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Three Key Points

It’s Better To Wait For The Right Person Than 
To Hire The Best Person Available

The Motivation Of The Candidate Is To Get A 
Job – Not Help You Hire The Right Person

The Success Of Your Business Depends Upon 
The People You Hire
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Why They Fail
Lack of Technical Skill

11%

Attitude / Behavior /Cognitive Mismatch

89%

Source: Forbes Magazine / Leadership IQ
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The Bottom Line…

“We can change skill levels through 
training, but we can’t change attitude.” 

Herb Kelleher , Founder / CEO Soutwest Airlines

Defining Successful Attitudes

34%

51%

15%

45%

54%

1%
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Poor Recruiters Good Recruiters

Top Results vs. Poor Results

Source: Forbes Magazine / Leadership IQ

Hiring Research
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How To Define Success In Hiring

16% 16%68%

Average
Performers

Top 
Performers

Bottom 
Performers

Totally Average!
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Correlation With Job Success
INTERESTS

Higher correlation with longevity than performance..10

EDUCATION
A “cut off” criteria. Can be a cause of failure but is not a strong indicator of success..11

TRAINING
Not a strong predictor because it can be acquired..13

INTERVIEW
Experienced, behaviorally-based interviewers can get results close to .5.14

EXPERIENCE
Must be directly relevant. Can be negated by culture..18

REFERENCES
60% of companies won’t provide references. Social media is the new frontier. 

Bad reference or background check becomes 100% decision factor.
.26

BEHAVIORS
Good predictor if well defined. Behavior is not the same as personality..38

COGNITIVE ABILITY
Learning and processing of information..53

Professor Mike Smith, University of Manchester;  John E. Hunter & Rhonda Hunter, “Validity and Utility of Alternative Predictors of Job Performance”, Psychological Bulletin, Vol. 96, No. 1, p. 90;  Robert P. Tett, Douglas N. 
Jackson and Mitchell Rothstein, “Personality Measures as Predictors of Job Performance: A Meta-Analytical Review”, Personnel Psychology, p. 703, Michigan state University’s School of Business

Why Interviews Give Inconsistent Results
Candidates are prepared and practiced

Questions are improperly structured
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Why Interviews Give Inconsistent Results

Interviewers tend to rate and classify information inconsistently

Natural filtering based on existing biases and beliefs

Hiring managers rarely get enough practice to become proficient

Candidates are prepared and practiced

Questions are improperly structured

The Solution
Train your interviewers

Use multiple independent interviewers and compare ratings

Build a library of properly structured and validated questions

Set a standardized ratings scale for possible answers

Assessments
Can Help

Assessments Overview
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An Assessment Is

A Process To Gather 
Information Related To The 

Ability To Perform A Job

Some Types of Assessments

Interviews

Skills and Abilities Tests

Demonstrations and Simulations

Automated Psychometric
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Three Types Of Assessments

• An estimate of the position 
of the tested individual in a 
predefined population

• Allows comparison of 
individuals

IPSITIVE NORMATIVE

• Self reporting without 
comparison to a fixed 
standard

• Tells what you are but 
doesn’t tell how you 
compare to other people

Coaching & Development

• A comparison to an 
established skill set

• Tests developed by subject 
matter experts

• Also demonstrations & 
simulations

SKILLS

Hiring
Hiring
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Professional Assessments
Developed by experts – so you don’t have to be an expert

Gather needed information in a structured manner

Eliminate subjectivity and opinions

Cross check answers and detect distortions

Obtain information that would be difficult to find in an interview

Ipsitive Assessments

Ipsitive Assessments
Self reporting without a fixed standard

Tells what you are, but not how much you are
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Ipsitive Assessments
Self reporting without a fixed standard

Tells what you are, but not how much you are

Which word describes you most and which word describes you least?

Ipsitive Assessments
Self reporting without a fixed standard

Tells what you are, but not how much you are

Use for coaching and development, not hiring

DISC Profile
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Myers Briggs

Myers Briggs In Hiring

http://www.myersbriggs.org/frequently-asked-questions/ethical-use/

Communication Styles 2.0
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Strengths Finder 2.0

http://coaching.gallup.com/2015/07/can-i-use-strengthsfinder-to-make.html

360 Surveys

Five Dysfunctions Of A Team
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Normative Assessments

Normative Scaling

16% 16%68%

55 66 77 88 9911 22 33 44 1010

Learning Index
An index of expected learning, reasoning, and problem solving potential.

Learning Index
An index of expected learning, reasoning, and problem solving potential.

Candidate Scoring

68%

55 66 77 88 9911 22 33 44 1010

Validation Sample: 200,000 Working People

16% 16%

Learning Index
An index of expected learning, reasoning, and problem solving potential.

Learning Index
An index of expected learning, reasoning, and problem solving potential.
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Candidate Scoring

68%

55 66 77 88 9911 22 33 44 1010

16% 16%

Learning Index
An index of expected learning, reasoning, and problem solving potential.

Learning Index
An index of expected learning, reasoning, and problem solving potential.

Create A Target Range

68%

55 66 77 88 9911 22 33 44 1010

16% 16%

Learning Index
An index of expected learning, reasoning, and problem solving potential.

Learning Index
An index of expected learning, reasoning, and problem solving potential.

Compare The Candidate

68%

55 66 88 9911 22 33 44 1010

16% 16%

777

Learning Index
An index of expected learning, reasoning, and problem solving potential.

2
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What To Measure

Cognitive
Ability

Cognitive
Ability

Cognitive
Ability

Behaviors

Interests
Motivation

What About Culture?

• Too much culture uniformity reduces creativity

• Candidates who have been successful in other similar jobs can be 
less than a top producer in a different culture

• Culture will be blended in when measuring behaviors against a valid 
model

Create Performance Models
55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

55 66 77 88 9911 22 33 44 1010

LEARNING INDEX 

MANAGABILITY 

VERBAL REASONING 

NUMERIC ABILITY 

NUMERIC REASONING 

PACE 

ASSERTIVENESS 

SOCIABILITY 

VERBAL SKILL 

ATTITUDE 

DECISIVENESS 

ACCOMODATING 

INDEPENDENCE 

OBJECTIVE JUDGEMENT 
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Sources of Performance Models

2 Generic “Industry” Models

4 Subjective Choices By Managers Or Consultants

3 Job Analysis Surveys

1 Existing Top Performing Employees

Using The Results

The Role Of Assessments

Data Driven Insights Provide Warnings
Validated Assessment(s)

A Knockout Criteria

Background Check

Gather Additional Information
Interview(s)

A Good Starting Point
Resume / Application
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Interview Questions

Uses For Normative Assessments
Hiring
Initial hiring of outside applicants. 01

Internal Promotions
Comparison of internal candidates to 

other positions. 
02

Coaching and Development
Uncover challenges and take 
advantage of strengths. 

03
Career Planning / Pathing

Where else would this person fit? 
Uncover unexpected opportunities. 

04
Succession Planning
Who would fit here? 05

Team Optimization
Map the interactions between team 

members. 
06

Management Advice
Analyze the interactions between 
two people and provide advice. 

07

Sample Reports
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Omnia Profile

Thumbs Up / Thumbs Down

McQuaig
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Calliper

AIM

Talent Insights
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Myers Briggs

Myers Briggs

Profile XT
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Communication Styles 2.0

Specialty Assessments

Leadership
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Leadership

Honesty / Integrity / Work Ethic

Sales Assessments
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Customer Service

Skills Tests

Criteria Corp
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Tests For Geeks

Wonderlic

eSkill
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Other

HR Certification

More Details
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Assessment Validity

VALIDITY

01

04

05

03

02 PREDICTIVE VALIDITY

NO ADVERSE IMPACT

FACE VALIDITY
Does it measure what it says it measures.

ADMINISTRATIVE

INTERNAL VALIDITY

Shows a positive relationship between test 
performance and job performance.

How consistent and reliable are the results? 
Will the same person get the same results 
at different times?

As with any component of the hiring 
decision.

Data security and privacy. Available to 
all regardless of ADA considerations.

When To Use

First Interview
Assessment  

Second 
Interview

Assessment Cost

What is the cost of a bad hire for one week?

Cost Of A Bad Hire

$150 – $225 each x 3 candidates = $600 per hire
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Five Assessment Selection Guidelines
1. Make sure that the test is appropriate for the purpose

2. Make sure that it is properly validated

3. For hiring, make sure that it is Normative, not Ipsitive

4. For hiring, make sure that it measures Cognitive Ability, the factor with the 
highest correlation to success

5. Make sure that there is appropriate level of support available

Thanks For Joining Me!

Using Technology To Hire The Best

www.selectionsciences.com


