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(57) ABSTRACT 
A method of selecting potential hires for progression through 
a hiring process is provided. The method comprises selecting 
at least one performance indicator for a position, obtaining 
the at least one performance indicator for a plurality of incum 
bents in the position, and placing each incumbent in the 
plurality of incumbents along a performance continuum 
according to their performance indicator. The method also 
comprises Surveying incumbents from at least both halves of 
the performance continuum, generating an ideal profile based 
upon the incumbent Survey and the at least one performance 
indicator of the incumbents, using a Survey to generate a 
candidate profile of a potential hire, comparing the candidate 
profile of the potential hire with the ideal profile for the 
position to determine a result for the potential hire, and deter 
mining whether to progress the potential hire to a next stage in 
the hiring process based upon the result. 
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BEHAVORAL PROFILES IN SOURCING AND 
RECRUITING AS PART OF A HIRING 

PROCESS 

CROSS-REFERENCE TO RELATED 
APPLICATIONS 

0001. This application is a continuation of and claims 
priority under 35 U.S.C. S 120 to U.S. patent application Ser. 
No. 13/460,117, filed on Apr. 30, 2012, entitled “Behavioral 
Profiles in Sourcing and Recruiting as a Part of a Hiring 
Process.” by Jason-Jno Eugene Taylor, Ph.D., et al., which is 
a continuation of and claims priority to U.S. patent applica 
tion Ser. No. 1 1/771,704, filed on Jun. 29, 2007, now U.S. Pat. 
No. 8,204,778 issued Jun. 19, 2012 and entitled “Behavioral 
Profiles in Sourcing and Recruiting as Part of a Hiring Pro 
cess.” by Jason-Jno Eugene Taylor, Ph.D., et al., both of 
which are incorporated herein by reference in their entirety 
for all purposes. 

STATEMENT REGARDING FEDERALLY 
SPONSORED RESEARCH ORDEVELOPMENT 

0002. Not applicable. 

REFERENCE TO AMICROFICHEAPPENDIX 

0003) Not applicable. 

BACKGROUND 

0004. A critical component of the success for any organi 
Zation is the ability to keep the cost of doing business and 
growing business at a minimum. Sourcing and recruiting of 
employees represent a very Substantial cost with poor results 
through turnover and lack of excellent performers and can 
lead to erosion of the bottom line. The costs associated with 
identifying and hiring a replacement for a vacant position 
include advertising, an employment agency, employee refer 
ral award, Internet posting and other forms of announcing the 
availability of the position. At the next stage, interviews con 
ducted by management and/or hiring department staff will 
cost money in terms of the time that they spend arranging for 
interviews, conducting the interviews, calling references, 
having discussions about the people they met, and notifying 
candidates who did not get the job. 
0005 For growing organizations, hiring people who are 
efficient, reliable, and excellent performers for new positions 
can also reduce the cost of doing business. Such employees 
can help reduce cost by allowing an organization to operate 
with a smaller workforce and reduced downtime. Therefore, 
hiring the right people is a necessity for any organization in 
order to reduce the cost of doing business. 

SUMMARY 

0006. These and other features will be more clearly under 
stood from the following detailed description taken in con 
junction with the accompanying drawings and claims. 
0007. In an embodiment of the disclosure, a method of 
selecting potential hires for progression through a hiring pro 
cess is provided. The method comprises selecting at least one 
performance indicator for a position, obtaining the at least 
one performance indicator for a plurality of incumbents in the 
position, and placing each incumbent in the plurality of 
incumbents along a performance continuum according to 
their performance indicator. The method also comprises Sur 
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veying incumbents from at least both halves of the perfor 
mance continuum, generating an ideal profile for the position 
based upon the incumbent Survey and the at least one perfor 
mance indicator of the incumbents, using a Survey to generate 
a candidate profile of a potential hire, comparing the candi 
date profile of the potential hire with the ideal profile for the 
position to determine a result for the potential hire, and deter 
mining whether to progress the potential hire to a next stage in 
the hiring process based upon the result. 
0008. In another embodiment of the disclosure, a system 
for selecting potential hires for progression through a hiring 
process is provided. The system comprises a Survey com 
pleted by a potential hire for a position and a plurality of 
incumbents in the position, the plurality of incumbents 
including both high performers and low performers relative to 
an identified performance indicator. The system also com 
prises a candidate profile of the potential hire generated by 
analyzing the Survey completed by the potential hire, an ideal 
profile for the position generated by analyzing the Surveys 
completed by the plurality of incumbents, and a result for the 
potential hire generated by comparing the candidate profile of 
the potential hire with the ideal profile for the position, 
wherein a determination of whether to progress the potential 
hire to a next stage in the hiring process is made based upon 
the result. 

0009. In another embodiment of the disclosure, a method 
of determining an ideal range for a behavioral trait for a 
position at a company is provided. The method comprises 
having a plurality of incumbents in a position complete a 
Survey comprising a group of two or more items, the group of 
items corresponding to the behavioral trait, and the plurality 
of incumbents including both high performers and low per 
formers relative to an identified performance indicator. The 
method also comprises plotting the results of the Survey for 
the plurality of incumbents on a continuum, determining an 
ideal range for the behavioral trait based upon the results of 
the high performers, and determining where the ideal range 
falls on the continuum, wherein the ideal range is between but 
not inclusive of the endpoints of the continuum. 
0010. In another embodiment of the disclosure, a method 
of determining the more effective source for Sourcing candi 
dates is provided. The method comprises receiving a first 
group of candidates for a position from a first source and 
receiving a second group of candidates for the position from 
a second source. The method also comprises generating an 
ideal profile for the position based upon an incumbent Survey 
of a group of incumbents in the position and an at least one 
performance indicator of the incumbents, and generating a 
candidate profile based upon a candidate Survey for each 
candidate in both groups. The method also comprises deter 
mining a result for each candidate in both groups based upon 
the comparison of the candidate survey with the ideal profile 
and tracking a measurement of candidates from each group 
that receive results over a threshold result. The method also 
comprises using the measurement of candidates from each 
group that receive results over the threshold result to deter 
mine whether the first or the second source is the more effec 
tive source for sourcing candidates and selecting the more 
effective source for Sourcing candidates based on the mea 
Surement of candidates. 

0011. In another embodiment of the disclosure, a method 
for generating a condensed Survey is provided. The method 
comprises creating a database comprising a plurality of 
dimensions, each dimension comprising two or more items 
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associated with a behavioral trait. The method also comprises 
determining a first subset of dimensions from the plurality of 
dimensions that is most predictive of a fit with a first position, 
generating a first condensed Survey from the first Subset of 
dimensions, determining a second Subset of dimensions from 
the plurality of dimensions that is most predictive of a fit with 
a second position, and generating a second condensed Survey 
from the second Subset of dimensions. In an embodiment, a 
potential hire is either administered the first or the second 
condensed Survey depending upon whether the potential hire 
is being considered for the first or second position. 

BRIEF DESCRIPTION OF THE DRAWINGS 

0012 For a more complete understanding of this disclo 
sure, reference is now made to the following brief description, 
taken in connection with the accompanying drawings and 
detailed description, wherein like reference numerals repre 
sent like parts. 
0013 FIG. 1 illustrates an embodiment of the relationship 
of the individual questions in a survey to the overall hierarchy. 
0014 FIG. 2 shows a method for scoring a survey accord 
ing to an embodiment of the disclosure. 
0015 FIG. 3 shows a method for using a survey to gener 
ate a profile of an organization according to an embodiment of 
the disclosure. 
0016 FIG. 4 is an illustration of ideal ranges plotted on a 
continuum according to an embodiment of the disclosure. 
0017 FIG. 5 shows a method for assessing a candidate 
according to an embodiment of the disclosure. 
0.018 FIG. 6 illustrates a continuum with a candidates 
dimension values shown in relation to ideal ranges according 
to an embodiment of the disclosure. 
0019 FIG. 7 shows a method of testing a candidate using 
an optimized Survey according to an embodiment of the dis 
closure. 
0020 FIG. 8 illustrates the components of an optimized 
Survey according to an embodiment of the disclosure. 
0021 FIG. 9 shows a method of determining the best 
Source of quality candidates according to an embodiment of 
the disclosure. 
0022 FIG. 10 illustrates an exemplary general purpose 
computer system suitable for implementing the several 
embodiments of the disclosure. 

DETAILED DESCRIPTION 

0023. It should be understood at the outset that although an 
illustrative implementation of one or more embodiments are 
provided below, the disclosed systems and/or methods may 
be implemented using any number of techniques, whether 
currently known or in existence. The disclosure should in no 
way be limited to the illustrative implementations, drawings, 
and techniques illustrated below, including the exemplary 
designs and implementations illustrated and described 
herein, but may be modified within the scope of the appended 
claims along with their full scope of equivalents. 
0024. When filling a vacant or new position, an organiza 
tion typically relies upon the information provided by a can 
didate on his or her résumé or job application. The organiza 
tion then makes a decision on whether to progress the 
candidate through the hiring process based upon this limited 
information. One embodiment of the disclosure provides a 
method and system for evaluating a candidate by determining 
the degree to which the candidate possesses certain behav 

Sep. 19, 2013 

ioral traits that are predictive of their performance in a par 
ticular role. This provides an organization with a better feel 
and understanding of the candidate and how they will perform 
in a particular role. This evaluation is made by administering 
a Survey to a candidate. A candidate profile for the candidate 
is then created using the answers provided by the candidate on 
the survey. The candidate profile is then compared to an ideal 
profile for the position that is generated by Surveying a range 
of incumbents in that position. In a typical embodiment, the 
ideal profile includes ranges of desirable scores for each 
behavioral trait and relative weightings of the significance of 
the traits. The closer a candidate's profile is to the ideal 
profile, the better the fit the candidate is deemed to be for the 
position. 
0025. One system and method of the disclosure provides 
an organization with a way to evaluate a candidate by admin 
istering a shorter, more concise Survey that focuses oncertain 
behavioral traits that are determined to be most predictive of 
a fit with a particular position. The condensed Survey is gen 
erated by selecting questions that are known to measure the 
behavioral traits of interest based on incumbent surveys. 
0026. Also, when multiple sources are used to fill a vacant 
or new position, one embodiment of the disclosure provides 
an organization with a way to determine the most effective 
Source of Sourcing candidates for a vacant or new position. 
The disclosure provides for tracking candidates from mul 
tiples sources and noting the number of quality candidates 
from each Source. The organization is then provided with 
information, Such as the total cost for each source, the total 
number of candidates received from each source, the number 
of quality candidates from each source, and the cost per 
quality candidate from each Source. The organization can 
then use the information provided by this system and method 
of the disclosure to make a determination regarding which 
source or sources provide them with the best return on their 
investment. 

0027. As stated earlier, a significant cost associated with 
filling a vacant or new position is in the selection of candi 
dates to progress through the hiring process. When a position 
becomes vacant or a new position is created in an organiza 
tion, multiple sources are typically utilized to fill the position. 
These sources include newspapers, Internet postings, and 
employment agencies. Most of these sources focus on the 
quantity of candidates produced rather than the quality of the 
candidates produced. Accordingly, most sources will produce 
a large number of candidates from which typically only a few 
would meritan interview. The challenge for the organization 
then becomes determining which candidates among the large 
pool of candidates merit the time and expense of an initial or 
follow-up interview or more directly which candidates merit 
a job offer. 
0028. An important factor to consider in selecting candi 
dates for interview is how well the candidate’s behavioral 
traits fit into the particular environment of an organization. 
Every organization has a work environment or “culture' that 
is unique to that organization. Accordingly, behavioral traits 
that may help a candidate in one organization may not help 
that candidate in another organization. Furthermore, different 
positions even within the same organization may emphasize 
different behavioral traits. The better the fit of a candidate's 
behavioral traits with the position and organization, the better 
the chance the candidate will have of performing well at that 
position. Better performance leads to longer retention. 
Longer retention leads to a reduction in the cost associated 
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with employee turnover. Better performance also leads to a 
more productive and efficient workforce. Therefore, it is 
important to take a candidate's behavioral traits into consid 
eration when deciding which candidates to interview because 
the time and expense associated with interviews should not be 
spent on candidates with behavioral traits that would make it 
difficult for them to succeed at a particular position within an 
organization. Accordingly, developing a profile of the orga 
nization will help to determine how well a particular candi 
date will fit in with the organization. 
0029 Generating a Company Profile 
0030 FIG. 1 illustrates an embodiment of the relationship 
of the individual questions in a survey 100 to the overall 
hierarchy. Survey 100 would be administered to the incum 
bent employees of an organization to develop a profile of the 
organization. Survey 100 comprises a plurality of questions 
or items 102. Each item 102 has at least two possible answers 
or item options 104 and 106 associated with the item 102. 
Each item 102 is also associated with a dimension 108, which 
is comprised of two or more items. Each dimension 108 is 
associated with a particular behavioral trait. 
0031 Behavioral traits may include high energy, numeric 
reasoning, independent, analytical, high need of recognition, 
detailed oriented, mature, Verbal reasoning, dependent on 
others, ambition, emotionally consistent, discipline, intro 
Verted, disorganized, introverted, disorganized, pessimistic, 
Subjective, inflexible, idealistic, low energy, conscientious, 
cooperative, accepting of authority, low need of recognition, 
irresponsible, immature, rebellious, competitive, apathy, 
emotionally inconsistent, long-range thinking, risk taker, 
organized, optimistic, mental flexibility, objective, flexible, 
and realistic. Behavioral traits may also include personality 
traits such as honesty, integrity, reliability, affability, and 
compassion. While specific labels are applied to the various 
exemplary traits, one of ordinary skill in the art would recog 
nize that other behavioral traits or similar traits with different 
nomenclature could equally be useful. 
0032 Each dimension 108 is then associated with a com 
posite 110, which is comprised of two or more dimensions 
108. Examples of composites include interpersonal style, 
work style, and culture fit. Furthermore, two or more com 
posites may be grouped together to form a parent composite 
112. 

0033 While items 102 are depicted as having two item 
options 104 and 106 for ease of illustration, persons of ordi 
nary skill in the art will recognize that items 102 may have any 
number of item options associated with them. Similarly, each 
dimension 108 may be associated with any number of items 
102, and each composite 110 may be associated with any 
number of dimensions 108. Further, while each item 102 is 
shown as associated with a single dimension 108, persons of 
ordinary skill in the art will recognize that in some circum 
stances, it may be beneficial for an item 102 to be associated 
with more than one dimension 108. Similarly, a dimension 
108 may be associated with more than one composite 110. 
While the present embodiment is described in terms of items, 
dimensions, and composites, one of ordinary skill in the art 
will recognize that any number of intermediate groupings 
may be implemented. 
0034 Survey 100 is administered to a group of the orga 
nizations incumbent employees. The incumbent employees 
surveyed preferably include a range of performers rather than 
simply the high performing employees with regard to a per 
formance indicator, a set of performance indicators, or a 
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performance index reflecting a set of performance indicators 
for a particular situation. The performance indicator can be 
sales numbers, such as number of sales, dollars in Sales, and 
units sold. The performance indicator can also be call center 
numbers, such as calls answered, calls returned, and resolu 
tions on first call. Individual contribution numbers may also 
be a performance indicator. Individual contribution numbers 
could include throughput, error rate, and quality score. 
Another performance indicator could be management num 
bers, such as Store sales, number of employees, number of 
direct reports, or total number of reports. Customer service 
numbers, such as number of complaints, number of compli 
ments, and amount of gratuity, could also be a performance 
indicator. Numbers received during training could also be a 
performance indicator. The training numbers could include 
time spent in training, whether training was successfully 
completed, and rank or scores in training. These performance 
indicators could be considered direct performance indicators 
because they provide a way of measuring performance. Per 
formance could also be measured by indirect performance 
indicators, such as tenure and number of human resources 
complaints, which for the purposes of this disclosure will be 
included in the general description of "performance indica 
tors' or within the set of performance indicators. One of 
ordinary skill in the art will recognize that any type and 
number of performance indicators could be used as the per 
formance indicator. 

0035. It is preferably that the surveyed sample includes 
both relatively high and relatively low performers with regard 
to the performance indicator. Some samples may include 
high, mid, and low performing incumbents. The sample could 
be developed randomly or could be a controlled sample to 
insure certain numbers or percentage of Surveys from differ 
ent points within the performance continuum. 
0036. Once survey 100 has been administered to the group 
of incumbent employees, FIG. 2 shows a method 200 for 
scoring survey 100 according to an embodiment of the dis 
closure. As established earlier, each item will have two or 
more item options associated with it. In this case, each item 
102 has two item options 104 and 106. Upon the selection of 
an item option, the candidate taking the Survey will receive 
the numeric score associated with the selected item option. 
This allows an organization to assign different weights to 
different items by the numeric scores associated with the 
items. The score for each dimension is calculated by Sum 
ming the scores received for all of the items associated with 
the dimension and dividing the Sum by the total possible score 
for that dimension (block 202). The score for each dimension 
is then normalized to a range from 0 to a certain number 
(block 204). After each dimension has been normalized, the 
score for each composite is calculated by taking a weighted 
average of all of the dimensions associated with the compos 
ite (block 206). As stated earlier, each dimension is associated 
with a particular behavioral trait Such as high energy, numeric 
reasoning, analytical, or discipline. Therefore, by taking a 
weighted average, certain behavioral traits can be given more 
emphasis depending upon the position and organization 
involved. This emphasis can be accomplished by simply 
increasing the weight of the dimensions associated with the 
behavioral traits of greater interest. The weighted average for 
each composite is then normalized on a range from 0 to the 
average number of standard deviations or Some other defined 
number (block 208). 
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0037. The following steps occur after the behavioral char 
acteristic (dimension) scores for the incumbent employees 
have been calculated. FIG. 3 shows a method 300 for using 
Survey 100 to generate a profile of an organization according 
to an embodiment of the disclosure. The ideal profile creation 
process is a multi-algorithmic layered approach. In combina 
tion, algorithms are layered to create decision rules which in 
turn detect natural behavioral patterns when pairs of indi 
vidual assessment data (dimensions) and performance indi 
cators (data) are analyzed. This process yields a behavioral 
pattern that represents optimal performance in a given situa 
tion. Through this process, the output is consistent, and an end 
user is able to understand and interpret the method used by the 
system to arrive at the results. The ideal profile creation 
system is designed to detect behavioral patterns that lend 
themselves to Success in a given situation. The layered algo 
rithmic process is not designed to predict future outcomes 
Such as an individual’s future tenure in a given position. 
Unlike systems that employ neural networks, the data is 
examined to detect behavioral patterns or parameters 
designed to reflect optimal performance. Neural networks 
tend to “over train” or “over fit” relationships among data that 
predict unrealistic predictions. Additionally, a neural network 
is typically not capable of providing a Sound repeatable expla 
nation or theoretical framework for the prediction outcome 
generated. Because of this tendency to find data relationships 
even where one does not exist, the results given by neural 
networks are not always consistent or comprehensible, and a 
user does not always understand how the results were deter 
mined. Additionally, the end user of a traditional neural net 
work is notable to provide deeper insight into the reasoning 
behind the fit or non-fit of a person to a particular situation. 
Therefore, the results obtained from a neural network are not 
able to be leveraged in latter parts of an interview process or 
in the future development of an employee. 
0038. Nonetheless, one of ordinary skill in the art will 
realize that while some advantages may be lost, certain 
advantages of other embodiments of the disclosure may still 
be obtained using neural networks. 
0039. When constructing an ideal profile (behavioral pat 

tern), the objective is to determine the ideal range for each 
dimension on a continuum from low to high. This ideal range 
can be described as the optimal bandwidth existing on a 
continuum that includes an abundance of higher performers 
while maintaining the greatest distance from other identified 
Subgroups. An additional objective of constructing a behav 
ioral pattern is to determine the relative importance of each 
dimension being utilized. The algorithms may use many fac 
tors to determine the importance (weight) of each dimension. 
Factors such as the strength of the relationship among paired 
sets of data (dimension data and performance indicator data), 
the variance of proven performance in the position, the dis 
tance between performance subgroups, and other unique fac 
tors associated with the behavioral data are collected. When 
calculating the ideal range, the linear relationship between 
paired sets of data is observed (block 302). The magnitude of 
the relationship is the focal point not the direction. Both 
positive and negative relationships between paired data sets 
are valuable. Additionally, performance Subgroups are iden 
tified using the parameters provided by the organization 
(block 304). Next, the means and standard deviations for the 
high performing and other performance subgroups for each 
dimension are calculated (block 306). The mean and standard 
deviations are leveraged as a starting point for a correction 
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procedure (adjustment process of identifying the optimal 
position of the ideal range along the continuum) of identified 
dimensions. The correction procedure is designed to exclude 
outliers in order to obtain the optimal bandwidth that captures 
the highest volume of high performers while excluding the 
highest Volume of alternative performance Subgroups. Simul 
taneously, the ideal range is centered on the greatest distance 
from alternative performance subgroups. For effective cor 
rection, the direction of the correction will depend upon the 
sign or direction of the relationship. 
0040 Correction Procedure 
0041. Once any variance calculation, such as the standard 
deviation, of the high performing Subgroup (starting point) 
for each dimension has been calculated, the high and low 
thresholds for the ideal range are calculated with guidance 
obtained from the direction or sign of the relationship (block 
308). For example, if the relationship between a paired set of 
data was positive, the high threshold for the high performers 
may be calculated by multiplying any value (larger than the 
multiple used to obtain the low threshold), such as the stan 
dard deviation, by a number and adding that product to the 
average dimension score. The low threshold may be set by 
multiplying any value (Smaller than the multiple used to 
obtain the high threshold), such as the standard deviation, by 
a number and Subtracting that product from the average 
dimension score for the high performers. Conversely, in the 
case of a negative relationship between a paired set of data, 
the high threshold for the high performers would be calcu 
lated by multiplying any value (Smaller than the multiple used 
to obtain the low threshold), such as the standard deviation, by 
a number and Subtracting that product from the average 
dimension score. The low threshold may be set by multiply 
ing any value (larger than the multiple used to obtain the high 
threshold). Such as the standard deviation, by a number and 
Subtracting that product from the average dimension score. In 
either case, the mean is corrected to obtain the optimal range 
for each dimension, and the ideal range is tightened in the 
optimal direction. The high and low thresholds for each 
dimension would then be plotted on a continuum (block 310). 
The distance between the high and low thresholds may then 
be designated as the ideal range for that position Such that the 
ideal range is not inclusive of the endpoints of the continuum. 
0042. By design, the ideal profile captures an optimal 
amount of each dimension in the ideal profile. As a result, it is 
possible to score more than the desirable amount for any 
given dimension. For example, an individual may have very 
high energy, and the ideal profile may call for high energy but 
not too high energy. Thus, the individual may have difficulty 
being Successful in the role because they may be seen as 
hyperactive and notable to slow down and move through the 
work related tasks in a steady pace even in a role or position 
where higher energy is generally viewed as desirable. 
0043 FIG. 4 is an illustration of ideal ranges plotted on a 
continuum 400 according to an embodiment of the disclosure. 
In this embodiment, a first side 402 represents one end of a 
behavioral trait, and a second side 404 represents the opposite 
end of the behavioral trait. For example with regard to energy, 
low energy would represent one side of the behavioral trait, 
and high energy would represent the other side of the behav 
ioral trait. Between first side 402 and second side 404, an ideal 
range 406 for the particular behavioral trait is given. Again, 
ideal range 406 is determined by the scores for the high 
performers as described earlier and is most typically not 
inclusive of the endpoints of continuum 400. Continuum 400 
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also shows a weight 408 associated with each behavioral trait. 
Continuum 400 depicts the profile of the organization with 
regard to these behavioral traits. While continuum 400 shown 
as having only four behavioral traits for ease of illustration, 
persons of ordinary skill in the art will recognize that con 
tinuum 400 may have any number of behavioral traits asso 
ciated with it. 

0044 
0045. Once the profile for the position in the organization 
has been created and a candidate for the vacant position with 
the organization has completed Survey 100, a candidate 
assessment is generated by comparing the candidate's dimen 
sion values to the profile for the particular position. Each 
position is Supported by a profile that determines how each 
candidate dimension is rated and how the dimension ratings 
are combined. Profiles provide three pieces of information: 
the ideal value, the distribution length, and the weight. The 
ideal value is the optimal value for a candidate for a particular 
dimension. The closer a particular candidate's dimension 
value is to the ideal value, the better the candidate's match is 
for that particular dimension. The ideal value can be obtained 
by assessing the high performers currently in the position or 
can be provided by the organization itself. The distribution 
length indicates how the distance between the candidate's 
dimension value and the ideal dimension value affects the 
rating to be assigned to the candidate's dimension. Typically, 
the larger the distribution length, the less effect there is of 
separation from the ideal value. The weight indicates how 
importanta dimension is as a component of the overall assess 
ment rating for a candidate. Weight does not affect the com 
putation of an individual dimension rating. Rather, it is 
applied when combining dimension ratings to assign the rela 
tive importance of the dimension in the profile. Weight can be 
thought of as the percentage contribution of a particular 
dimension towards the overall assessment rating. Profiles for 
different positions may have different values for these for 
these measures, but the process for using the data remains the 
SaC. 

0046 FIG.5 shows a method500 for assessing a candidate 
according to an embodiment of the disclosure. The assess 
ment begins by calculating the candidate's dimension values 
based upon answers given by the candidate during a test 
session (block 502). The dimension rating value for each 
dimension is then calculated as the number of distribution 
lengths that the candidate's dimension value is away from the 
ideal value (block 504). The smaller the rating value, the 
better match it represents. Each dimension rating value is then 
communicated to the assessment readerina way that makes it 
easier for the assessment reader to interpret the dimension 
rating value (block 506). For example, dimension rating val 
ues within a first range of the ideal dimension values may be 
associated with a color symbol. Dimension rating values out 
side of the first range but within a second larger range of the 
ideal dimension values may be associated with a different 
color symbol. The dimension rating values outside of the 
second larger range would then be associated with a color 
symbol different from the first two color symbols. Therefore, 
by simply looking at the color symbols, an assessment reader 
can easily interpret the dimension rating values for the can 
didate. Though the ratings values are grouped and associated 
with symbols in this manner, the full numeric rating value for 
each dimension is typically maintained internally as a deci 
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mal number to increase numeric precision and overall assess 
ment accuracy although this is not necessary in all embodi 
mentS. 

0047 Another manner of communicating the dimension 
rating values is by displaying the candidate's dimension value 
in relation to the ideal range on a continuum. FIG. 6 illustrates 
continuum 400 with a candidate's dimension values 600 
shown in relation to ideal ranges 406 according to an embodi 
ment of the disclosure. 
0048 Returning to FIG. 5, the rating value for each com 
posite is then calculated (block 508). The rating value of a 
composite is the weighted average of the rating values of its 
component dimensions. This forms a hierarchical tree of 
composites. The weights used to compute the weighted aver 
age are the dimension weights defined by the particular pro 
file. Accordingly, the weight of the resulting composite would 
be the Sum of the weights of its component dimensions. Each 
composite rating value is then communicated to the assess 
ment readers in a way that makes it easier for the assessment 
reader to interpret the compositerating value (block 510). For 
example, like the dimension rating values, each composite 
rating value may be associated with a symbol that indicates 
how far away the composite rating value is from the ideal 
value. The composite rating values may use the same ranges 
as the dimension rating values. As with the dimension 
numeric ratings, the full numeric rating value for each com 
posite may also be maintained internally as a decimal number 
to increase numeric precision and overall assessment accu 
racy. 
0049. Once the rating value for each composite has been 
calculated, the rating value for any parent composite is cal 
culated (block 512). Just as dimensions roll up to form com 
posites, composites can also roll up to form parent composites 
forming a hierarchical tree of composites. As with computing 
composites from component dimensions, a parent compos 
ite's rating value is the weighted average of the rating values 
of its component (child) composites. The parent composite 
will also have a weight equal to the sum of the child composite 
weights. Again, the full numeric rating value for each parent 
composite is typically maintained internally as a decimal 
number to increase numeric precision and overall assessment 
accuracy. A single overall composite is then determined for 
the candidate (block 514). The overall composite represents 
the final rating value for the candidate. Just as with the other 
scores, the overall rating value is most commonly represented 
internally as a decimal number. The overall rating value is 
then translated into a rating symbol, a recommendation state 
ment, and a fit index score (block 516). While in this embodi 
ment a number of intermediate composite stages are used to 
help a reviewer in understanding the feel and aggregation of 
the data, one of ordinary skill in the art would recognize that 
the representation could go directly from dimensions to an 
overall composite score. 
0050. As with the dimension rating values and the com 
posite rating values, the rating symbol is assigned by identi 
fying the symbol whose rating value range contains the over 
all rating value. For example, the rating symbol can be a color 
symbol as described earlier, or it can be a thumbs-type icon, 
Such as thumbs up, thumbs down, or mixed thumbs. 
0051. Just as with the rating symbol, the assessment rec 
ommendation statement provided to the assessment reader is 
associated with a range of rating values. For example, a “rec 
ommended Statement may correspond to the thumbs up rat 
ing symbol. A “not recommended' statement may corre 
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spond to the thumbs down rating symbol. A “recommended 
with qualifications' statement may correspond to the higher 
side of the mixed thumbs rating symbol, and a “recommended 
with reservations” statement would correspond to the lower 
side of the mixed thumbs rating symbol. 
0052 To generate the fit index score for a particular overall 
rating value, a range of rating values are defined. For each 
range, the low and high end points of the range have fixed fit 
index score values associated with them. The system then 
identifies which of the rating value ranges contains the overall 
rating value. The system then applies linear interpolation to 
compute the specific fit index score for the overall rating value 
based upon the location of the overall rating value within the 
range. 
0053. By providing an assessment reader with a rating 
symbol, a recommendation statement, and a fit index score, 
the assessment reader is able to determine very quickly 
whether to select the candidate for progression through the 
interview process such as for an initial interview, a follow-up 
interview, or a job offer. The ability to quickly assess candi 
dates is particular useful in situations in which large Volumes 
of candidates are applying for a position. More time can be 
focused on the candidates who are more likely to perform 
well in a position. 
0054 Another advantage to the disclosed assessment 
report lies in the grouping of items into dimensions and com 
posites. By grouping the items into dimensions and compos 
ites and scoring the dimensions and composites individually, 
the assessment reader is able to see how the candidate rates 
with regard to each area covered by the assessment. The 
assessment reader gets a better feel for the candidate because 
the assessment reader not only receives a fit index score but 
also receives all of the intermediary dimension and composite 
rating values that were used to arrive at the overall rating 
value. This provides the assessment reader with a breakdown 
of the strengths and weaknesses of the candidate. In some 
cases, the assessment reader may determine that the weak 
nesses of a particular candidate can be overcome with the 
proper coaching. This would not be possible if the assessment 
reader was simply given an overall assessment with no Sup 
porting data. 
0055 Having these intermediary values would be helpful, 
for example, to a recruiter in order to place a candidate in a 
position that emphasizes the candidate's strengths and mini 
mizes the candidates weaknesses. Also, rather than simply 
telling a candidate that they were not selected for an interview 
because his or her fit index was too low, a recruiter or orga 
nization can actually tella candidate what areas caused the fit 
index to be low. 
0056 Such advantages are not provided by predictive 
assessments that merely predict how long a candidate will 
stay at a particular position. Such assessments do not tell an 
assessment reader how the system arrived at Such predictions. 
The receivers of these assessments must rely on the fact that 
only relevant information was considered in reaching the 
prediction and that there was an actual correlation between 
the information considered and the prediction given. 
0057. Optimized Testing 
0058 As stated earlier, each dimension evaluated by Sur 
vey 100 is associated with a particular behavioral trait such as 
high energy, numeric reasoning, analytical, or discipline. 
Each dimension utilizes a standard set of questions that are 
applied to all candidates who are tested for that particular 
dimension. The questions have an established history and 
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understanding behind them. The questions are stable and only 
infrequently changed if at all. The idea behind optimized 
testing is obtaining the most relevant candidate assessment 
using the fewest number of questions. For some positions, it 
is not necessarily cost effective to assess the candidate in all 
possible dimensions in the system in order to get an accurate 
assessment because certain behavioral traits will be far more 
predictive of fit than others. In such cases, an organization 
determines which dimensions are most predictive, and an 
optimized Survey is created centered around those dimen 
sions. This allows an accurate assessment to be made with a 
shorter, more concise question set without changing the stan 
dard questions or changing the questions used in relation to a 
particular dimension. 
0059 FIG. 7 shows a method 700 of testing a candidate 
using an optimized Survey according to an embodiment of the 
disclosure. The particular dimensions of importance to a posi 
tion are identified in a profile (block 702). The weight given to 
each dimension is provided by the profile (block 704). The 
question items corresponding to the identified dimensions are 
then identified (block 706). An optimized survey is then gen 
erated using the items corresponding to the identified dimen 
sions (block 708). The optimized survey is then administered 
to a candidate for the position (block 710). A fit index for the 
candidate is then determined based upon the answers given by 
the candidate and the weight assigned to each dimension 
(block 712). 
0060 FIG. 8 illustrates the components of an optimized 
Survey according to an embodiment of the disclosure. In this 
embodiment, a standardized question set 802 includes six 
dimensions 804a, 804b, 804c. 804d. 804e, and 804f. Each 
dimension 804 includes three questions or items 806a1, 
806a2,806.a3, ... 806/1,806f2,806f3. A profile 808 is shown 
indicating that dimensions 804a, 804c., and 804e and their 
corresponding weights 810a, 810b, and 810c are associated 
with profile 808. Optimized survey 800 is then created con 
taining items 806 of dimensions 804a, 804c., and 804e from 
standardized question set 802 as indicated in profile 808. An 
assessment report 812 is then generated from the answers 
given by the candidate on optimized survey 800 and the 
weight assigned to each dimension. 
0061 The disclosed method and system does not generate 
the optimized Survey by using cyclic refinement of item ques 
tions. Methods that utilize cyclic refinement typically place 
an item or question into a pool of questions and monitor that 
item in Subsequent cycles of testing to determine whether it is 
effective or not. If the item is determined to be ineffective 
after Subsequent testing, it is removed from the question set. 
This type of cyclic refinement takes place over a period of 
time after several cycles and is indicative of a method that 
utilizes items or questions with no established history or 
understanding behind them. Therefore, the items must be 
monitored to determine their effectiveness. 

0062 By contrast, the disclosed method uses a standard 
question set with an established history and understanding 
behind them. The effectiveness of these questions has already 
been established through extensive use in testing. Therefore, 
there is no need to monitor them in order to determine their 
effectiveness. In one embodiment, the changes from one opti 
mized Survey to another are the dimensions tested and the 
weights given to the particular dimensions. 
0063 Tracking Candidate Sourcing Campaigns 
0064. As stated earlier, the costs associated with identify 
ing and hiring for a vacant position include advertising, an 
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employment agency, employee referral award, Internet post 
ing and other forms of announcing the availability of the 
position. When multiple candidate sourcing campaigns are 
used, it would be helpful for an organization to quickly deter 
mine which campaign or campaigns provide the better return 
on investment. Having this information helps to reduce the 
cost associated with employee turnover. 
0065 FIG.9 shows a method 900 of determining the best 
Source of quality candidates according to an embodiment of 
the disclosure. In this embodiment, method 900 begins by 
placing campaigns for a vacant position in an organization 
through multiple providers such a newspaper, an Internet 
posting, and an employment agency (block 902). The cost 
associated with each campaign is tracked (block 904). The 
total number of candidates obtained from each campaign is 
also tracked (block 906). A fit index score is then obtained for 
each candidate from each campaign (block908). The number 
of candidates from each campaign that receives a fit index 
score above a threshold fit index score (i.e., the number of 
quality candidates) is also tracked (block 910). Information, 
Such as the cost associated with each campaign, the total 
number of candidates received from each campaign, and the 
total number of quality candidates, received from each cam 
paign is used to provide the organization with information 
that allows the organization to determine which campaign 
Source provides the organization with the best return on its 
investment. Such information may include cost per quality 
candidate by source, cost per hire by Source, and quality 
candidates by source. The organization is betterable to deter 
mine where to spend its money. For example, if the organi 
Zation determines that the most important factor is the total 
number of quality candidates that each Source produces, then 
the organization would look at number of quality candidates 
by source. On the other hand, if the organization is more 
interested in the cost of obtaining each quality candidate, then 
the organization would look at the cost per quality candidate 
by source. In either case, the organization is able to use the 
information provided by the method to determine which cam 
paign or campaigns are the best Source of candidates for it and 
select and do business with those providers. A source may be 
multiple campaigns with one provider, each of which is a 
Source or individual campaign. A source may also be indi 
vidual campaigns with each of multiple providers or both. In 
Such cases, the candidates could be tracked by provider, as 
well as by campaign. Information, such as cost by provider, 
campaign costs across multiple providers, or campaign 
results across multiple providers, could be provided to the 
organization. 
0066. The system described above may be implemented 
on any general-purpose computer with Sufficient processing 
power, memory resources, and network throughput capability 
to handle the necessary workload placed upon it. FIG. 10 
illustrates a typical, general-purpose computer system Suit 
able for implementing one or more embodiments disclosed 
herein. The computer system 380 includes a processor 382 
(which may be referred to as a central processor unit or CPU) 
that is in communication with memory devices including 
secondary storage 384, read only memory (ROM) 386, ran 
dom access memory (RAM) 388, input/output (I/O) 390 
devices, and network connectivity devices 392. The processor 
may be implemented as one or more CPU chips. 
0067. The secondary storage 384 is typically comprised of 
one or more disk drives or tape drives and is used for non 
Volatile storage of data and as an over-flow data storage 
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device if RAM 388 is not large enough to hold all working 
data. Secondary storage 384 may be used to store programs 
which are loaded into RAM 388 when such programs are 
selected for execution. The ROM386 is used to store instruc 
tions and perhaps data which are read during program execu 
tion. ROM386 is a non-volatile memory device which typi 
cally has a small memory capacity relative to the larger 
memory capacity of secondary storage. The RAM388 is used 
to store Volatile data and perhaps to store instructions. Access 
to both ROM 386 and RAM 388 is typically faster than to 
secondary storage 384. 
0068 I/O devices 390 may include printers, video moni 
tors, liquid crystal displays (LCDs), touch screen displays, 
keyboards, keypads, Switches, dials, mice, track balls, Voice 
recognizers, card readers, paper tape readers, or other well 
known input devices. The network connectivity devices 392 
may take the form of modems, modem banks, Ethernet cards, 
universal serial bus (USB) interface cards, serial interfaces, 
token ring cards, fiber distributed data interface (FDDI) cards, 
wireless local area network (WLAN) cards, radio transceiver 
cards such as code division multiple access (CDMA) and/or 
global system for mobile communications (GSM) radio 
transceiver cards, and other well-known network devices. 
These network connectivity devices 392 may enable the pro 
cessor 382 to communicate with an Internet or one or more 
intranets. With Such a network connection, it is contemplated 
that the processor 382 might receive information from the 
network, or might output information to the network in the 
course of performing the above-described method steps. Such 
information, which is often represented as a sequence of 
instructions to be executed using processor 382, may be 
received from and outputted to the network, for example, in 
the form of a computer data signal embodied in a carrier wave 
0069. Such information, which may include data or 
instructions to be executed using processor 382 for example, 
may be received from and outputted to the network, for 
example, in the form of a computer databaseband signal or 
signal embodied in a carrier wave. The baseband signal or 
signal embodied in the carrier wave generated by the network 
connectivity devices 392 may propagate in or on the Surface 
of electrical conductors, in coaxial cables, in waveguides, in 
optical media, for example optical fiber, or in the air or free 
space. The information contained in the baseband signal or 
signal embedded in the carrier wave may be ordered accord 
ing to different sequences, as may be desirable for either 
processing or generating the information or transmitting or 
receiving the information. The baseband signal or signal 
embedded in the carrier wave, or other types of signals cur 
rently used or hereafter developed, referred to herein as the 
transmission medium, may be generated according to several 
methods well known to one skilled in the art. 

0070 The processor 382 executes instructions, codes, 
computer programs, Scripts which it accesses from hard disk, 
floppy disk, optical disk (these various disk based systems 
may all be considered secondary storage 384), ROM 386, 
RAM388, or the network connectivity devices 392. 
(0071. While several embodiments have been provided in 
the present disclosure, it should be understood that the dis 
closed systems and methods may be embodied in many other 
specific forms without departing from the spirit or scope of 
the present disclosure. The present examples are to be con 
sidered as illustrative and not restrictive, and the intention is 
not to be limited to the details given herein. For example, the 
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various elements or components may be combined or inte 
grated in another system or certain features may be omitted, 
or not implemented. 
0072 Also, techniques, systems, Subsystems and methods 
described and illustrated in the various embodiments as dis 
crete or separate may be combined or integrated with other 
systems, modules, techniques, or methods without departing 
from the scope of the present disclosure. Other items shown 
or discussed as coupled or directly coupled or communicating 
with each other may be indirectly coupled or communicating 
through some interface, device, or intermediate component 
whether electrically, mechanically, or otherwise. Other 
examples of changes, Substitutions, and alterations are ascer 
tainable by one skilled in the art and could be made without 
departing from the spirit and scope disclosed herein. 
What is claimed is: 
1. A computer-implemented method of selecting potential 

hires for progression through a hiring process, comprising: 
Selecting at least one performance indicator for a position; 
obtaining the at least one performance indicator for a plu 

rality of incumbents in the position; 
Surveying a group of the plurality of incumbents, the group 
of the plurality of incumbents including both high per 
formers and low performers relative to the at least one 
performance indicator, 

generating, by a processor, an optimal profile for the posi 
tion based upon the incumbent Survey and the at least 
one performance indicator of at least Some of the group 
of the plurality of incumbents in the position, wherein 
the at least some of the group of the plurality of incum 
bents in the position includes both high performers and 
low performers relative to the at least one performance 
indicator; 

generating, by a processor, a candidate profile of a potential 
hire based on a survey administered to the potential hire; 

comparing, by a processor, the candidate profile of the 
potential hire with one or more optimal profiles for one 
or more positions including at least the optimal profile 
for the position to determine a result for the potential 
hire; and 

determining whether to progress the potential hire to a next 
stage in the hiring process based upon the result. 

2. The computer-implemented method of claim 1, wherein 
the at least one performance indicator is selected from a group 
consisting of sales numbers, call center numbers, manage 
ment numbers, individual contribution numbers, customer 
service numbers, and training numbers. 

3. The computer-implemented method of claim 1, wherein 
the at least one performance indicator is a direct performance 
indicator or an indirect performance indicator. 

4. The computer-implemented method of claim 1, wherein 
the group of the plurality of incumbents Surveyed also 
includes incumbents in a mid-range of the performance con 
tinuum. 

5. The computer-implemented method of claim 1, wherein 
the survey used for the group of the plurality of incumbents in 
the first position and the survey used for the potential hire are 
the same Survey. 

6. The computer-implemented method of claim 1, wherein 
the result is selected from a group consisting of an overall 
rating value, a fit index, a recommendation statement, and a 
rating symbol. 
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7. The computer-implemented method of claim 1, wherein 
the potential hire is selected to at least one of progress to an 
interview and progress to a job offer. 

8. The computer-implemented method of claim 1, further 
comprising placing the group of the plurality of incumbents 
in the position on a performance continuum according to their 
performance indicator. 

9. The computer-implemented method of claim 1, wherein 
the group of the plurality of incumbents in the position com 
prises all of the plurality of incumbents. 

10. A computer-implemented system for selecting poten 
tial hires for progression through a hiring process, compris 
ing: 

a non-transitory computer readable medium comprising a 
set of instructions executable by a processor, the set of 
instructions executable to configure the processor to: 
receive a survey completed by a potential hire for a 

position and a group of a plurality of incumbents in 
the position, the group of the plurality of incumbents 
including both high performers and low performers 
relative to an identified performance indicator; 

generate a candidate profile of the potential hire gener 
ated by analyzing the Survey completed by the poten 
tial hire; 

generate an optimal profile for the position by analyzing 
the Surveys completed by at least some of the group of 
the plurality of incumbents, wherein the at least some 
of the group of the plurality of incumbents includes 
both high performers and low performers relative to 
the identified performance indicator; and 

generate a result for the potential hire by comparing the 
candidate profile of the potential hire with one or 
more optimal profiles for one or more positions 
including at least the optimal profile for the position; 

wherein a determination of whether to progress the 
potential hire is made based upon the result. 

11. The computer-implemented system of claim 10, 
wherein the performance indicator is selected from a group 
consisting of sales numbers, call center numbers, manage 
ment numbers, individual contribution numbers, customer 
service numbers, and training numbers. 

12. The computer-implemented system of claim 10, 
wherein the performance indicator is a direct performance 
indicator or an indirect performance indicator. 

13. The computer-implemented system of claim 10, 
wherein the group of the plurality of incumbents surveyed 
also includes incumbents in a mid-range of the performance 
continuum. 

14. The computer-implemented system of claim 10, 
wherein the survey used for the group of the plurality of 
incumbents and the survey used for the potential hire are the 
same Survey. 

15. The computer-implemented system of claim 10, 
wherein the result is selected from a group consisting of an 
overall rating value, a fit index, a recommendation statement, 
and a rating symbol. 

16. The computer-implemented system of claim 10, 
wherein the potential hire is selected to at least one of 
progress to an interview and progress to a job offer. 

17. A computer-implemented method of selecting poten 
tial hires for progression through a hiring process, compris 
ing: 

selecting at least one performance indicator for a first posi 
tion; 



US 2013/0246295 A1 

obtaining the at least one performance indicator for a plu 
rality of incumbents in the first position; 

Surveying a group of the plurality of incumbents in the first 
position, the group of the plurality of incumbents in the 
first position including both high performers and low 
performers relative to the at least one performance indi 
cator for the first position; 

generating, by a processor, an optimal profile for the first 
position based upon the incumbent survey for the first 
position and the at least one performance indicator of at 
least some of the group of the plurality of incumbents in 
the first position, wherein the at least Some of the group 
of the plurality of incumbents in the first position 
includes both high performers and low performers rela 
tive to the at least one performance indicator for the first 
position; 

Selecting at least one performance indicator for a second 
position; 

obtaining the at least one performance indicator for a plu 
rality of incumbents in the second position; 

Surveying a group of the plurality of incumbents in the 
second position, the group of the plurality of incumbents 
in the second position including both high performers 
and low performers relative to the at least one perfor 
mance indicator for the second position; 

generating, by a processor, an optimal profile for the sec 
ond position based upon the incumbent Survey for the 
second position and the at least one performance indi 
cator of at least some of the group of the plurality of 
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incumbents in the second position, wherein the at least 
some of the group of the plurality of incumbents in the 
second position includes both high performers and low 
performers relative to the at least one performance indi 
cator for the second position; 

generating, by a processor, a candidate profile of a potential 
hire based on a survey administered to the potential hire; 

comparing, by a processor, the candidate profile of the 
potential hire with the optimal profiles for the first and 
second positions to determine a result for the potential 
hire; and 

determining whether to progress the potential hire to a next 
stage in the hiring process based upon the result. 

18. The computer-implemented method of claim 17, 
wherein at least one of the plurality of incumbents surveyed in 
the first position or the plurality of incumbents surveyed in the 
second position also includes incumbents in a mid-range of 
the performance continuum. 

19. The computer-implemented method of claim 17, 
wherein the survey used for the group of the plurality of 
incumbents in the first and second positions and the Survey 
used for the potential hire are the same survey. 

20. The computer-implemented method of claim 17, 
wherein at least one of the group of the plurality of incum 
bents in the first position or the group of the plurality of 
incumbents in the second position comprises all of the plu 
rality of incumbents. 


