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Multiple stakeholders’ perspectives on virtual assessment centers: Ccandidates, assessors, and experts 

Abstract
	While the use of a virtual assessment centers (VACs) is expanding, very little research has been conductedexists about this new selection method. When organizations use or are consider usingconsidering employing a VAC, they need comprehensive, in-depth knowledge ofit is important that they will know in depth its characteristics, how it differs from a face-to-face assessment center (FTF- AC), and in what situations it should be used. This study deepens the understanding of the VACs from the perspective of candidates, assessors, and experts (N = 98) who participated in interviews (N = 19) and, focus groups (N = 21), and completed open-ended questionnaires (N = 58). A number of themes emerged fBased onrom content analysis of the collected data, the following themes emerged.: First, the a VAC is a separate and distinct tool from an FTF- AC, and there arewith several significant differences in communication between participants, standardization of selection processes, observation, evaluation processes, the assessor’'s tasks, and the setting. Second, different types of assessment centers (ACs) (virtual versus FTFface to face) are suitable for different situations, ( depending on the candidates, the target position in the organization, and the situation outside itthe organization), and it is not possible to ratejudge  one AC as superior or inferior better or worse than the another for all possible situations. Based on On the basis of these findings, we make recommendations have been made for the optimal implementation of this new selection method.
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Introduction
	For decades, one of the most common methods of selecting personnel in organizations has been evaluation in an assessment center (AC). Candidates at the an AC perform exercises that simulate work-related situations (e.g., role-plays and group discussions), and while assessors observe and assess their performance (Kleinmann & Ingold, 2019), with the goal of selecting the most appropriate candidates in terms of their likely contribution to the organization (Stone et al., 2013). The emergence of many new technologies, the need of for organizations to globalize (Howland et al., 2015), and the constraints of imposed by the COVIDovid-19 panepidemic (Jones & Abdelfattah, 2020; Joshi et al., 2020), have led to the development of another type of AC: called: the v Virtual assessment center (VAC). The A VAC is based on a synchronous group video conference (VC) and includes situation-based exercises and simulations. The present (this study study will focuses on VCs that involve group discussions and notrather than tests or interviews). 
	The gGroup VCs is are based on virtual communication, which has been availablearound  for over 80 years, but its use for in communication between distant locationsplaces began only at the beginning of the twenty-fir21st century (Nehls et al., 2015). VC- based communication has advanced greatly in the last decade and is now available to countless individuals equipped withmany populations who have a laptop, smartphone, or tablet (Bohannon et al., 2013). Some organizations use video-based communication for conducting interviews that serve as a supplement or as an alternative to a face-to-face (FTF) interviews  (e.g., Vadi et al., 2016). The COVIDovid-19 epidemipandemicc that first broke out in late 2019 has accelerated the transition from traditional face-to-face assessment centers (FTF- ACsc) to a VAC format considering that accommodates the pandemic guidelines regarding social distance distancing and the resulting difficulty in performing carrying out face-to-face selection (e.g., Jones & Abdelfattah, 2020; Joshi et al., 2020). This has creates created a situation where, while although the rate of development and use of a VACs is high, the rate of scientific research lags far behindis long and slow. As a result,Therefore, there is  a significant gap has arisen between practice and the its scientific groundingbasis, such as similar gaps noted on the subject, like gaps  by Woods et al. (2020) in relation to other technological selection tools pointed out by Woods et al. (2020). Organizations may be compromisedharmed by using a VAC that is not based on scientific knowledge about of its implications for candidates, assessors, and for the organization.	Comment by Author: Was its impact really felt then?
	An example of an FTF- AC that was immediately moved totransformed into a VAC following the COVIDovid-19 epidemic outbreak is the AC for recruiting candidates for recruiting to the Israel Defense Forces (IDF). Until the outbreak of the Covid-19Before the pandemic, the candidates for recruitment conducted attended an FTF- AC where they were assessed on a variety of occupational abilities in several group and individual exercises. In reaction to the pandemic-imposed limitations, the assessment shifted from anDue to the limitations of the pandemic, this FTF- AC toimmediately changed its’ format to a VAC one where in which all the candidates and assessors connect remotely and perform the exercises throughin a VC. This shift offers an opportunity toThe present study takes advantage of this opportunity that a large AC has changed from face-to-face to virtual to explore and delve deeper into this the relatives merits of VACs and FTF-ACstopic. This study seeks to reduce the gap between practice and scholarship while enhancing the e aim of this study is to reduce the gap described, between the use of an expanding VAC and the lack of scientific literature about it, while deepening understanding about of VACs and their impact it based onwith the help of qualitative data based ongathered from focus groups, interviews, and questionnaires.
	The study will focuses on the differences between a VACs and a FTF- ACs from the perspectives of differentseveral stakeholders’ perspectives: the candidates, assessors, and experts in the field. These perspectives were not previously available accessible, before becauseas most ACs were done conducted in in asthe form of FTF- ACs and very few stakeholders had experienced a VAC. The findings and insights in of this study will therefore provide organizations that employed use or are considering using a VAC or are considering employing a VAC with information about the implications of conducting a VACdoing so, its contribution to the organization, and its anticipatedexpected impact on assessors and candidates. In addition, based on itson the basis of the findings, it will be possible to recommend on how to make a VAC more effective, and how to decide whether a VAC or an FTF- AC is more suitable to perform forin a specific given selection procedure.
Methodology
Study pParticipants
	This study included 98 participants, of whom 58 completed an open-ended questionnaire, 19 were interviewed, and 21 participated in focus groups. All of them expressed their consent to participate in the study. Participants They belong to three different groups: assessors, candidates, and experts. (1) 
	AThe assessors includes were 82 individuals who work in a large selection institute that serves a wide variety of organizations, including the IDF, and social science students ranging in age from 25–31 (M = 27.5, SD = 1.44). Of the assessors, (58 completed a questionnaire, 21 participated in focus groups, and 3 three were interviewed.), and are social science students in the age range 25 to 31 (M = 27.5, SD = 1.44). At the time of the data collection, the assessors had an average of 7.5 months of experience within an FTF- AC (only two had no experience at all inwith an FTF- AC) and an average of six6 months of experience in a VAC. Each of the assessores had assessed an average of about approximately 350 candidates in a VAC and a similar number in an FTF- AC.
	 (2) CThe candidates included were 11 participants who were all women who had performed taken part in a VAC as part of a military selection process. T, and they participated in an online or telephone interview for the benefit of this study. All of them participants had nearly completedare at the end of their high- school studieseducation and their their ages ranged from age range is 18-–19 (M = 18.3, SD = 0.37). 
	The e(3) Experts included were 5five occupational-organizational psychologists (four women and one man), including 4 women and one male psychologist, with ages ranging fromin the age range 36-–61 (M = 46.6, SD = 9.02) with over 10 years of extensive experience in the field of selection and assessment of over 10 years. 3 Three of the expertsof them  hadve a master’'s degree and two have a Ph.D.
The rResearch pProcess
	The study was approved by the Ethics Committee (385/20) at the Faculty of Social Welfare and Health, University of Haifa, Israel. The study includesIt consisted of several stages.: In the first stage, an open questionnaire were was distributed, and focus groups and interviews were conducted, recorded with the participants’' approval, and transcribed. In the second stage, thematic content analysis wwere as performedcarried out . The analysis was done byto identify and link division into themes, which that arose while from reading the transcripts of the interviews and the focus groups in the thematic analysis method, to bind the similar answers together. In the third stage, a process ofthe data from the three populations were encoding encoded or re-selectioned the data from the three populations into separate sections, uncovering, was performed. This process has given new meanings, which are taken from in the views of expressed by the study populations. In the fourth stage, an analysis was performed conducted by another evaluatorjudge, who indicated that there waswith 81% agreement between the two evaluatorsjudges. The described analysis of all the findings and insights from the three populations in the study was conducted performed to produce a broad and complete picture regarding the VACs with respect to all its their meanings and aspects implications fortowards the candidates, assessors, and organizations.
Tools
	Questionnaire aof assessing aattitudes ttitudes towards a the VAC
	. The questionnaire includes included 6 six open-ended questions about the assessment experience within the VAC, its advantages, and its disadvantages (e.g.,, such as: “"Please describe the main difficulties and challenges in your opinion in the virtual selection”).." In addition, theThe questionnaire also included several closed questions regarding the assessor’'s confidence in providing assessments and their degree of success in assessing the candidate’'s abilities. These responses that w were analyzed and used as a basis for writing developing the questions in the focus groups and in the interviews described below.
	Focus Groupsgroups
	. There were 6 Six virtual focus group sessions in were conducted in a VC. In accordance with Scholl’s (2002) recommendation,In each group 3-5three to five assessors participated in each session. according to the recommendation of Scholl (2002).  Each session includedIn the groups, there was a guided discussion aimed at deepening the the understanding of the differences between a VACs and a FTF- ACs, focusing on several topics: pre-selection processes (e.g., “"How did you feel about moving to a virtual assessment center?”"), the w. Work environment (e.g., “"Are you comfortable in the work environment from home?”"), observation and assessment processes (e.g., “"What contributes and what makes it difficult for you in the observation process at the VAC?”"), Reliability reliability and validity (e.g., “"Which ACs do you think have better predictive validity and why?”"), the Ability ability to be expressed oneself and satisfaction of the candidates (for example, "“Is there a difference in the candidate’'s ability to express themselvesbe expressed between the two ACs and why?”). (" - For further examples see Aappendix 2.). The questions in this section were formulated, among other things, based on the basis of results of an analysis of the questions responses in to the questionnaire of items about assessors’' attitudes toward the VAC.	Comment by Author: Please add Appendix 2 when it is available.
	Semi-structured inin-depth interviewsinterviews
	. Semi-structured virtual interviews were conducted in a video-ZoomVC using Zoom (Archibald et al., 2019; Nehls et al., 2015). A small number of candidates asked to be interviewed by phone and not by VC. The purpose of the interviews was to enhancedeepen their familiarity with their positions on the benefits, challenges, and key issues that exist in the VACs and the differences between it VACs and the FTF- ACs (see Aappendix 2).
	The interviews with the candidates focused on several topics: their feelings about the virtual selection before participating in it (e.g., “"Tell me how you felt about receiving the remote selection summons”?"); The the selection environment (e.g., “"How did your selection environment from home contribute  to / impair your selection process?”"); The the experience of performing the virtual selection (e.g., “"What helped and what made it difficult for you to feel comfortable in the VC and be yourself?”"); The differences between the VAC and the FTF- AC (e.g., “Iif you would hadhave to choose between remote or face-to-face selection, – what which would you choose and why?”"); And and the general satisfaction with the selection process (e.g., “How satisfied were youwhat was your satisfaction with the remote selection and why?”").
	The interviews with the assessors focused on the topics detailed in the focus groups phasesection. The interviews with the experts focused mainly on their perceptions about of the differences between the VACs and the FTF- ACs (e.g., “"What are the main differences for you between the FTF- AC and the virtual one?”"),; And the implications of the VACs on for candidates (e.g., “Do you think the candidate’'s degree of experience in computer VCs affected his or her selection behavior, and how?”),, and about the implications for the assessors (e.g., “"What do you think a virtual assessment center contributes to the assessors in the evaluation process and what makes it difficult for them?”").
Results
	The findings present identify two key issues that emerged from the qualitative analysis and  that revealprovide new information about the VACs.  (the issues areTable 1 presented shows the frequency with which each issue was raisedin percentages in Table No. 1). as detailed:
 First ktopicey issue: Differentiating VACs from FTF- ACs
	The online platform significantly changes the assessment centernature of an AC. A VAC is a unique selection method that is differsent from the methods and tools accepted until todayin the past (with an emphasis on a FTF- ACs). Performing an AC on a VC-based n online platform based on a VC dramatically affects many aspects of selection, far beyond just the online platform. Therefore, a VAC should not be considered as another a varianttype  of traditional FTF- ACs but as another a different selection method with unique characteristics. The uniqueness of a VAC and its differences of a VAC from an FTF- AC is are based on a number of key differencescharacteristics. as detailed:
Characteristics of iinterpersonal ccommunication
. The communication between the participants in a VAC is more formal, structured, and conveys "“cold”" compared to that than in an FTF- AC. The assessors, the experts, and especially the candidates (about a third of the candidates’ statements' statements addressed this theme) addressed noted differences in communication characteristics between subsequent the different types of assessment centersACs, both in relation both to the communication among between the candidates and the assessors and communication among the candidates and themselves. They cited several reasons for this. and they stem from several reasons:
	Nonverbal versus vs. vverbal erbal ccommunicationsommunication. 
All communications in the a VAC are done conducted through conversations in which the participants talk to each other. This differsis different from communication in an FTF- AC, where, beyond in addition to verbal communication, communication also takes place through body language, physical gestures, physical closeness, and eye contact.
Candidate (female): "I am one who meets people, shows abilities physically, and not just based on what I speak … and it [(the VAC]) is based only on how you speak. …  (Candidate, female)
" 
Assessor (female): "The Zzoom is mainly based on the verbal ability, and it hurts candidates who do not have this. Immigrants, for example, if in the previous selection [(at an FTF- AC]) one did not have to talk during certain exercises, they could be active and build. But in the virtual media, the one who couldn’'t talk is less present, and it hurts them a lot". (Assessor, female) 
Expert (female): "Compared to online selection, a frontal one has more action and less talk. The online center is [(story]) telling if you want it or not. E, even when people prepare a presentation, it is talk, because I say what to write in the presentation, this compared to frontal dynamics that allow more action". (Expert, female)
	Sense of ccloseness loseness in ccommunicationommunication. 
The lack of communication through body language, physical proximity, and eye contact in a VAC creates difficulty in feeling closeness and empathy towards others (both candidates and assessors), and evokes a feelings of coldness and distance among the participants.
Candidate: "Frontally, it was easy to come and talk to people and make connections;, in this Zzoom it felt very, very remote, very, very cold. Y, you cannot really create something experiential and fun. The hardest part was the social part, very cold and very far, and I had a hard time coming and opening up". (Candidate)
Assessor (female): "In general, regardless of the diagnosis, Zzoom is much more alienating and less pleasant to work with people. The essence of our work is working with people, less pleasant to work with people in front of a computer." (Assessor, female)
Expert (female): "In remote selection the candidate exhibits a present/ absent behavior, I am in selections and I am not." (Expert, female)
	The cExposure of communicationommunication in a VAC is exposed  to all all participantsparticipants. Due 
Owing to technological constraints, it is not possible for only two participants to communicate with each other. All the participants are exposed to all the behaviors and statements of the other participants, including direct personal inquiries directed to one of the participants in the group (except in a the less common situation where they speak in a chatusing the chat facility). In a VAC, two candidates or an evaluator and a candidate cannot communicate with each other off to the sidein a "side arena" without involving all the participants in the conversation. TThis characteristic of a VAC on the one hand makes it difficult for assessors to establish a personal relationship with a particular candidate to whom they would likeit is necessary to contact in person (e.g., to clarify behavior or to encourage when needed). On the other hand, this characteristicIt also makes it difficult for candidates to form close and informal interpersonal relationships with each other. A situation is created in which all communication is exposed to everyone and there are no interpersonal processes hidden in from the group.
Candidate: "I think in reality [in an FTF-AC] the connection among the candidates would have been different … ... Candidates would have approached someone who wants to meet and not everyone hears …  ... and then sub-groups can be formed within the group.  ...(Candidate)"
Assessor (male): "If in the past [in an (FTF- AC]) it was possible to contact the candidates and through that understand who they are, now it does not happen. And to me it is frustrating.." (Assessor, male)
Expert (male): "If an assessor would like to take a candidate aside and ask what’'s going on, there are [i(In the a VAC]) no side arenas but only one main arena.." (Expert, male)
	Formality of communication in the VAC. The 
Today’s VC technology of VC today allows only one participant to speak at a time, and two different speakers cannot be heard simultaneously. In contrast, iIn a face-to-face conversation at a traditional FTF-AC, several participants can talk in simultaneouslyparallel  and get cut in oninto each other’s words when the rest of the participants are able to hear them all together. This In contrast, the technological VC constraint produces serial communication between participants that does not reflect communication between multiple participants in a “normal” face-to-face conversation. Thus, an FTF- AC is characterized by more dynamic communication (e.g., cutting interrupting another one participant's words by others) than in a VAC.
Candidate: "Face-to-face, it’'s easier to say your things and easier to have a fluent conversation, but in Zoom, there is the part of letting him talk and if we talk together then they will not hear us. In VAC, someone speaks followed by another, and there is no sweeping discussion." (Candidate).
Assessor: "The dynamics [(in VAC]) are less good due to physical absence and because … .... only one can talk at any point in time … ... In frontal, candidates stop each other and it this is missing in the virtual.  ..."(Assessor)
Expert: "There is a “'zZoom politeness,”', meaning the candidate waitsing for the “'bold square”' to finish speaking before opening the microphone and starting to speak. In a face-to-face selection it this is not necessarily encountered. I, it is more common to see someone enter the other’'s words once there is a slight pause. In Zoom it this happens less frequently. ". (Expert)
	Variety of situations in relation to communication.
 Communication in the a VAC takes place mostly during the exercises or group tasks, while whereas in the an FTF- AC, communication between the participants and between them the participants and the assessors also takes place duringin the informal less formal parts defined of the schedule (as a "selection exercise". For such asexample, during breaks and, waiting times, or when entering or leaving the room where the exercise takes is taking place). Observing communication in a this variety of situations enriches it and contributes significantly and contributes to the assessment process.
Candidate: "In face-to-face selection, more people connect with the group, there are breaks, sitting and talking, and more personal contact is created. I heard from others [(who did took part in an FTF- AC]) that they remained friends …... and for me, with the Zoom it did not happen.". (Candidate)
Assessor: "In the VAC I see the candidates staticstatically, ... … only from the neck up, and in the FTF- AC, I also see passages that are not only professional but in between …... the moment the candidates are on the benches, the moment they come to me during the break to ask something ... … it had a lot of importance in the FTF- AC.". (Assessor)
	
Expert: "In the virtual [(VAC]) I do not see the things beyond the exercise. Anything beyond the formal aspect of a group exercise cannot be seen. For example, who do they communicate with during the break, what comments do they ask the assessor after the exercise. ... ".(Expert)
	The A “"mirror effect”" In a VAC. 
In a VC, the participant sees himself himself or herself oin the screen, in addition to the other participants. This contrasts with a “"real”" conversation in which the candidate sees only the other participants and not himself. This characteristic of communication, which has arisenwas raised by from the candidates and experts, but not from by the assessors, may impair the natural feeling of themake  VCs feel less natural. In addition, the VAC candidates may pay more attention to their own appearance and thoughts about how they are perceived.
Candidate: "I think that in face-to-face I would feel more comfortable. In Zzoom I always looked at the camera to see how I looked  like ... … I was embarrassedashamed. (Candidate)... "
Expert: "A candidate looks at himself all the time. I, it probably hurts, because it is not our natural state at work".. (Expert)
Observation and assessment processes
. The observation and assessment processes in the a VAC are different from those in the an FTF- AC. The limited variety of situations to which the assessors in the a VAC are exposed to, as well as the a number of factors involved in the candidates’' environment, influence the observation's process, its interpretation, and the tendency to give a higher more positive assessment in a VAC than in the an FTF- AC. While about a quarter of the statements of both the assessors and the experts dealt with this issue, only a few of the candidates addressed it directly. The followingWhat follows is a list ofpresents the differences in the observation and assessment processes between the two types of ACsassessment centers.
Quality of observation VAC versus FTF AC. Due to
Because of the platform limitations,  of the a VAC, it is usually less diverse in terms of the requirements and the situations it produces for the candidates. The reduction of situations in the VACThis lack of diversity is due both to the the reduction in the variety of exercises that can be done carried out and to the lack of “"intermediate times”", (that is, waiting times and breaks). While iIn the an FTF- AC, the candidates perform performance tasks that include building physical products that require movement in space while dealing with a new and unfamiliar environment, such as building physical products. In the a VAC, only tasks that involve mostly verbal discourse are performedpossible, and they these are performed these tasks in a familiar environment. Also, bBecause of the limitations of the camera’'s field of view limitation  in a VC, only the candidate’'s upper body is seen. In addition, in a VC at a time only oneonly one participant can speak at a time, and there is difficulty in seeing the natural interaction of in a multi--participant discussion. Therefore, while whereas the observation in the an FTF- AC is rich and based on information from observing whole-body language during a variety of exercises while observing the whole-body language and in the "intermediate times" between exercises, in the a VAC, the observation is poorer, and being based on a smaller varietynarrower range of exercises and less body language information. Therefore, the assessor at a VAC should learn in whatmust relearn on what to focus the observation on and how to properly interpret the behavior, even if he has previously performed a FTF AC.
Candidate: "On the computer [during the (VAC]) they could not see my body language. If I was moving or something, or the shape I was sitting in, the assessors did not see.". (Candidate)	
Assessor: "In a VC you only see what is inside the glowing square and I do not see what is happening around it …... I do not see the candidate’'s body language - – Hhow does he react? How does he sit when he speaks? What body position? Does he block someone else’'s body? Is he turning his back to another participant in the group? Is he sitting back a little backward? Ws who is leaning forward? ... … The body language gives a lot of information for the assessment and in Zzoom is missing.  ...(Assessors)"
Expert: "In frontal selection, we saw the candidate in different situations, but in online selection, it is all remarkably similar. In the frontal selection, we have changed environments … and now it is all about the same thing, everyone in the same room in the same square. … (Expert)"
It is important to note that, despite the difficulty difficulties described, this the ability of observationto make observations in a VAC is a skill that potentially can be quickly improvedwith the potential for rapid improvement. According to the assessors (without reference of the candidates and the experts), the more experience they gained in a virtual assessment centerVAC, the better their observation ability in a VAC, as well asand the greater their confidence in the assessment. (The candidates and the experts did not mention this point.) Assessors with extensive FTF-AC experience in the FTF AC alsowill require training and experience to develop high observational and assessment abilities that are in suitable fora VACs.
Assessor: "I feel that my assessment was not harmed in the stations themselves, it’'s different, but over time, I did feel I was learning the job, and the new conditions and environment., I think a lot of assessors really learned how to work and reached a level of professionalism that they know how to understand candidates and what to pay attention to.. (Assessor)" 
CThe candidate’s scores in the VAC is higher than in FTF AC.
 Due toBecause of the poor observation in the VAC and the loss of information, it is sometimes difficult to interpret the observed behavior. This difficulty creates a lack of confidence among assessors about assessingin providing assessments about  candidates’ abilities. In this situation of hesitation and a of feeling of the assessors that there is not enough information to substantiate the assessment, they assessors will tend to give a higher scores to the candidates to avoid harming him them and his their future chances of getting the job.
Assessor: "If I do not know whether to give 2/3 [(in a VAC]), he did speak a little or did not speak because he was disturbed at home beyond the door, so I will praise him., I want to give the candidate a chance, so the tendency is to say maybe I missed and will give a higher grade.". (Assessor)
Expert: "When I watch a candidate in an FTF- AC, I see the hands, feet, see the sweat, a more complete experience. In the Zzoom, the experience is shallower, so we complete it ourselves. W, we are kind people with souls, so we see good sides.". (Expert)
Standardization in the selection environmentenvironment
	. The VAC selection environment of the candidates in the VAC is less standardized and more diverse than that of in the an FTF- AC. Candidates, assessors, and experts all referred to the gaps that exist in the VAC selection environments among the candidates only in a VAC that do not exist in an FTF- AC. While Whereas in the an FTF- AC, the candidates perform the exercises in the same environment (which is adapted to the selection needspurpose), in the a VAC, the candidates perform the selection exercises from in different environments with under varied conditions. While oOne candidate has may have a quiet room with a large computer screen and, a comfortable desk and chair, while for another candidate may becan have in a noisy environment with old and faulty equipment. Beyond the conditions of the selection environment, various types of intervening factors may are also appear found in a VACs, all of which . The differences in the selection environments along with the intervening factors may influence the candidates’ behavior and accordingly the assessments they receive. In some cases, the a candidate’'s behavior is influenced by the an intervening factor even without the assessor even knowing about the presence ofthat there was an interveningthe factor and or that is it was the reason for the change in behavior. We identified three groups of intervening factors that violate are detrimental to standardization.: 
Intervening factors factors related related to the technology technology platformplatform. 
Malfunctions and technical problems during a VAC (e.g., absorption difficulties or hearing problems) may influence the candidates’' behavior and cause them stress, frustration, and worry. These factors emerged were mentioned from by candidates, assessors, and experts most often, compared tomore often than other intervening factors. Beyond The technical the malfunctionproblems experienced by the a candidates themselves, it can even also impair the entire selection sequence by and affectaffecting other candidates in their group, who are required to wait followed the malfunction of others. Beyond the malfunctionsEven when there are no malfunctions, the quality and location of the camera and its location alsomay affect the way others see the candidate, and this may affect, perhaps unconsciouslyly, influencing their perception and assessment. For example, a candidate whose is presented blurryimage is blurred or the angle of the photo is from the bottom upangled in a certain way may be perceived differently from a candidate who is can be seen clearly shown that the angle of the photo is rightat an appropriate angle.	
Candidate: "I only did half an hour, and then the internet crashed, and I did it again another day. I was really surprised, I was prepared in advance, I told everyone in the house that now no one is talking to me and then suddenly the internet crashed. ..." 	(Candidate)

Assessor: "I think operational things that happen during the selection greatly affect the behavior ... … Iif one of the candidates gets stuck on the internet or he has not heard, then there is frustration to whoever it happened to and the other candidates because it causes a delay of half an hour or more, and it adversely affects…... " (Assessor)
Expert: "There is a lot of impact of the technology that is imperfect, how exactly do you see how stable or unstable the internet is. It is something that does not exist in reality, if for a moment, the internet is unstable, and you lose two sentences - – you are not there. It is difficult when you are planning a group and you have a candidate whose communication is unstable, coming and going, what do you do? Give another chance or not, or does is there no internet in the middle? We had an VAC where there was a power outage in the middle of the session in the entire township. I, it’'s something you can’'t prepare for, an candidate can’'t check in advance.." (Expert)
Intervening factors factors related related to the selection selection environmentenvironment.
 Intervening factors that are unpredictable or dependent that depend on the candidate’s advance  or his early preparation for selection may affect his behavior and performance (. Ffor example, a doorbell ringing, a family member, or a cat entering the room where the candidate performs the selection, or noisy gardening or nearby renovation works that make noise and more). The candidate’'s behavior is influenced by these factors because attention is directed towards them, causing and causes the loss of attention to part of the exercise or the instructions of the selection. Also, theThe intervening factor may also create a sense of pressure from the assessor or other participants to see what is happening to him or her in the candidate’s home environment.
Candidate: "I connected from the boarding school club. I felt comfortable, but once the housekeeper came in the middle of the video call … I was just afraid they would disqualify me because I was told to be alone in the room. (Candidate)..."
Assessor: "There are candidates who do not have a suitable environment ….... Iit is not equal if someone has a room alone and a family that understands the situation and does not bother him compared to someone who does not. I, it is very influential, and in the previous selection center we did not have it. In frontal there are no differences between the candidates, they all get the same conditions, which does not happen at all in Zzoom.". (Assessor)
Expert: "Zoom has unexpected interruptions. Even if you organized a work environment, suddenly a dog came up on the table. You cannot say that it is a candidate who does not care ... … There are unplanned things, for example, suddenly knocking on the door, someone you did not invite, all sorts of things happen ... … Also, things I plan, [I] see candidates who go into stress, how it affects [them]. F, for example, I have a child in the family. I told him not to comego in to the room, and despite this the child went in. How much can you isolate yourself from the family system"? (Expert)
Intervening factors factors related related to the candidate's candidate’s experience experiencein VC. 
Candidates without experience in in using computers in general, and in VC in particular, may start the a VAC with a high sense of pressure and a lack of confidence in relationcompared to candidates with such experience. They will fear worry that the difficultyies in operating the technological aspects at of the AC will affect their performance, regardless of their ability in the assessed aspects relevant to the position for which they are selectingapplying.
Candidate: "During the selection process I was stressed and red, because it was remote. It stressed me out, the whole “s"story”" of the Zzoom, because I do not understand it. T, the assessor told me, “Y: "you have a chat on the side,”" and I do not know what a chat on the side is ... … all kinds of things like that.”. (Candidate)
Assessor: "There is a difference between candidates with anxiety for technology and those with access to technology with high capabilities. S, some have experience in Zzooming and everything flows for them, and others do not get along with computers. W, we see that they start the day with anxiety and fear, and it will affect them. ... ". (Assessor)
Expert: "The disadvantage of remote screening in terms of candidates is the control of technology, which is very influential. It improves with time, but it is still there. Some people feel comfortable with the technology, okay, so this time I am in front of a screen. O, others do not feel comfortable, it is not their job, it is not happening every day. They have no confidence in technology. It can affect anything on an extreme level.". (Expert)
Assessors’s’ rrole and wwork eenvironment.
	  The content role and work environment of the an assessor in a VAC are different from those of the an assessor in an FTF- AC. While Although the candidates did not address this disparitychange at all and the experts only slightly, about a third of the assessors’' statements discusseddealt with this issue. They described the role of the assessor in an FTF- AC as different from the role of the assessor in a VAC in several respectsaspects related to the main tasks in the assessor’'s work and work environment, as detailed.:
Differences Changes in the content content of the assessors’ rolerole.
 While Whereas in the an FTF- AC,, the whole role of the assessor focused focuses on diagnosing and assessing candidates, in a VAC, for example, assessors must perform other roles (for example, openingopen a VC or handling the technical issues and difficulties of the candidates). The assessor’'s operational tasks in a VAC are significant in scope, demanding that and require the assessor to learn new technological skills and work habits that combine involving the operation of technological software for which he isthat is not required in an FTF- AC. Performing Conducting an evaluation while also operating a VAC technically diagnosis in parallel with the technological operation of a VAC,  mean thatrequires the assessorsassessors mustto split their attention during the process, which could lead toand may create attrition  among them. References to these differences issues arose fromwas made by the assessors and experts (but not from by the candidates).:
Assessor: "I really feel that the operation affects my diagnosis, it is a waste of time., I do not concentrate entirely on the diagnosis. It bothered me that we switched to a remote diagnosis. I am not an assessor only, but an operational person. In my opinion, it influences awfully bad.". (Assessor)
Expert: "The assessor is the one who operates the Zzoom, and the operational aspect adds aspects that were never there before. In the past, the team came, I gave instructions, and then “"the boys will play in front of me”" [(a say from the Biblea biblical reference]) … ... Here, you must operate the Zoom and be sure that it works, suddenly someone does not here hear you and asks you to say it again. It’'s another cognitive burden on the assessor, it affects confidence, because you feel like you may have missed something.". (Expert)
Changes in the assessors’ professional professional environmentenvironment
. Only the assessors referred to this change according to which whileWhereas in an in the FTF- AC, the assessor works within the selection institute and meets with fellow professionals, ( during breaks and between exercises), in the VAC, he the assessor works from his home.  environment and therefore pProfessional consultation is therefore carried out with the help ofvia telephone communication or messages, and thereforewhich can result in it being less accessible when needed. Only the assessors referred to this difference.
Assessor: "In frontal, if there was some professional question you would go into the room and consult a senior psychologist and close a case. Today, in remote selection, if you have an unclear case, the action is to pick up the phone and dial;, it takes longer, and you are less “"hot”", t [less focused on the issue]. This is another help tool that in frontal was more available. Resources from which you can draw confidence have simply been reduced.". (Assessor)
A Cchanges in the assessors’ social social environmentenvironment. 
While Whereas at anat the FTF- AC, the assessor meets other colleagues at work and develops personal connectionsfriendships, in the a VAC he or she works alone from home alone. Working from home for a long time period as part of the process of conducting a VACs can creates a feeling of loneliness in some of the assessors that can create lead to burnout and, lack of care, perhaps even impairing and even harm to  the quality of their professional work.	
Assessor: "As long as you experience online selection, the social aspect is very, very lacking compared to the frontal one. What I enjoyed most about frontal selection, alongside the professional challenge, is the staff, ……. peer group. I, it’'s something I lack in remote selection, my network disconnected with people I was in touch with.". (Assessor)
Expert: "What is mainly affected by remote selection in terms of assessors is the connection to the selection institute, the experience, to meet the other assessors and cuddle. I, it [the Zoom] impairs the ability to keep them in the selection institute for a long time. The feeling of commitment (in the Zoom) is decayed.. (Expert).	Comment by Author: Please check that this has been transcribed correctly, as it does not make sense at present. Perhaps you mean mingle?

Assessors’ Changes in the physical physical environmentenvironment.
 While Whereas in the an FTF- AC,  the assessor arrives at the selection institute and enjoys has access to a variety of different rooms for the selection needssuited to the purpose, in the a VAC, he or she works from one room. In the an FTF- AC, at the selection center, the assessor physically moves throughout the working day amongbetween different rooms and spaces throughout the working day, while in the a VAC, he or she remains in the same room and in the same position throughout his working day. Beyond that, wWorking from home also requires the assessor himself to provide a suitable work environment for this purpose. The assessor is required to prepare in advance for the VAC and adapt his/herthe home environment for this purposeto make it suitable. For exampleThis may involve, upgrading the internet communication connectionat home, to arrangeing a quiet environment without interruptions, and changing the location of themoving furniture in favor ofaround to create a suitable background. In addition,On the other hand, working from home saves travel time to the institution and allows assessors easy access to satisfy refreshmentsfood and service needs.	
Assessor: "Sometimes I have to move in my house; my father sometimes works from home, and it requires me ... … I do not have a big apartment that can move away, everything is close everything is small, sometimes there is noise and no control, and sometimes I go to my grandfather’'s place to work ... … I have no choice because I do not have a quiet environment. O, once I worked from the balcony because the whole family was at home ... … It is a bad situation in front of the candidates, but this is how it is. It is difficult to be all at work but in practice you are not, because you are in another environment. ... ". (Assessor)
Expert: "The frontal experience awakens the mind, I read about it. T there are neurons, which meet in a face- to face- meeting that creates a sense of arousal, and no, the Zzoom does not produce the same. Just sitting in front of the screen, regardless of assessment centers, being Zzoomed all day is tiring and difficult, and we as psychologists who are interested in other people … (Expert)….".  
Assessors’ Changes in the ooccupational pprofile.  
The significance of the differences described in the assessor’'s content role and work environment in the a VAC in relation to an assessor incomparison to the an FTF- AC is alsocorrespond to differences in the assessors' occupational profile. The unique abilities of the assessor in the a VAC that extend beyond those of the assessor in the an FTF- AC are include learning ability and occupational tendencyaptitude in the field of operating technological systems, ability to split distribute attention, and ability to maintain continuous attention continuously. Also, wWorking from home also requires the assessors to have higher levels of independence, learning ability, and self-discipline. They are required to make professional decisions and get by on their own without regularly consulting with colleagues.	
Assessor: "In frontal,  (assessment center) there were fewer stimuli., I would enter the room, sit in front of the candidates ... … and I am with them. N, now, I really feel it requires something different from me. T, there are many stimuli, I need to be in touch with the candidates and to manage the operation ... … [It] is really not easy for me." (Assessor)
Expert: "The Zzoom is tiring and unnatural, requires the assessor to do other things, for example more attention distribution. To see what everyone is doing, needs a computational situational understanding.". (Expert)	
Second Topickey issue: Alignment of the assessment ccenter’s alignment to the wwork ssituation 
	A VAC is a new selection method that enriches the selection methods that organizations can use as part of to enrich their selectionselection  processes. To grasp regard a VAC as better or worse than a traditional FTF- AC is would be wrong and tooto over generalized. It is not possible to decide which type of AC, virtual or face-to-face, is “"better,”" because it depends on the characteristics of the candidates, the position to for which they are classified applying, and the organization all influence which type of AC is optimal. These elementscharacteristics will determine which type of AC AC (virtual or face-to-face) is more appropriate to perform as part of within a specific selection process.
Expert: "Remote selection will have to be integrated in our world of employment. S, sometimes there will be reason to do everything remotely, sometimes as a preliminary stage,  (and sometimes not at all). It is something cheaper for the individual and for the system. I, its operation should depend on its role and complexity. It is something that needs deep understanding....  … it is another tool. A as there is an interview of different types, it will add another selection technique that can be used according to the selection and the job requirements.. ." (Expert)
The following reviewsHere are some relevant issuesaspects, that have arisen raised by from the candidates, the assessorsassessors, and especially the experts, which that should be considered when you want towhen seeking to optimally adapt thechoose the optimal type of AC to for a specific selection process.:
Alignment withCharacteristics of the ttarget jJob characteristics. 
Alignment of the AC eenvironment nvironment - and the ttarget arget jjob’s eenvironmentnvironment
 alignment. The assessors and the experts, but mainly the candidates, found claimed that there are differences in VC behavior and face-to-face “"real-life”ity" behavior. Their claimThey noted was that the behavior in a VC does not reflect the behavior in a frontal process. This gap arose is as a major consideration in when choosing the type of AC that should be maintained as partis appropriate for a particular of a selection process. The better more closely the environment and context of the assessment centerAC simulates the environment of the target role, the better more closely the behavior of the candidate in the assessment centerAC will reflect his or her behavior in the position. The more the job is selected is involvedtarget job involves working in a technological environment and includes communicating online communication with others, the more appropriate it will be to test the candidates’ capabilities in that environment as well in a VAC. While Although there aresome capabilities that are more appropriate to assessbetter assessed in an FTF- AC, other abilities are more appropriately assessed to assess in a VAC. For example, a VAC has provides more information about technological ability and expressiveness, while whereas an FTF- AC has provides more information about performance capabilities.
Candidate: "On the site [(VAC]) I would behave differently…   … Wwhere I am a little sleepy, too much screen-time puts me to sleep. When I am in front of a real person and not through the Zzoom, I am not sleepy and active and everything.". (Candidate)
Assessor: "A candidate for a position in a frontal organization, will be required to work and manage people who are in front of his their eyes, and people who are in squares is not the same ... ..… Whoever has received high leadership [scores (in a VAC],) I’'m not sure it will be reflected in good frontal human relations either.." (Assessor)
Expert: "When we look at the criterion then ... … the work is face-to-face and the remote selection does not necessarily ideally simulate what we want to produce, so that we can examine what it will actually look like in the field". (Expert).
Job complexity Complexity and price Costs of selection Selection errorError.
 There is a certain lack of confidence among some assessors in an assessment based on a VAC. I and therefore in critical positions, with where the cost of error is high,a high error price  there is a tendency to prefer an FTF- AC.	

Assessor: "In a Zoom selection you are not as safe as in frontal". (Assessor)
Expert: "A status test for a critical and long[-term] position is made frontal. F, for example, for a position that requires a training track of several years, the candidates must be seen physically at the AC.". (Expert)
Characteristics of the cCandidates.
	Candidates’ Individual characteristics and sstressors tressorsare dependent on their characteristics.
 In the context of a VAC, the extent and types of stressors the a candidate will experience depends on several factorsaspects: the candidate’'s ability to handle tasks that are mainly based on verbal ability;, the extent to which the candidatehe or she knows how to operate the required software; in the AC and the his or her VC experience that the candidate has. Therefore, different people will experience a different stressors to different degrees of stressors as part of a VAC.
	While aAccording to most of the assessors and experts  in this studystatements on this subject, a VAC reduces places lessthe stressors experienced byon the candidates in relation to thethan an FTF- AC. However, but the candidates disagreed. Many of the assessors and experts (and some of the candidates) felt that the a VAC was less challenging for the candidates, and they perceived it as easier and less stressful in relation to thethan an FTF- AC. In contrast, some candidates mentioned cases where theyreported experienced experiencing more pressure in the a VAC than in the an FTF- AC. For example, while although the assessors argued that the a VAC has fewer complex requirements and tasks, some candidates said pointed out that the lack of performance tasks stressed them out moreadded to their stress. Similarly, the aAssessors also claimed that the candidates felt more comfortable in a familiar and homelyhome environment, while whereas some of the candidates claimed mentioned that they hadproblems with noise and difficulty concentrating from home. In addition, some candidates who were less familiar with VC experienced more stress that when they are were required to communicate through a computer screen, as they lack of early familiarity with a VC. 
Candidate: "This is the first time I have used Zoom ... … I arrived scared (to the VAC); I had less confidence. I prefer an FTF- AC.". (Candidate)
Assessor: "In remote selection, they feel more comfortable. I, in their natural environment, they just straighten up and do not have to stand or to talk in front of a group ... … Iin this computerized Zzoom, it feels distant, and they feel they can handle the task.". (Assessor)
Expert: "I can think of all sorts of things I’'ve seen in people in frontal selection, like people who could barely stand the pressure, sweat, and here [(in the VAC]) it doesn’'t happen. The candidates in their environment, they have a kind of quiet that they are in a familiar place. They are not worried.…". (Expert)
Alignment in of sstressors tressors experienced experienced in the assessment centerAC and in the ttarget arget ppositionosition.
 The more greater the similarity of the stressors and their intensity in the AC are similar to those in of the target position, the better more closely the behavior of the candidates at in the AC will reflect their behavior in the position. A candidate who feels more relaxed in the AC because of its naturetype than in he or she would in the job environment, he will behave in a different way that less accurately that less reflects his or her performance in the job. ConverselyLikewise, the more similar the pressures and its intensity are of the AC resemble those oflike in the job, the more the behavior in the AC will reflect the performancebehavior in the job.
Candidate: "On the computer more people are ashamed, barely open cameras, people find it easier to be open [ed (in the AC]) face-to-face and not in Zzoom (in a VAC)". (Candidate).	

Assessor: "Candidates feel more comfortable and are more involved in remote selection. In frontal some of them would not open their mouths, and in Zzoom they try” (Assessor)	.

Expert: "It is well known that a regular [FTF] AC is stressful, anxious ... … and yet there is something that is in their home [(in a VAC]), that the screen creates protection, it lowers stress and anxiety, and they can run more freely. People who generally hardly speaks, in the remote assessment center there will be more room for everyone to express themselves". (Expert).
Candidates’ familiarity Familiarity with a VC effect of theand v validity of the VAC.
 A VAC will more better suit candidates with previous experience in of VC, who as they will feel more natural and comfortable in this that environment. CCandidates without such experience without prior acquaintance may feel pressured, which will influence their behavior at in the AC.
Expert: "For a younger generation it is easier with the online, they live into it, they grew up for it, say the millennial generation. It could be that to the older population it could do injustice. If they are limited in it, it could possibly discriminate. I imagine an adult trying to operate a system, and if he feels less comfortable and less practiced, it looks different compared to someone who knows this medium. If you must choose a population for it, it will not be an obstacle, but another way to communicate, then it will be easier for a young population.". (Expert)
Organizational cCharacteristics of the organization
. When choosing the type of the AC, organizational considerations factors must also be considered, such as: the geographical location of the assessors and potential candidates in the organization, and economic considerations of the organization.
Assessor: "The organizational benefits are very high, in the economical considerations, the accessibility, the number of absences from the selection has gone down, why would they be absent? There is an accessibility.". (Assessor)	

Expert: "We have exercise managers [(in a VAC]) who live abroad that can still be used …... it allows flexibility. The gross time is no different from the net time they invest. ".(Expert)
Characteristics of the external ssituation outside the organization.
Extreme situations or emergencies external to the selection process that may affect the assessment center. In extreme situations, such as an outbreak of an epidemicpandemic, extreme weather, or a military operation, there is aare great advantages to performing conducting a VAC instead of an FTF-AC. This AC allows for the continued execution of sSelection and assessment processes can be continued, even in the face of extreme situations of various types, with minimal (if any) harm to the organization and candidates.
Candidate: "Zoom is better in cases of war or emergency, so there is no choice ... … Wwhen there is no choice then it is fine, but it is better face-to-face to reflect the person’'s abilities. Z, zoom does not really convey anything.". (Candidate)	

Expert: "Remote selection of the test'ts situation is a constraint versus the corona of transferring exercises, which is a good enough assessment of ability ... … Iit is for us a constraint and not an ideology [(as something permanent in an the organization].)". (Expert)
Discussion
	Advances in technology for assisting with personnel selection processes (Langer et al., 2018; Woods et al., 2020), along with the constraints imposed by the COVIDovid-19 panepidemic constraints, have accelerated the use of virtual selection processes (e.g., Basch et al., 2020; Joshi et al.., 2020). Organizations are using VACs even despite in the lack of data-based evidenceabsence of sufficient information about them. Based Drawing on interviews and focus groups with all those involved in the process of developing and operating a VAC (candidates, assessors, and experts), this study providesesents new insights about into a VACs. This studyIt describes the characteristics of a VAC, identifiespoints out the commonalities and differences between it VACs and a FTF- ACs, and the ascertains situations in which it is more appropriate to use each one. Following This research makes a significant contribution in light of  the expectation likelihood that the use of a VACs will expand increase acrossin various a range of organizations., we believe that this research makes a significant contribution. 
	Although a VACs and a FTF- ACs have commonshare certain characteristics (such as group assignments and, assessment evaluation by assessors), this study also foundidentifies that there are many significant differences between them. These differences go beyond the of the platform on which the AC is are conducted, and they combine to create is not the only difference and it is this that creates many otherfurther and substantial differences between them. Most of the topics that emerged from the interviews, questionnaires, and focus groups with the three populations involveddealt with these differences. The results are aligned consistent with those ofwith a meta-analysis conducted onof virtual interviews, which also found that transferring the interview to a virtual platform, can change the behaviors and perceptions of candidates and assessors (Blacksmith et al., 2016). More generally, Fullwood (2007) described that how interpersonal video-mediated relationships differ from face-to-face interpersonal relationships. The applied meaningimplication  for organizations is that using a VAC is not a parallel simple alternative to using an FTF- AC in organizations; rather, VACs and FTF-ACs are distinct but rather another and different methods for of assessing candidates.
	The This study presents four main differences between a FTF- ACs and a VACs.: The first difference, which emerged was raised mainly from by the candidates, deals with differences inconcerns the characteristics of interpersonal communication between participants in the AC. Despite the acceleration accelerated development of technology development and recent improvements in the field, equipment required (for example, the use of high-resolution cameras, wide screens, and high-speed internet connections; has expanded ( Bohannon et al., 2013), participants still perceive communication characteristics as very different between the two ACs. Following In line with the findings of Fullwood (2007) who), that found that immediate nonverbal behavior in face-to-face communication conveys interest and warmth among participants, who are also perceived as more likable than in virtual communication, so participants in this the present study described communication in the an FTF- AC as producing more closeness than in the a VAC. It was also found thatLikewise, whereas while communication in the an FTF- AC is richer because it takes place in a variety of situations and the messages pass through several communication channels (verbal and non-verbal), communication in the a VAC is arises inbased on a small number offew situations where in which the messages pass mainly through the verbal channel; it is also and is more official, structured, and systematic. In the an FTF- AC, communication can also only be formedtake place in side arenas between some of the group members who can converse in “side arenas” soso  that not all the participants hear the conversation. In contrast, in a VAC, where the technology does not allow parallel or simultaneous speech, and it is not possible to have conversations only between only some of the participants ;and communication is always exposed to everyone. In additionFor the same reason, in a VAC, due to the inability to speak in parallel, two participants cannot be heard talking togetherat the same time, and one cannot "“burst”" into each another’'s words. This creates , thus creating "serial communication" in which one person can speak only after one another has finished speaking can the other speak.
	The second difference, which was raised that has arisen  mainly from by the assessors assessors and the experts, is inconcerns the observation and the assessment processes. While Whereasthe observation in the an FTF- AC was is rich and based on viewing seeing the entire body language throughout a variety of situations, in the a VAC, the observation was is poorer and includesd only the upper body and fewer relatively few non-verbal cues. The aAssessors and the experts reported that the poor observation at in a VAC made makes it difficult for them to understand the candidates and give make assessments with confidence. This accordsis in accordance with the findingsconclusion of Chapman & and Webster (2001) that candidates in a face-to-face interviews behave more naturally and manage to convey more verbal and non-verbal cues compared to candidates in a virtual interviews. Similarly, In the present study, as the study by Chapman & Webster (2001), it was found finds that in the absence of observation-based information in virtual selection observation, assessors supplement it their assessments with positive information. It This means that if an information is missing, they tend to assess in favor of the candidate.
	The third difference between the ACs, which arose was raised to a similar extent from by each of the three populations, is the degree of standardization in the selection environment of the candidates in the same assessment center. While Whereas at the an FTF- AC the candidates physically arrive at the same selection site where theyand go through the a standard selection process as standard under similar fixed conditions, at the a VAC each of the candidates performs the selection from herat home under conditions that may be very differentvary widely. Standardization between exercises is critical in selection processes (Thornton & Gibbons, 2009), as it and may improveincreases the ability to comparecomparability of scores given to different candidates and contributes to the fairness of the selection process (Kleinmann & Ingold, 2019). In a VAC, however, candidates are potentially exposed to many more intervening factors , which, among other things,that impair standardization, of several types:. These factors include (1) ) the candidate’'s experience in working with computers,; (2) the incidence and extent of technological failures,; or and (3) external factors intervening in the selection environment. These Any of these factors may influence the a candidate’'s behavior in a VAC even without the assessor even knowing that they produced this effectthe factor was present. 
	The fourth difference raised that emerged mainly from by the assessors, is concerns their assessor’s role and the environment.  of the assessor. While Whereas in the an FTF- AC, the main task of the assessor is assessment, in the a VAC, assessors must also deal extensively with the operation of technological aspects of the session. Furthermore, there are significant differences in the professional, physical, and social environment of the assessor, including factors that were found shown in Xiao et al.’'s (2021) study, thatto affect the physical and mental well-being of remote workers. For example, like the study by Xiao et al. (2021) that indicated, such as a decrease in the frequency of communication with coworkers. In this connection, thThe present study found finds that assessors experience greater social loneliness of the assessors in the a VAC context than in the an FTF- AC context; a. According to Toscano & and Zappalà (2020), this social loneliness can impair work outputs and employee satisfaction. While iIn an FTF- AC, the assessor works from the selection site, where and the entire selection environment was is taken care of by the organization. In contrast for him, in a VAC, the assessorhe is has sole required to take careresponsibility for preparing of a suitable and quiet and appropriate selection environment in advance. In an FTF- AC, the work is dynamic, with in which the assessor physically moves moving between different rooms, and meetings a variety of assessorscolleagues during breaks and in the intervening timesbetween activities, and with whom he maintainings professional relationships and friendships. In contrast, in a VAC, the work is static, with in front of a computer, the assessor working alone in front of a computer. This environment, requires more greater independence, because asthe professional consultation is less accessible. These differences factors combine to produce a different assessment profiles for a FTF- ACs and a VACs.
	These four differences are essentials fundamental and form the basis for the claim that a FTF- ACs and a VACs are different and distinct selection methods, which are not merely parallel or alternative versions of the same method. The practical contribution significance of this observationclaim is that organizations should must acknowledge the unique characteristics of VACs and treat a VAC each as a different type of selection method in its own right, rather than as justand not as another type of AC as it has unique characteristics. ThereforeIn this sense, the development of a VACs has enriched the range of selection methods thattools available to organizations can use for the purpose of selectionselecting and placing employees. ThereforeHowever, the question arisesthis raises the question of in which type of assessment centerAC is better to use towill prove optimal for selecting select the most suitable candidates for the organization.? The answer to this question is not simpleeasy, because it would be a mistakesimplistic to say that a VAC is better or less goodworse than an FTF- AC; everything, as it depends on the specific conditions of the selection process. 
	To answer this question, then, one mustit is necessary to delve deeper into the characteristics of the specific selection process (for which position to classifywhich position is being filled, in which organization, who the assessors and candidates are) and examine it against the various characteristics of different types of assessment centersACs. Only an in-depth examination of these aspects will make it possible to adjust an assessment centerAC that willto allow forcreate an optimal selection process. The study participants in this study indicated that the VACs was are more suitable than the FTF- ACs when the work environment in of the target position to which it is classified is online or technological. This is consistent with the claim that ACs simulate role-related situations that evoke actual behaviors like those relevant to the role (Kleinmann & Ingold, 2019). Therefore, the more greater the similarity between the work environment and the selection environment are, the higher the predictive power of the assessment center will be.
	The results of the this study also indicate provide insight into the suitability of the each method for the selecting population under selection. The study shows that tAhe VAC was is more suitable for candidates with experience and early familiarity with VCs, and less suitable for candidates with no previous such experience. This is consistent with the finding that anxiety causes a decrease inis detrimental to interview performance (Powell et al., 2018) and, therefore, that the performance of candidates who do not feel comfortable in the online environment may be impaired. Young people use electronic communication technologies, more than adults, such as instant messaging and social networking sites, more than older adults (Valkenburg & Peter, 2011). Accordingly, so based on the findings in of this study suggest that, a VACs would beare more suitable for younger candidates. 
	In additionNevertheless, beyond the characteristics of the candidates and the position to which they are classifiedfor which they are applying, there are organizational considerations that favor the choice of a VAC, including the need to expand recruitment and selection while streamlining, and the need to make savings on the costs of recruitment, selection, and travel. This finding is consistent withand like the findings of previous studies (Chapman, 1999) that, emphasize the relatively low cost of there are other organizational considerations that encourage choice of a VAC, including: organizational need to expand recruitment and selection while streamlining, reducing recruitment and selection costs and significant savings travel time. This is like switching to a virtual interviews of distant remote candidates at a relatively low cost, compared to face-to-face interviews (Chapman & Webster, 2001). FurthermoreMoreover, in the present study, it was found finds that the general situation outside the organization (for example, an , which relates to an emergency of caused by an epidemic or a war), is also a consideration in choosing the type of assessment centerthe choice of AC.
	The main theoretical contribution of this study is thus in thea deeper theoretical understanding of a VACs and what is the differences between it VACs and a FTF- ACs. Beyond this contribution, the present studyHowever, there are also significant makes a great practical contributions. First, it is apparent that, considering given the differences between the types of ACs, it is not advisable for organizations to combine VAC and FTF-AC methods in a single round of selectionthese two ACs for selection into the same task. The differences between the methods may affect both the candidates and the assessors, and it willmaking it be difficult to compare the assessment performances of candidates from the two different ACs. Second, the study helpsfindings can assist managers and psychologists in decidingdecide which type of AC, face-to-face or virtual, AC  to use for different particular selection processes according to their specific characteristics. In additionThird, the current researchstudy contributes tosuggests how organizations operating a VAC tocan optimally design it a VAC optimally that willto reduce the challenges that may arise in such an AC. Here The following presentsare some  examples of actions that should be taken in an organization to reduce mitigate the potential limitations of a VACs and maximize its their reliability and validity for all roles and populations.
[bookmark: _GoBack]	In aim to reduceTo reduce the impact of the first difference, namely that deals with the limitations of virtual communication, it is recommended to create worthwhile to create intermediate times“downtime” without a defined task that will to encourage informal communication within an AC. Candidates, divide the candidates can also be divided into small groups for assignments into small groups as part of the AC so that everyone can express himself or herself despite the inability to speak in parallel. Candidates can also be encouraged to hide their own image from the onscreen display. These measures will help, to create intimacy depth in the candidates’' personal conversations with the assessors, to develop mechanisms for openness, and and encouragement of closenessintimacy. The resulting, to encourage candidates to hide their own display from the screen and more. These actions will allow communication in a VACwill better resemble that of an to be more like a FTF- ACc, and as such it will better reflect communication in face-to-face roles.
	In aim tTo reduce the impact of the second difference, namely that deals with the restriction of the limited limitations on observation in a VAC, exercises should be diversifiedit is worthwhile to diversify the exercises as much as possible and to enrich the virtual experience and exercises to getobtain a greater amount of more information from the exercises. It is recommendedSpecific recommendations are: adapt the to  exercises adapt the exercises to thisto the platform; to produce allow many regular breaks and periods of time when no task is definedset; tinstructhe candidates should be instructed on how to place the camera that will best see theirso that their body language can be understood; and instruct andand practice trainwith the assessors the abilityon how to observe and assess virtually, including providing unique instructions. 
	In aim tTo reduce the impact of third difference that focuses on of  the lack of standardization between candidates in the terms of the selection environment between the candidates in a VAC, it is recommended to that the organization send candidates a preliminary letter detailing setting out the requirements from for the candidate's selection environment. A follow-up, personal personal conversation before performing the VAC in aimcan be used to ensure that the candidate has all the accessoriesnecessary equipment, and to carry out checks on the operation of the, and that he will perform a proper check of the computer and speakers before starting the VC starts.
	Finally, to reduce the impact of the fourth difference relating to that deals with the changes to the environment and the role of the assessor, it is advisable to perform some actsa range of measures can be taken.: First, to provide the assessors should be provided with all the equipment needed to work from home, so that they have a suitable and comfortablea comfortable and appropriate work environment. Second, it is advisable to produce regular there should bemechanisms of frequent face-to-face meetings between the assessors who areto maintain social and professional links, as well as a mechanism fo, as well asr providing  regular and structured remote professional guidance that is both accessible and structured. Third, to develop automated mechanisms should be developed (or additional experts made available) to focus addresson operational aspects, such as establishingperhaps in the form of a technical support system aimed tothat can solve the technological problems among experienced by candidates and assessors. This would reduce , so that the assessors’'s preoccupation with the technological aspects of the role, allowing, is reduced and he can them to concentrate primarily on the evaluationdiagnostic assessment taskelements. In additionFinally, the selection of assessors for a VACs should be based on a profile tailored to this position and not onrather than on the profile of the assessors for a FTF- ACs.
	This study has several two main limitations that are important to recognizeshould be noted. First, it is mainly based on questionnaires, interviews, and focus groups conducted with participants, most of whom (candidates and assessors) took had taken part in the same AC. Both , characterized by young ages of boththe assessors and candidates were youngwho are all women, and few of them the participants (mainly the experts) had participated experience ofin other VACs. Therefore, the positions and descriptions are were mostly based provided on by young participants in the same age range who referredwith reference to to one particular and common VAC, which to most of them. This VAC may have had unique characteristics that influenced their responses. Second, the study was conducted at a time whenduring the COVIDovid-19 epidemic, which had broken out and may have had an impact on participants’' perceptions.
	TThis study presents for the first timeis the first to focus on the characteristics of a VACs, and it is therefore important to conduct follow-up studies focusing on two main areas.: First, confirming the findings from of this preliminary study also should be confirmed foramong different types of ACs with diverse a range of different role characteristics, candidates, and assessors that are different from the present study. It is also an optionThis could be combined with an examination of to confirm or refute these findings in a follow-up study that will examine the attitudes toward, and validity of a VAC divided intofor defined groups (, for example, candidates with and candidates without experience in running computer software). The second area where it is worth focusing on is aSecond,  follow-up research in should seek to deepening the understanding of the differences between a VACs and a FTF-ACs and what to identifyare the actions or guidelines for VACs that must be performed or given in a VAC in aim tocan reduce these differences, not least in terms of . For example, what is required to reduce the difference in communication characteristics between the two ACs.
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Appendix 1
The table below lists the number of times and the percentagegive the frequency with which of different topics that appeared in the interviews and focus groups by for each populations (: candidates, evaluatorsassessors, and experts). Because there were differences in the overall amount number of issues raised among each of the populations, it was decided that the percentages would presented better reflected the relative share that of each issue raised in each population out of a general total of the amount of issues raised among that population. For example, in the first row, the topic of “"characteristics of interpersonal communication”" appeared accounted for 12% of all the topics of raised by all populations, 31% of the topics of raised bythe the candidates, 8% of the topics of raised bythe the evaluatorsassessors, and 14% of the topics of raised by the experts.
[bookmark: _Hlk81867722]Table number 1
 - Percentages of sFrequency of subjects raised by populations:
	Total
	Candidates
	Assessorscandidates
	Eexperts
	

	N
	%
	N
	%
	N
	%
	N
	%
	

	First topickey issue:  Differentiating VACs from FTF- ACs

	79
	12%
	24
	31%
	32
	8%
	23
	14%
	Characteristics of interpersonal communication

	138
	22%
	5
	6%
	92
	24%
	41
	25%
	Observation and assessment processes

	85
	14%
	13
	17%
	54
	14%
	18
	11%
	Standardization in the selection environment 

	137
	22%
	0
	0%
	120
	31%
	17
	11%
	Assessors’ role and work environment

	Second TopicKey Issue: Alignment of the assessment center’s alignment to the work situation

	75
	12%
	15
	20%
	34
	9%
	26
	16%
	Alignment with target Job characteristicsCharacteristics of the target job

	100	Comment by Author: Please check the figures are accurate: 32 + 49 + 18 = 99 
	16%
	18
	23%
	49
	12%
	32
	20%
	Characteristics of the candidates

	6
	1%
	0
	0%
	3
	1%
	3
	2%
	Organizational cCharacteristics of the organization

	6
	1%
	2
	3%
	2
	1%
	2
	1%
	Characteristics of the external situation outside the organization

	626	Comment by Author: Please check the figures are accurate: 162 + 386 + 77 = 625
	
	77
	
	386
	
	162
	
	Total


 


