposition to exposure within the course composition could have impacted the validity of the results illustrated. However, it is prudent to suggest that such bias could have been unintentional and the participants and researchers endeavoured to mitigate any prejudice responses. (Hammersley, M. & Traianou, 2012, & Bryman & Bell, 2003)  Reflecting on the potential for deception within this research paradigm, arguably it appears that the research has no obvious forms of deception and have acted in an ethical manner.
Third, to enable relative comparison between both assessment tools Jones & Hartley (2013) altered some of the language illustrated in the DiSC framework to compliment the Five-Factor Module Synonyms was obtained from Thesaurus.yourdictionary.com to assist in identifying a unified language by meaning only.  Where no reasonable alternative words were identified Jones & Hartley (2013:466) admit “logical matches” were included. Arguably the potentially unethical issue resides within the language exchange and the impact on the associated and perceived meaning of the participants. Further, without an unbiased party facilitating such changes, it could be perceived that Jones & Hartley (2013) adopted language that was influential in their research pursuit.

4.2.2 Reliability
Having previously touched upon the potential for reliability of research can be impacted by the methods and practices adopted throughout the study. However, having analysed the research and compared the findings it could be suggested that Jones & Hartley (2013) research has scientific aspects of reliability. The participants were asked to complete both personality assessments and this identified eight correlations in findings. However for true reliability to be established within research implies that if the assessments were conducted again the same results would have been achieved (Babbie, 2004 & Pellissier, 2008). Yet the research conducted by Jones & Hartley (2013) offered no assessment duplication and therefore arguably results cannot be deemed entirely reliable.  
Whilst suggestions could be made to revisit and consider the output of both assessment tools as a form of repeated observations, it is important to acknowledge that the participants were aware of research and the associated assessment questions. However Rathus (2011) claims that reliability of assessment tools such as DiSC can be achieved in such circumstances where stability is identified in the results produced. This could be argued is the case with results produced and compared in Jones & Hartley (2013) research study (Pellissier, 2007).


4.2.3 Validity 
When considering validity which Bryman & Bell (2003) states is concerned with the integrity of the conclusions that are generated from the research study. In this example, the research conducted was founded on previous academic studies and established personality assessment tools that gave foundation and purpose for the case study. Jones & Hartley (2013:468) have made claim that the research conducted established “eight significant correlations between the Five-factor Model and DiSC personality assessment”.  The significance of this findings could be argued resonates within both within the reliability and validity of the personality assessment criteria, as both tests correlated to such a degree that knowledge from each personality assessment provided accurate information about the other. However reliability has been explored and when focusing on this element of the research output in terms of validity supports the intended value associated with the research study (Pellissier, 2007).
 Whilst Babbie (2004) argues that the ultimate validity of any measure and therefore subsequently any outcome, can never be established, but merely an agreement to its relation achieved. Considering the concept of ‘construct validity’ and its measure relating to other variables as anticipated, Jones & Hartley (2013) research study achieve a theoretical relationship between the outcomes of both DiSC and the Five-Factor Module.  Furthermore, Rathus (2011) suggests that the validity of personality assessments can be achieved by comparing test results to established external criteria and/or standards and this is achievable in both assessment frameworks utilised. 
In support of these findings and the validity of the research Scullard & Baum (2015) suggest that the successful identification of personality traits and behaviours between both tests strengthen the argument that personality assessments can be an effective succession, planning tool.

5. Conclusion

This business report had the aim of exploring the use of DiSC as a personality test in the context of organisational succession planning. The review of the literature illustrated indicates the behaviours and personality of personnel can be, to an extent identified through the use of such methods. Yet information produced through various conducted research by Paul (2010), König et al (2017) and Roe (2014) question its authenticity, reliability and validity.  This is in relation suggest König et al (2017) to the inability of organisations or even DiSC accredited associates to guarantee the genuine assessment responses. 
Data illustrated identified the potential of personnel to manipulate and distort assessment results to essentially enable ‘faked results’ (Dattner, 2013, Morgeson et al, 2007). Therefore if the application of DiSC as an assessment tool to identify and draw out the desired personality characteristics of personnel is not assured then it questions the benefit on organisational succession planning. If ineffective adopting the DiSC assessment tool could result in substantial failures in the organisations operations, resourcing and financial outlay. Surprisingly, literature reviewed indicated no correlation to the use of DiSC as an assessment tool for succession planning that proved to be performance satisfying. Instead literature explored endeavoured to seduce the concept of personality identification that could nourish and supply organisations talent pool (Henderson, 2014). If as implied DiSC identified the desired characteristics and personality of the organisations culture and ethos, this does not necessary ensure quality performance output, therefore suggesting as a method of succession planning it is ineffective.   
Yet, one of the prevailing themes to emerge from the analysis of reviewed literature was an overwhelming acceptance and use of DiSC as an assessment method.  Its popularity dispute the critique, states Dattner (2013) has continued to increase and become a pivotal aspect of recruitment and succession planning. As the data illustrated suggests a further increase in popularity it could be implied that a greater adoption of assessment tools across multiple role and business sectors will be witnessed.
However, arguably concerns have been illustrated that draw attention to the ethical implications of inadequately adopting and delivering DiSC assessment tools as indicated by Rothwell (2015) and Kramar et al (2012). Henderson (2014) implies that, considering the endeavour to establish a succession planning method for organisations that is cost effective and valued, concerns regarding ethical issues whether founded or not, could have serious implications for any organisation.
Essentially the literature review of DiSC applied assessments tools within the time period 2007 to 2017 illustrated key implications that required further exploration.

5.1 Implications of the Findings                
This research appears to provide an insight into the changing dynamics of the Human Resource practices implemented by organisations in an endeavour to attract, retain and secure the required personnel for effective succession planning.  The suggestive evidence outlines the need for organisations to recognise and utilise tools such as personality tests, such as DiSC to identify the ‘right people for the right roles’. Arguably, a notion that has already been implemented by various organisations such as but not limited to Chervon, Walmart and Exxon Mobile. Furthermore Intesi (2013) claim that 70% of the Fortune 500 Companies who are “known to be strong, with fantastic management” already utilise DiSC profiles.  Furthermore, it is the researcher’s conviction that the findings of this assignment would benefit organisations through developing effective succession planning processes that incorporate elements of the DiSC framework and this has led to the following recommendations being made. 
                                                      
5.2 Recommendations                                                                                   
First, as aforementioned one avenue for further study would be research into the specific adoption of the DiSC framework for effective succession planning. It would be stimulating to analyse in more detail the precise experience of utilising personality tests to achieve a long term commitment between the organisation and employee that secures the required personnel for succession planning.
Second, it would be relevant to investigate organisations already implementing the DiSC framework across a wider demographic to gain a holistic overview of the recruitment and talent management sector.  This would be beneficial as the research highlighted throughout this report appears to have been predominantly conducted outside of the United Kingdom. Future research in this area could provide a useful insight into the future or alternative advancements being adopted that utilise components of the DiSC framework.  
Last, based on the findings of this research, it could be recommended that organisations maintain a balanced approach to the tools and methods implemented to support and secure progressive recruitment and succession planning. Thus signifying the sustainability of more traditional forms of recruitment in conjunction with incorporating aspects of personality tests such as DiSC where appropriate. If applied effectively this could provide organisations while a complete and holistic overview of potential or existing personnel whilst establishing a balanced approach to the desired skill and personality requirements on the organisation.
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