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Using Data Driven Insights To Hire Top Performers
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Three Key Points

The Success Of Your Business Depends Upon
The People You Hire

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

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

Lack of Technical Skill
11%

Attitude / Behavior / Cognitive Mismatch
89%

Source: Forbes Magazine / Leadership 1Q & selectionsciences|
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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 Airiines
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Defining Successful Attitudes

Top Results vs. Poor Results
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Poor Recruiters W Good Recruiters
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How To Define Success In Hiring

Tokally Averagel
W

Average
Performers

Bottom H Top
Performers Performers
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Correlation With Job Success
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Why Interviews Give Inconsistent Results
. Candidates are prepared and practiced

' Questions are improperly structured
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Why Interviews Give Inconsistent Results

Candidates are prepared and practiced

Questions are improperly structured

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
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The Solution

Train your interviewers Assessments
Build a library of properly structured and valida%ﬂas“ﬁlp

Set a standardized ratings scale for possible answers

Use multiple independent interviewers and compare ratings

& selectionsciences|

- Assessments Overview
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A Process To Gather
Information Related To The
Ability To Perform A Job
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Some Types of Assessments

' Interviews
' Skills and Abilities Tests
' Demonstrations and Simulations

' Automated Psychometric
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Three Types Of Assessments

IPSITIVE

+ Self reporting without
comparison to a fixed
standard

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

Coaching & Development

NORMATIVE

* An estimate of the position

of the tested individual in a
predefined population

* Allows comparison of

individuals

Hiring

SKILLS

* Acomparison to an

established skill set

 Tests developed by subject

matter experts

* Also demonstrations &

simulations
Hiring
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Developed by experts — so you don’t have to be an expert

Gather needed information in a structured manner

Obtain information that would be difficult to find in an interview

Cross check answers and detect distortions

Eliminate subjectivity and opinions
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. Ipsitive Assessments
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Insitive Assessments

Self reporting without a fixed standard

Tells what you are, but not how much you are

0000000000000000
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0000000000000000
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Insitive Assessments
. Self reporting without a fixed standard

Tells what you are, but not how much you are

. Most___least |
enthusiastic C

daring [}

diplomatic o

satisfied o
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Ipsitive Assessments
. Self reporting without a fixed standard

Tells what you are, but not how much you are

1 can be pretty forceful with my opinions

[e] C 0)
I love meeting new people o C o ® (o] ,
People think of me as a really good listener [o] ® O (o} o
ACSIACY IS QUIQUNMPERIC, . eqpam st . ettt ot Qo e e i Lt .

. Use for coaching and development, not hiring
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DISC Profile

DOMINANGE

NOILygogy 102
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— Can | use the MBTI® instrument to sort prospective employees?
— Although there are many useful applications of the MBTI assessment in the
— workplace, there are ethical concerns in using it for hiring purposes. Please
— carefully consider this as you develop your program for employees. You can
s read more about these concerns and other ethical considerations here and
| FET here.
—
—
—
—
—
—
—
—
—
-
-
- N
 selectionsciences|

Communication Styles 2.0

oty

YOUR NATURAL TENDENCIES
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Strengths Finder 2.0
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Five Dysfunctions 0f A Team
o 1A

Me—
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create A Targel nange
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Compare TIIB candulate
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What To Measure
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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
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Sources of Performance Models

D Existing Top Performing Employees

E Generic “Industry” Models

E Job Analysis Surveys

B Subjective Choices By Managers Or Consultants

¥ selectionsciences|

| ] Using The Results
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The Role Of Assessments

Validated Assessment(s) Resume / Application
‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘ A Good Starting Point

aaaaaaaaaaaaaaaaaaaaaaaa
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Interview Questions

mean? Give some examples.
nterviewer's Notes

have you dealt with such a situation?

this type of situation? How do you deal with it?

How often do you read instructions or memos and have difficulty understanding what they
Have you ever had someone become upset because you needed instructions repeated? How

Some people read well but don't always remember what they have read. Do you ever experience

& selectionsciences|

o Wy
Internal Promotions 02

Comparison of internal candidates to
other positions.

Career Planning / Pathing

Uncower unespeted oportnes

Team Optimization 0B

Map the interactions between team
members.

Uses For Normative Assessments

Hiring

Inital hirng of outside applicants.

Coaching and Development
Uncoverchallenges and aks
pisiliinpeltol

Succession Planning

Who would it here?

Management Advice

Analyze the interactions between
two people and provide aduice.
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Sample Reports
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o ™

Strong
"need"

Moderate
"need” T
Low
"need”
’ (]

playsto  caulious friendly analyical  flexible  patient  independent

win helpul  outgoing  factial  impatient persistent 5
assertive. fisk- people- practical fast-paced methodical managing
proacive  averse  oriented realisic multitasker systematic  decisive
contident

compiiant
accurate

pesfection-
istic

structured

“asoﬁmd"

¥ selectionsciences|

Core Competencies

Job Components
Core Characteristics

Verbal Reasoning
Menial Fexbiy
Leadsrship mpact

Emotonal Consistency

9IS

Refiecive

Thumhbs Up / Thumhs Down

Overall Rating

0

&)

Rocommenod

Intellect Drive and Motivation ~ Work Style Interpersonal Style  Leadership /

Management Style

Culure Fit
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ABC Company
Sales Dynamics Profile

Persuasiveness —e— Your Cancidate

Eeo Stamgh =z
c B
Rk Taking
) b 100%
Interpersonal
1 100%
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Pertectionism

[ [

Tiis score represents the person's attude foward producing 2 perfect product. & small amount

 perfectionism goss a long way. People with high perfection scores may never be satisied
nough with the final product causing unnecessary delays and reductions in output, People with
00 tte perfectonism may be sloppy and unconcerned with qualty.

Attitude Toward Work

Tiis score represents how an applicantfeels about working for an organization. Some people, for
xample, s the office as 2 batte ground between good (the employees) and evil (the
management). These people are sither unable or unwilng to pulltogether for the common good
and care ltte about the customer. People with low scores sap energy and become destructive to
both morale and productiviy. People with high scores tend to see the organization as 2 positive
place to work and contrbute.

Self Centeredness

This score repressnts how much the canddate looks out for himsslf or hersalf High scores
incicats someons who spends much of thei tme thinking about themsslves and the impact of
decisions on them personally instead of worrying about out producing and out-smarting the
competiton. People with low scores on this scale indicate that they focus more on what other
people feelthan on what they consider important.
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Talent Insights

Individual Mop™
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Myers Brigys

Your responses to the MBTI
items indicate that your
four-letter type code is:

ENFP

Extraverted Intuition with Feeling
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“Clarity of Refiorted Preferences: ENFP

Extraversion £ I Introversion
Sensing N Intuition
Thinking T F Feeling
Judging J P Perceiving
©» x5 = 5 w5 o0 5 w o ® » B W

PClResults Extraversion26 Intuition 25 Feeling3  Perceiving 25
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communica!iﬂ Styles 2.0
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| ] Specialty Assessments
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Predicted Situational Leadership Effectiveness

355500
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Honesty / Integrity / Work Ethic
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Summary Graph
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D | Skills Tests
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Tests For Geek

@ T

PHP & MySQL Test Report

66/100

Details:
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Address Checking #3 (2/3)

e O
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HR Certification

THE SOCIETY FOR HUMAN RESOURCE
MANAGEMENT INTRODUCES

THE NEW CREDENTIAL FOR HR PROFESSIONALS
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01 FACE VALIDITY

\ /
% =N 2 ) PREDICTIVE VALIDITY
] 4 \
| VALIDITY ‘
« >4y
NO ADVERSE IMPACT o INTERNAL VALIDITY
\

ADMINISTRATIVE
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When To Use
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Assessment Cost
$150 - $225 each x 3 candidates = $600 per hire

What is the cost of a bad hire for one week?
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Five Assessment Selection Guidelines

Make sure that the test is appropriate for the purpose

Make sure that it is properly validated

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

Eal

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
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Thanks For Joining Me!
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