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Section 1 – Organizational Assessment Tools
High Performance Organizational Survey
The HiPerOrg Survey was developed around a research-based model of organization illustrated by the
graphic on the right. The model depicts a hierarchy of five factors contributing to organizational effectiveness. Leadership is the most critical with the other five factors each contributing to the overall performance. The survey samples attitudes, beliefs and observations by people at various levels within the
organization around these six factors. The subsequent result is a picture of how the organization under
study compares to Somerville Partners’ database of over 200 companies. Below is a sample of the unique
format associated with the 91 items and the graphical output within the customized report.
The head of the company does little to define where the company is going, how it is going to get there, or whether we are
meeting our goals; most employees believe that their performance has no impact on the company’s success; changes come
down from the top with no involvement of those who are most
affected.

The head of the company communicates clearly where the
company is going and how it is going to get there; regularly informs us of the progress the company is making; makes sure
that everyone understands how their efforts contribute to the
success of the company; involves employees in the change
process.
Leadership
70

Regulators/Financial Community

Compelling Vision
65

What is depicted in the graph to the right are the subscales associated with the five factors in the model. The most important dimensions begin with leadership at the top and work around clockwise to
the assessment of the nature of the relationship the organization has
with the financial community and regulatory agencies appropriate to
its industry.
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High Performance Sales Survey
The HiPerOrg Sales Survey is the product of years of research and work with sales organizations. It provides a comprehensive assessment of all aspects of a well-functioning sales organization. The model begins with a well-articulated sales growth strategy and
ends with an evaluation of the extent to which there are efforts undertaken to develop the sales team. Below is a sample of the
unique item format that is used with the HiPerOrg Sales Survey’s 94 items. Following that is a sample of one of the graphical
summaries of the survey results.
People know exactly who the sales targets are; considerable
effort goes into planning how to approach those targets;
there is consistency in the way sales people approach targets;
people are given plenty of support and a clear path to follow
to increase sales.

Sales people are randomly chasing every sales lead; people use planning
very rarely; sales targets vary depending upon whom you ask; management pressures people to increase sales and achieve quotas without
support or instruction.

Sales Growth Strategy
10

This tool provides an excellent view of the relative
strengths and weaknesses of the sales organization
while, at the same time, pointing toward interventions that would improve the organization’s effectiveness.

9
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Sales Process
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High Performance Culture Survey
The HiPerOrg Culture Survey is a subset of the HiPerOrg Survey including only the dimensions directly related to the values and beliefs that
characterize the organization. Although generally culture agnostic, research demonstrates that certain cultural values or norms are more often
associated with success than others. The survey provides a picture of how an organization looks in comparison to other companies revealing
strengths and weaknesses as well as ideas for intervening to improve those areas lagging behind.
What follows is an example of one of the culture items and a sample of the tabular report for the overall culture survey results.
My co-workers hoard information; keep secrets from
each other; many people feel left out and never know
what is going on in other work groups; must follow the
lines of authority to get information; seek permission.

Co-workers readily share information openly; there are
no secrets; everyone feels included; people know what
other work groups are doing; there are no restrictions on
going to whomever you believe has the information.

List of Bottom Ten Items for Human Resources
On the right a summary of
the results from a culture
survey are presented in tabular format. In this table, top
rated items or the lowest
rated items are captured and
presented to aid in problem
identification. In this example the bottom 5-rated items
are displayed with the appropriate interpretation of the
meaning of the score.

Score

Factor

Interpretation

36.5

Item 55
Level of Bureaucracy

People are required to participate in numerous meetings just to get something decided and, even with all of
this effort, decisions seem to never be finalized; it is clearly more important to not offend anyone than it is
to get something decided and acted upon.

55. Speed of Decision-making
39.5

Unnecessarily restricts resources; stingily hordes resources as if they belonged only to him/her; makes us
work with old or defective equipment; shows little concern for helping find the tools to make our work
easier.

Item 8
Supervisor Relationship
8. Use of Resources

39.7

Item 12
Upper Management Support

May question the value of the work my work group or department produces; even may speak disparagingly
about my work group or department in public; rarely gives any credit for successes.

12. Valuing Achievements
39.8

40.8

There is little or no evidence of a programmatic approach to developing management talent within the
organization; there are no required courses or company-sponsored programs to help managers learn to
become more effective; there is little evidence of managers being coached or mentored by more seasoned
52. Emphasis on Ongoing Development managers.
Item 52
Emphasis on Mgt Development

There are seemingly endless approvals required for even the simplest of decisions; employees have to wait
to take action for what seems like inordinately long periods of time while all the required approvals have
been secured; it is better to fail to take action in time than to risk taking action before all the approvals are
in.

Item 54
Level of Bureaucracy
54. Need for Approval
5
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Team Effectiveness Survey
The Team Effectiveness Survey is designed to provide executive and other teams with a model for evaluating the effectiveness of a team from
the perspective of those serving on the team. Below is an example of one of the 21 items from the survey. Take note of how each of the items
describes very specifically the behavior associated with both poor and exceptional functioning. This is the key to both getting an accurate assessment of the team’s effectiveness and what behaviors are needed to improve.
When asked to solve problems in team meetings, we spend a lot of time without getting
much resolved. We never use the same problem solving method twice. People are so
anxious to express their opinion that no one really listens to what anyone else is saying.

During our team meetings, a disciplined approach to problem solving or decisionmaking we use; we base most of our actions on data and an objective assessment of
the situation; people are asked to support any opinions with facts and figures. People
listen carefully to everyone’s point of view before determining a course of action to take.

When a decision is called for, our team leader/supervisor usually takes the expert role and
tells people what to do; people learn very quickly that their role is to follow instructions
without question and refer all problems to the team leader. Team members are not permitted to make any changes to existing procedures or processes nor develop alternative
methods without getting approval well in advance.

Our team is given considerable latitude in finding the best ways to get the job done. We
can change almost any process or procedure we believe will make things run more
smoothly unless doing so would affect other teams or departments. Before making any
changes, the team carefully thinks through the possible consequences and evaluates
the desirability of moving ahead with the changes.

Below is an example of the output provided in the report. This output is designed to facilitate growth and development of the team involved.

Performance Management
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9
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Survey of Strategic and Tactical Alignment
The Survey of Strategic and Tactical Alignment is based on the concepts discovered by Treacey & Wiersema in their best selling book, The Discipline of Market Leaders as well as Trout’s Market Warfare. The 24-item survey is primarily designed for use with executive teams to determine the
level of agreement about the customer value proposition the company is strategically attempting to project through both expression of concepts
and actions.
Our activities are designed to promote quick action by teams of innovative people. Team organization is
very fluid allowing for the right people, the right activities, at the right time. Considerable effort is invested
in attracting and retaining the most innovative people.
If someone manages to make inroads into our primary market, we act decisively to fend off their initiatives
before they can gather any momentum. If another player in our market develops something particularly
innovative and attractive to our customers, we move to acquire them or their innovations.

The triangle graph, below left depicts the level of strategic and tactical focus in one of the three areas of emphasis. The graphs below right show
the executive team’s perception of the company’s position in the competitive marketplace and current tactics utilized.
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Survey of Customer Satisfaction
The Survey of Customer Satisfaction is based on a considerable amount of research into defining the drivers of customer satisfaction across all
products and services. This 16-item survey can be customized for each client to identify the specific drivers of satisfaction among their customers.
Once discovered, these drivers can be the subject of relentless focus and measurement.
What follows in an example of the items from the generic version of the survey.
Our XYZ Corp Rep often shows a “holier than thou” attitude;
there is a lack of respect for what our people deal with on a daily
basis; he/she projects an attitude of superiority that places significant strains on the quality of our relationship; he/she makes little
or no effort to hide frustration or annoyance even when the situation appears innocuous to our people.

Our Rep demonstrates a strong customer service attitude to our
relationship; he/she shows a real respect for those using the products; he/she displays a genuine interest in helping make more effective use of the products; he/she always keeps a calm and eventempered way of interacting with our people – regardless of the
circumstances; our people find him/her a pleasure to do business
with.

Regardless of the nature of our interaction with the Rep, he/she
consistently treats the issue with a casualness that conveys a lack
of concern for our needs; details are often overlooked; deadlines
are missed without explanation; information is passed to us before it is checked out for accuracy resulting in misunderstandings
and errors.

No matter how trivial our concern seems, Our Rep treats it with utmost
seriousness and a commitment to resolving all of our concerns; rarely, if
ever, do errors pass through his/her scrutiny; deadlines are met without
exception; our people have complete confidence in any information our
Rep passes on to us.

Key Findings for XYZ Corp Quality of Products/Service
9

The graph on the right displays the summary
level results for the customer survey. Notice
how the areas of relative weakness show up as
dips in the lines while strengths are represented
as peaks in the lines.

8

Professionalism

7

Sales Rep Tech Knowledge

6
5
4
3

Sense of Urgency

Sales Rep Competency

Zone Manager Importance

Northeast (19)

8

Zone Manager Relationship

MidWest (9)
Southeast (0)

West (0)
Other (11)

Average Range

A P P L Y I N G

B E H A V I O R A L

S C I E N C E

T O

B U S I N E S S

C H A L L E N G E S

Section 2 – Individual Assessment Tools
Leadership Style Indicator
The Leadership Style Indicator (LSI) is based on a factor analysis of data from two surveys – one assessing the motives influencing people’s
behavior at work and another assessing people’s preferences for problem solving style. The result was six bi-directional factors that depict leadership and management style when both motives and problem solving styles are taken into consideration. This 392-item survey yields 66 dimensions that comprehensively describe people’s behavior at work. Because of SP’s extensive database of executives and professionals, an individual
can be compared to success profiles derived from many companies for positions such as CEO, COO, CFO, and CTO. This proves useful in both
developmental efforts and selection. The data support the value of having the psychological characteristics representing a good fit with the requirements of a position. The LSI has been translated into Portuguese and Spanish for use in Latin America. The results are displayed in a
number of ways to help optimize the utility of the information. Below are examples of how the individual data are displayed.
I believe in having compassion, understanding and concern for the people with whom I work.
After studying a set of facts or data for only a few minutes, I begin to have ideas about what the information
could mean that often prove correct.
Although plans can be helpful, I prefer to operate with only a broad concept of what needs to be done. This
method allows me to quickly change course when conditions dictate that change is needed.
The summary for the six factors reveals how the candidate differs from the top performers within a specific position. In this case, the comparison is with
top performing corporate sales representatives who
are tasked with selling enterprise solutions.

Sam Sample

Autonomous Strategist
Field Marshal
Organized Implementer

Composite Corporate Sales

Strategic Facilitator
Supportive Collaborator
Flexible Opportunist

Reserved Analyzer

Social Pragmatist

Independent Operator

Mentor-Supporter

Cool Head
9
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The Executive 360
The Executive 360 was developed from a much more comprehensive assessment tool for use with senior management. The dimensions addressed by this tool were found to explain most of the variance in estimates of overall management and leadership performance. This tool addresses four areas of the executive functioning -- Management Competencies, Leadership Competencies, Perceived Motives and Interpersonal
Style. Below are samples of the 37 items used in this instrument:
Is more concerned with getting something done to relieve pressure
from superiors than finding lasting fixes; rarely asks questions; acts
as if he/she is the source of all solutions to problems; prefers telling
people how to fix a problem rather than involving them in a solution.

When faced with a complex problem, seeks a lasting solution instead of a quick fix; provides co-workers with creative ways of looking at problems; demonstrates a good
understanding of the technical side of the work; asks for
ideas to help improve the efficiency of our organization.
Behaves predictably in most situations; doesn’t change with
every shift in wind direction; provides ways of clearly understanding what’s important to him/her; makes it very easy
to understand where he/she is coming from.
Almost always accepts blame for mistakes and avoids praise
for a job well done.

Behaves inconsistently in similar situations; is a hard person to predict; keeps her/his motives very private; makes understanding where
he/she is coming from very difficult to assess.
Almost always accepts the credit for success but avoids taking the
blame for mistakes.

Displays the self-confidence to carry out a plan with only
genuinely needed assistance; having a need to please others
does not interfere with seeing an unpopular task through
to completion; avidly pursues a recommendation if convinced it is a good idea; works very effectively with very
little support from superiors.

Seeks approval for even the most modest of actions or decisions;
works hard to obtain support from people in positions of power
before taking any action; gives up on a task or project at the first sign
of opposition; refuses to lift a finger to help anyone unless it is politically advantageous for him/her to do so.

The graph to the right depicts a summary of ratings by all observers and the executive’s
ratings of himself/herself. The Johari Window graphic on the following page shows a
unique representation of those areas of agreement or disagreement between the executive
and his/her observers.

Managing Performance
70
65
60
55

Leadership Index

50

Building Teams

45
40
35
30

Overcoming Obstacles

Management Index

Building Commitment
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The Johari Window
On the left is a summary of the results comparing
your self-ratings with those of both your boss and
observers. Those dimensions representing either
strengths or weaknesses (ratings above or below
average) where you are in agreement are found in
the Recognized Strengths and Recognized Weaknesses panes of the window.
For dimensions where your self-rating was high
and either your boss or your observers’ ratings
were below average, you find the dimension listed
under “Unrecognized Weaknesses”. When your
rating was below average but either your boss
and/or your observers’ rating was above average
the dimensions are found in the “Unrecognized
Strengths” windowpane. In this area are often
found what many refer to as your “blind spots”.

If you find topics in the “Unrecognized Weaknesses” pane, your immediate task is to get a better
understanding of what people see you doing or
not doing relative to these topics. Resolving discrepancies between yourself and your boss or observers can greatly enhance your overall effectiveness as a manager/leader. For example, if you
believe you are very good in fostering an environment where teamwork flourishes, but your boss believes you do the opposite, your first task is to find out
what your boss sees that has led him/her to that conclusion. Perhaps he/she has seen people in your work group engage in tactics that result in others
having to do damage control after the fact. He/she may have seen processes break down and watched as people engaged in attempts to fix the blame for
errors on each other instead of moving quickly to get the problems resolved. Once you understand what you are doing or not doing, you can make modifications to address either perception or actual issues.

11

A P P L Y I N G

B E H A V I O R A L

S C I E N C E

T O

B U S I N E S S

C H A L L E N G E S

The Management Style Indicator
This assessment tool is designed to reveal the management style of the participant using items that describe behaviors applicable to specific situations with
very different underlying values and philosophy associated with managing people. This tool is particularly useful when an organization is undergoing a
culture change and wishes to provide people with a self-assessment tool that will reveal underlying style prior to employing a 360-assessment tool involving
the ratings of observers from various perspectives. This tool and some custom-developed ones using a similar style have been found to correlate significantly with objective measures of managerial/professional productivity. Samples of the types of items represented in the 98-item survey are depicted below.
I believe that engaging people in helping to discover new ways to achieve our business objectives provides greater sense of ownership and the highest quality of work over the long term.
After only a few failed attempts to get someone's performance on track, I move swiftly
to replace them. I believe it is not in the best interests of either the person or the organization to allow someone to continue to fail to perform.
Getting everyone involved in finding and implementing improvement ideas is key to
improving performance of the organization as a whole; formal suggestion systems stifle
creative problem solving. Those closest to the work often have the best perspective on
how to make things better and can implement solutions the quickest.

The table on the right provides a sample of the
output from the self-assessment for the MSI.
The more one’s score points to the right, the
more they have adopted a contemporary management style. Conversely, the more the score
points to the left, the more the manager has
adopted a traditional management style.
There are a total of 18 dimensions associated
with management style measured with this
instrument. These are highlighted in blue
text.

Traditional Management Style

Contemporary Management Style

Traditional Goal Linkage

Contemporary Goal Linkage

Relies on those with direct contact with customers to provide insight into
customer needs. Focuses on financial goals and metrics to maintain a
sense of how the business is going. Depends on a well-developed
performance management system to ensure alignment with company
objectives.

Spends a lot of time with customers to get a feel for their needs and
perceptions. Focuses on measures that directly relate to what customers
value most. Conducts regular dialog with employees at all levels to link
company with department & individual goals.

91

Traditional Openness

Contemporary Openness

Regularly schedules addresses to all employees. Likes constructive, nonconfrontational interactions between people when important issues are
being entertained. When facing a challenging problem, first tries to get a
read on what the issues are and develops ideas as to what the underlying
causes might be.

Makes it a practice to regularly share information through open, give-andtake discussions. Encourages people to argue and vigorously debate when
important issues are on the table. When exploring problems, checks out
understanding of others' viewpoints before stating opinion.

41

Traditional Problem Focus

Contemporary Problem Focus

When dealing with difficult problems gets something done to relieve the
situation immediately rather than spending a lot of time to find the perfect
fix. Prefer people who solve their own problems rather than bringing them
to others to solve. Believes opening up the organization to undisciplined
processes for making improvements often results in distraction and
frustration.

When facing complex problems, insists people take the time necessary to
achieve a lasting solution. Aggressively encourages people to surface
problems interfering the effectiveness of the organization. Believes
ggressively eliciting ideas for improving the effectiveness of work groups
provides both strong support for individual initiative and continuously
improving performance for the organization as a whole.

12
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The Work Style Identifier
This assessment tool is similar to the Leadership Style Indicator in format and concept. The primary difference is in the length and comprehensiveness
of the personality attributes measured. This tool uses 249 items to inform the reader on 45 key attributes found to differentiate people’s work style. These
attributes were subjected to a factor analysis resulting in 4 factors that, taken together, describe individual’s work style. It is best used when administration
time needs to be kept to a minimum and where a few key indicators of differences in work style are adequate to the purpose. This instrument is also used
for selection based on psychological templates derived from an evaluation of the job requirements. Estimates of goodness of fit are made between a candidate and the appropriate template.

Candidate:

Trail Blazer
Independent-minded
Procrastinating
Free-flowing
Seat-of-the-pants
Impromptu
Unsystematic
Conceptual
Curious
Pioneer
Big Picture
Free-Wheeling
Ambiguity
Strong

Moderate

Slight

Moderate

Stabilizer

Practitioner

Strategist

Accommodating
Early Starting
Methodical
Planful
Scheduled
Systematic
Concrete
Conservative
Traditional-minded
Detail-Minded
Order
Cognitive Structure

Hands-on
Procedural
Data-driven
Tried-and-true
Down-to-earth
Formal
Disciplined
Stable
Predictable
Idealistic
Tolerant
Instinctual
Trusting
Outlandish
Lenient

Abstract
Imaginative
Inferential
Original
Theoretical
Casual
Open-ended
Spontaneous
Emergent
Realistic
Critical
Logical
Questioning
Reasonable
Tough-minded

Strong

Strong

Contemplative Producer

Expressive Stimulator

Dispassionate
Poker-faced
Socially Inactive
Contemplative
Exploration
Balance
Collaboration
Behind the scenes
Compliance

September 23, 2002

Moderate

Slight

Moderate

Slight

Moderate

Strong

Independent Operator

Mentor Supporter

Skeptical
Impersonal
Candid
Independence
Thick-skinned
Externality
Demandingness
Indiscriminant
Distance

Enthusiastic
Expressive
Gregarious
Initiating
Achievement
Ambition
Competition
Exhibition
Persuasion
Strong

Moderate

Accepting
Compassionate
Tender-hearted
Affiliation
Humility
Introspection
Nurturance
Psychological Minded
Succorance
Strong

Strong

Moderate

Slight

Copyright by Somerville Partners 2001, 727 East 16th Ave., Denver, CO 80203-2003
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The Employee Profile --- The Position Evaluation Questionnaire
The Employee Profile is a unique tool especially when combined with the Position Evaluation Questionnaire. Used together, the psychological demands of positions can be evaluated in terms of their relative importance to success in the positions and then incumbents in those positions can be provided feedback on how well they meet these position requirements. Additionally, the Employee Profile is often used as a 360-feedback device for nonmanagement positions. These sister instruments use a forced distribution rating scheme which requires the raters to elevate the most critical behaviors and
lower the less critical behaviors. The 148 behavioral items are grouped into 33 attributes. As a result of factor analysis, these attributes have been organized into 6 factors that characterized work style. Below is a sample of the items and forced distribution rating system for the PEQ
Writing in concise, easily understandable language
Being depended upon to be available for work when needed
Avidly pursuing a recommendation if convinced it is a good idea
Preparing clearly organized reports
Number of “1 & 2s” and ”9 & 10”s (this page)
Rater: Loan Originator

On the right is an example of the results of a position evaluation using the PEQ. The
factors are labeled with blue letters and the attribute labels appear next to the dimension.
The green area represents the average range for ratings of all positions in the SP database.
Below is a table from the Employee Profile with the ‘Importance’ ratings from the PEQ
and the Self, Boss & Observer ratings in columns.

Driver

Dimension
Employee Profile Factors
Communicator

Importance

47.1

Self

51.1

Boss
1
50.2

Observers
3
58.3

Boss-Self

ObserversSelf

Customer Orientation
Communicator
Risk Taking 70
Knowledge & Skill
Perseverance
Oral Communication
65
Independence
Oral Presentation

Decisiveness

60
55

Results Orientation

Initiator

Position: High Performer

46.9

40.7

45.9

45.4

Strategic Thinking

50

Job Motivation

Versatility

45
40

Initiative

Written Communications

35

Energy

Cooperation

30

Stress Tolerance

0.9

7.2

Creativity

Resilience

Direction

Objectivity

Leader

Problem Solving

5.2

4.8

Peacemaker

Judgment

Leadership

Conflict Resolution

Producer

62.9

47.7

61.9

54.3

14.2

6.6

Peacemaker

47.6

42.2

55.0

55.3

12.8

13.1

Initiator

66.4

47.2

61.7

55.3

14.5

8.1

Driver

56.1

47.3

58.4

56.6

11.1

9.3
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Leader

Group Involvement

Planning/Organizing

Work Standards
Integrity
Dependability

Producer

Sensitivity to Others
Working with Others
Adaptability
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The VC Developer
The VC Developer is a unique tool designed for the venture capital industry. It provides 360-feedback for the developing venture capitalist on the core
competencies found critical to their success. The instrument is divided into three sections – the five core competencies, perceived motives and interpersonal style. The items are behaviorally based and provide descriptions of what people demonstrating low or high levels of the characteristic do. Below are
samples of several items from the instrument.
Only maintains contact with those people who can
currently impact on going activities. Loses track of
people when no current need exists for keeping
them involved. Contacts with others are infrequent
and lack any significant impact on their interest in
on going projects.
Reveals sketchy or incomplete understanding of the
business and the market; provides only superficial
answers to even the most basic questions; describes
the business opportunities in ways that are often
viewed as naïve or overly simplistic. Engenders little
confidence in the validity of business opportunities
being described.

Consistently maintains contact with potential partners;
keeps them well-informed about trends, patterns, and
opportunities; ensures that each potential partner's
interest remains piqued with updates on progress and
opportunities.
Demonstrates a compelling understanding of key business sectors; answers even the most penetrating questions with confidence and insight that consistently
impresses potential partners and enhances their confidence in the validity of the opportunities.

The graph on the left depicts the summary of
the five competencies from the perspective of
Portfolio Execs, Investment Partners, Associates and Board Members. It proves particularly useful for developmental planning in the
careers of venture capitalists.
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Section 3 – Executive and other Key People Selection
Account Executive Success Profile

The QualiFit System
The QualiFit System is a flexible tool for selection of candidates for a variety of positions.
Often using Somerville Partners’ extensive database, a success profile is developed from the
66 personal attributes of the LSI – usually 15 to 20 – that best distinguish the top performers in that position. Currently our inventory of position profiles includes CEO, COO,
CFO, VP Marketing, VP Sales, VP Engineering and many others. Using Somerville Partners’ on-line administration system, a report is developed within 24 hours of the candidate
completing the instrument. The hiring manager receives an Adobe PDF file via e-mail that
describes the goodness of fit between the candidate and the position success profile. In addition, areas where the fit is not good, suggestions as to the implications of the candidate’s attributes are discussed to help the hiring manager understand the areas where the candidate
may experience difficulties. To aid in the employment interview, several areas of focus are
suggested where the candidate looks very different than the success profile. In some cases
when an existing profile is employed, the report provides predicted performance based on
research previously done. Examples of sections of the report follow at the right and below.
Matches
8
40.0%

Sam Sample
Mismatches
3
15.0%

Derailers
6
30.0%

Pioneer
Seat-of-the-pants
Distance
Self-starter
Tolerant
Thoughtfulness
Interdependency

Traditional-minded
Planning
Succorance
Pressure-prompted
Critical Thinking
Aggression
Autonomy

Stability
Support
Trusting
Lenient
Independent-minded
Hands-on
Formal
Predictable
Stable
Outlandish
Independence
Demandingness
Indiscriminant

Change
Influence
Questioning
Tough-minded
Accommodating
Abstract
Casual
Spontaneous
Emergent
Reasonable
Affiliation
Nurturance
Psychological minded
Sam Sample

Account Executive

The table on the left depicts the number of areas where there is a good match with the success profile.
In addition, the number of areas where the candidate is significantly different from the profile (Mismatches) and a great deal different from it (Derailers).

The graph on the right provides an example of predicted performance for those
positions where research has found the relationships between attributes measured
by the instrument and objective and subjective measures of performance.
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The SmartHire System
The SmartHire System is a completely customized selection tool for positions within a specific company having more than 30 incumbents. Somerville
Partners’ consultants conduct an extensive job evaluation using a variety of methods including the PEQ, focus groups with top performers and managers, development of a special performance appraisal (SP’s Criterion Measure), organizational surveys, scientific analysis of the relationships between all
relevant measures of performance and the attributes measured by the on-line instruments, review of the final SmartHire System findings with top management, training of hiring managers, and activation of the on-line administration and reporting system. Once activated, designated representatives in the
client company can set up candidates for testing. After setup, a hyperlink is e-mailed to the candidate. After following the link, signing in and completing
the instrument, an e-mail is generated to the hiring manager notifying him/her that the report is ready for viewing and/or printing. Because of the methodology employed, the resultant system provides hiring managers with very accurate predictions of performance for each candidate. This enables better
hiring decisions and usually dramatically improved performance within this position. What follows are examples from the SmartHire Report.

Success Profile
Candidate: Sam Sample
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Guide to Understanding Predicted Performance
Predicted Performance
Measure

Low Score

High Score

Independence

Requires close supervision from others to accomplish most tasks; painfully slow in creating network opportunities. Requires lots of support and pressure to acquire new skills or knowledge;
makes statements or asks questions that probe only enough to get minimum information or
content to drive to a close on a sale. Satisfied with low level of sales productivity; exerts only the
minimum amount of time and effort necessary. Easily distracted from focusing on activities that
facilitate success. Remains within his/her comfort zone regardless of the level of perceived risk.

Self-starter; establishes and develops highly productive and widespread network. Driven to continuously seek out new leads and networking opportunities. Takes responsibility for excelling with the
lending process and providing high quality service. Takes the initiative to obtain support or resources
necessary to achieve objectives. Takes feedback well and learns quickly from mistakes. Competitive
and dissatisfied with present performance regardless of how good it may be; sets challenging goals
and relentlessly pursues possible opportunities to improve sales. Focus exclusively on actions that
lead to success.

Problem Solving

Finds difficulty in understanding how to address basic issues. Postpones decisions hoping that the
issues will resolve themselves. Handles only one thing at a time; becomes easily frustrated and
ineffective when more than one requirement at a time is placed on him/her. Attends to work flow
according to personal preferences rather than client or business requirements. Consistently relies
on others to interpret and analyze numerical data. Handles difficulties in inconsistent and somewhat random ways.

Independently evaluates and correctly diagnoses issues even when confronted with complex information; acts decisively to reach an appropriate solution. Even with high levels of confusion, gets to the
heart of the matter and maintains focus on bringing about a successful outcome. Quickly masters new
learning; drills down and gains understanding of the industry and the needs of customers. Identifies
significant factors quickly and prioritizes work accordingly; shifts priorities whenever required. Quickly
assesses numerical data and accurately applies knowledge about the range of products appropriate
for client's situation. Asks the right questions to resolve customer issues. Handles difficulties logically,
constructively and efficiently.

Success Profile
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Number of Matches: 2 out of 19

Guide to Using the Candidate's Scores in the Employment Interview
Attribute

High Performers

Low Performers

Interview Notes

Accepting

Instantly trusts people, giving everyone the benefit of the
doubt; never criticizes others but is quick to compliment or
praise; talks people up, emphasizing their unique talents and
strengths while downplaying their flaws; puts up with people's
faults without complaint.

Trusts most people until they prove themselves unworthy of trust; gives
lots of compliments and rarely any criticism; puts much more emphasis on
what people do well rather than on their shortcomings; accepts most
people along with their faults.

Ask for examples of where trust was placed in people when most
people would not have done so. Try to determine if their acceptance
of what people say has contributed to developing strong working
relationships with those others could not.

Affiliation

Conversations revolve exclusively around work; has little desire
to socialize with people with whom he/she works; avoids
unnecessary group activities; makes unpopular decisions
without hesitation.

Enjoys keeping in touch with people over long periods of time; often
interested in learning about the personal lives of co-workers; likes being in
roles where he/she can be of help to others in their pursuits; prefers
working with groups of people who like each other; most satisfied when
liked by colleagues.

Ask for examples where, in spite of strong pressure to engage in
largely social activities to stay connected, they persisted with paying
more attention to getting their work done. Try to determine the
degree to which the candidate effectively postpones activities with
associates in order to complete work tasks.

Cognitive
Structure

Enjoys episodes where what's most important must be determined along with the best path to take; occasionally likes to
display flexibility and ingenuity; makes changes to his/her
course when the situation clearly mandates it.

Ensures that the more important responsibilities and expectations are
made clear; generally supports adherence to process and procedure with
certain exceptions; sees most issues as having clear choices but with some
shades of gray; engages in long-range planning when time allows; attempts to forecast important contingencies.

Probe for examples of how, when faced with unclear expectations or
requirements, they find their comfort zone. Try to determine if a
need for clarity has produced dissatisfaction or whether or not
defining his/her own role results in better outcomes.
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