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[bookmark: _Toc445718239]What is SkillSurvey Pre-Hire 360®?

Pre-Hire 360® provides insight into a candidate’s future job performance by offering organizations access to input about a candidate’s past performance from their former managers, coworkers, and direct reports.

Founded on 25 years’ experience in job competency modeling, the web-based system automates the process of receiving feedback from references via job-specific surveys on at least 26 critical behaviors and skills that when scientifically studied, have shown to correlate with work outcomes.  

The process is approved by candidates, confirmed when they sign a consent form that releases their references from legal liability. The release and the system then provide a confidential forum for references to offer the candid feedback you need to make a better informed hiring decision.

The SkillSurvey Pre-Hire 360 Report features the following:
· Averaged Reference Ratings based on Responses to Behavioral Competency Questions
· Open-Ended Comments provided by References
· Confidentiality of Responses

Leverage proven I/O psychologist best practices and predictive talent analytics

SkillSurvey’s online reference process through its patented Pre-Hire 360® workflow uses best practices in job competency modeling, rigorous statistical validation and customer research to identify the skills required for a given position. SkillSurvey pioneered online reference checking (check out our patents), and we continuously validate our process to ensure it is delivering results.

Predictive Validity
Results from SkillSurvey’s scientific studies statistically predict supervisor evaluations, hiring manager satisfaction, new hire job satisfaction and involuntary turnover. Our studies of over 49,000 new hires have validated that candidates hired through the Pre-Hire 360 workflow in SkillSurvey Reference helped organizations reduce first-year turnover for cause by 35.5%.

Reliability
Ratings made by our references hold up over time, and align with those made by other references.

EEOC Compliance
We help support your efforts to remain EEOC compliant. We’re proud to say that our results consistently exceed the EEOC’s recommended guidelines.

Learn more: check out the Elements of a Great Online Reference Solution infographic
Online reference checking developed by I/O Experts

Our Analytics team, led by industrial organizational psychologists, is recognized for its collective experience, peer-reviewed and published research and credentials.

Our Pre-Hire 360 process provides:

Job-specific feedback on past performance – We offer hundreds of surveys that ask about the critical soft skills that are the true predictors of job success.

Confidential process – This gives references the confidence to be more open and candid.

EEOC compliant – Surveys are based on a comprehensive methodology that is statistically valid, reliable, and unbiased. Note that as a tool that is typically used pre-hire, job specificity is an important feature of our process.

Target new hire onboarding programs – Use reference feedback to identify new hire training needs, help them hit the ground running when they join your organization.

Multilingual capabilities – Allow you to communicate with references in their own language.

Norming and Percentile Rankings – Leverage additional insights on your job candidates. Percentiles show a candidate’s Average Numeric Rating as compared to ratings from those in the appropriate norm group or organizations.

—
[bookmark: _Toc445718240]How Do References Rate Candidates?

References rate Candidates on a rating scale of 1 to 7 indicating the extent to which the Candidate displays a particular behavior where “1” indicates that they “Never” display that behavior and “7” indicates that they “Always” display that behavior.
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On the reports, you will notice that Reference numeric ratings are generally high.  This is not unusual and it is not unique to the Pre-Hire 360.  Through your hiring practices, you have screened the Candidate via their application, resume and initial phone call, and, possibly even conducted an onsite interview.  You may already have a good sense that this Candidate might be a good fit for your organization before you initiated a reference check.  Additionally, Candidates are also choosing References whom they expect will rate them highly.    So we all expect Reference ratings to be high and that’s exactly how it works in practice.   Except that not all of them are “high.”  That is, 90% of the candidates have an average rating of 6.00 and above, meaning that 10% receive ratings that are below an average of 6.00.

So with all ratings being similar, how can you differentiate between the Candidates?  Norming the Candidates helps you do that.



—
[bookmark: _Toc445718241]What is Norming?

Norming helps you see how well your Candidate’s ratings compare to others who have been reference checked using the same or similar survey.  It gives you a magnifying glass so you can understand the differences in those approximately 90% of ratings that fall between 6.00 and 7.00.  Our studies have found that Candidates who fall at the 5th percentile or lower (meaning 95% of Candidates out of thousands received a better rating than this Candidate) are the most likely to turn over for cause within the first year of hire, compared to other Candidates.

The norm groups are comprised of thousands of Candidates throughout the SkillSurvey system who have been reference checked using the same or a very similar survey.  The Candidates are evenly distributed throughout the norm group which includes a representative sample of all companies and industries (with the exception of industry specific roles such as registered nurses and all geographic areas (east coast, west coast, mid-west, south, urban, & suburban locations) – there is not one company or geographic region that dominates a norm group.  

—
[bookmark: _Toc445718242]How are Candidates Compared to the Norm Group?

Candidates are compared to a norm group using percentiles.  These provide the relative standing of the Candidate based on their average numeric ratings as compared to the ratings of other Candidates within the same norm group.

For example, a Candidate whose average ratings fall at the 43rd percentile means that the ratings of this Candidate are better than 43% of other Candidates who have been reference checked with the same or a very similar survey.  Conversely, this means that 57% of Candidates in the norm group have received higher ratings than this Candidate.
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[bookmark: _Toc445718243]What Do the Percentiles Indicate?

Our predictive validity studies are based upon tens of thousands of new hires who were reference checked with the Pre-Hire 360, subsequently hired, and studied for an average of 21 months. New hires with an average rating at the 5th percentile or lower on the Pre-Hire 360 are more likely to turnover for cause (get fired) within that first year of hire, compared to those with an average rating above the 5th percentile.

The chart below features results from the predictive validity studies, and depicts the percent of new hires who were fired within one year of hire, according to four different groups of ratings.  Those with ratings at the 5th percentile or lower showed the highest percentage of turnover within the first year, compared to all other groups.  As the percentile of the average rating increases, the percent of new hires who had been terminated within the first year decreases.    
[image: ]

This means that Candidates who fall within the 1st – 5th percentile, if hired, are the most likely to turn over for cause within the first year of hire, Candidates in the 6-15th percentile are the next most likely, Candidates in the 16-74th percentile are the next most likely, and those in the 75th – 99th percentile are the least likely.
—
[bookmark: _Toc445718244]University of Wyoming Instructions – How to use this report

[bookmark: _Toc444792834][bookmark: _Toc445718245]In these reports, there are thresholds depicted by different colors above the 1 to 7 rating scales.

[bookmark: _Toc444792835][bookmark: _Toc445718246]We are featuring 2 colored-coded ranges and have labeled them as follows:

Range 1: Red=High Risk
Range 2: Green=Low Risk
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[bookmark: _Toc445718248]Executive Summary
Customer feedback was taken into consideration in creating the Executive Summary.  This summary   features all the key information and high-level results you need, presented in the first few pages of the report.
· Predictive Analytics
· Competency Cluster Summary
· Average Rating by Each Individual Reference
· Open-Ended Comments Provided by References
· Timeline
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[bookmark: _Toc445718249]Predictive Analytics
We begin with two of the most critical parts in the report, Reference Response Rate and Overall Average Numeric Rating. We call this section “Predictive Analytics” because our research indicates that these two factors are predictive of whether a Candidate will have a successful first year on the job.  Specifically, these two factors are predictive of whether a Candidate will be fired for cause within the first year.
The orange bar represents an average of “Managers Only” ratings.  A minimum of two managers must respond in order to show a “Managers Only” orange bar. The black bar represents an average of “All References,” including Managers.  See company instructions for information on the thresholds indicated by different colors above the 1-7 rating scale.
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[bookmark: _Toc445718250]Competency Cluster Summary
Next, we feature a summary of the References’ average ratings for each of the job-specific behavioral competency areas. You’ll be able to see detailed results for each competency cluster later on in the report.
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[bookmark: _Toc445718251]Average Rating by Reference
Now see the ratings by each individual Reference to get even more insight.
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[bookmark: _Toc445718252]Reference Comments
[bookmark: _Toc445718253][bookmark: _Toc443414635][bookmark: _Toc443466907][bookmark: _Toc444792842]References are given the option to provide open-ended feedback on the Candidate’s areas for improvement, as well as their strengths at work.  As with the behavior ratings, feedback from an individual Reference is kept confidential.  
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Timeline
The Timeline provides information on the key dates and response times for when Candidates and References first responded, and when the report was ready to be finalized, or generated, by you or your team.
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[bookmark: _Toc445718255]Competency Clusters

References rate Candidates on behaviors that are specific to the job for which they are applying.  In turn, the questions are then grouped into competency clusters such as:

· Professionalism
· Interpersonal Skills 
· Problem Solving and Adaptability
· Personal Value Commitment
· Alignment with Patient Satisfaction [HCAHPS] (if applicable)

Competency clusters feature the average ratings provided by all References for each behavior-rated question. The numbers shown in the “R” column indicate the level of agreement between Reference ratings.  For example, the 1’s and the 3 below show the differential between the highest and lowest rating on that behavior.
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[bookmark: _Toc445718257]Additional Reference Feedback

The following are two questions that are asked on every survey.  
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[bookmark: _Toc445718259]Reference Contact Information

Reference contact information features all References who were invited by the Candidate to participate in the survey.  Those who have responded are shown with a green checkmark.
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PREDICTIVE ANALYTICS

Numerous criterion-related validity studies published by the SkillSurvey analytics team who followed tens of thousands of new hires for an average of 21
months reveal that two factors — Reference response rate and overall average numeric rating — are statistically predictive of turnover for cause. These

two factors are shown below.

Reference Response Rate: 100% Overall Average Numeric Rating: 6.58 out of 7.0
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COMPETENCY CLUSTER SUMMARY

The Candidate’s References rated him/her on job-specific behaviors, which are grouped into a Competency Cluster. Below is a summary of the average
ratings for each Competency Cluster. The job-specific behaviors that make up each Competency Cluster can be found in a later section of this report. If
at least two of the Candidate’s managers provided feedback, a “Managers Only” bar (in orange) is displayed.
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AVERAGE RATING BY REFERENCE

The feedback from each Reference is presented in
order by average numeric rating (shown at the end
of the bar).

Average Rating
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REFERENCE COMMENTS

Each Reference had the option of entering open-ended text comments on the Candidate's work-related areas for improvement and strengths. A
horizontal line separates comments provided by different References. Note: comments are verbatim as provided by References.

WORK-RELATED AREAS FOR IMPROVEMENT:

Tracy would benefit from: 1. continued exposure and experience in nursing. 2. continuing education.

Tracy is extremely skilled in her knowledge base and in her personal integrity; she should work on bringing those around her up to her level
of expertise in a graded fashion. She can be frustrated by less skilled coworkers; she does a great job educating those below her, butis.
less successful tackling deficiencies in those above. She is so effective in her nursing skills and is so adept at using software that it makes
it difficult to find someone to fil her shoes.

1. Tracy tends to not delegate duties 2. Tracy is outspoken, however it is my experience that when she is vocalshe is usually right and the
motive is patient care or safety.

WORK-RELATED STRENGTHS:

1. great team member 2. thoughtful in her approach to tasks 3. very bright and willing to learmn

Incredibly effective at judging by phone when a patient needs to be seen immediately. Tremendous integrity and pride in doing her best
Excellent rapport with virtually all patients; she has tamed a number of very difficult frequent fiyers by remaining fair, consistent, and focused
on a reasonable approach to an illness. She is very cognizant of the difficulties faced by home care and nursing home providers and works
diligently by phone to help clarify and simplify care plans. Outstanding ability to “get things done” in a wide variety of circumstances. She
would be an excellent choice for a leadership position.

1. Tracy always wants to do a good job for the doctor and the patient 2. Tracy takes on a high workload without hesitation 3. Tracy works
until the job is done
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TIMELINE

User Submitied Candidate:  March 20, 2015 - 9:22AM (CST)

Candidate Response Time: ~ 0.07 Business Days
0.07 Calendar Days

Candidate Submitied References:  March 20, 2015 - 9:56AM (CST)

Median Reference Response Time:  4.34 Business Days.
6.34 Calendar Days.

Report First Ready to be Finalized:
March 25, 2015 - 6:12PM (CST): 1.7 business days

Report First Finalized:
March 26, 2015 - 6:12PM (CST): 2.7 business days.
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CLUSTER 1: Professionalism
Average Numeric Rating by References.

) Perform job duties i a reliable, responsibi, and dependable.
manner (e.g.,report to work consistently and on time; consistenty
perform well)

) Show a high level of dedication to doing a good job (¢.g., work
hard; deiiver on commitments to others)

) Take responsibilty for his/er actions and qualty of work without
blaming others or making excuses.

) Remain current n professional and technical knowledge and
‘apply this to the job (e.g, read nursing journals; use new
procedures)

&) Pay close and thorough attentin o detais (¢.g., maintain
‘accurate and detailed repors and records)

D wanAGERS ONLY NI ALL REFERENCES

Average Rating
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ADDITIONAL REFERENCE FEEDBACK

This section shows the responses by References to the following two questions.

1. “Were you involved in the decision to hire this person at your company?”
Yes: 315 60%
No: 215 40%

*Based on responses from over 1 million References, 35.1% answered *yes” to this question

2. “Would you work with this person again?”
Yes: 5/5 100%
No: o5 0%
*Based upon responses from over 1 millon References, 99.2% answered *yes" to this question.
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REFERENCE CONTACT INFORMATION

MANAGER /| MANAGER /| NON-MANAGER

Ms. May Summers. Mr. Lester Burke Ms. Nicole Herrera

‘Company: ABC Company ‘Company: XYZ Company Company: EFG Company

Title: Executive Advisor Titl: Vice President Technology Title: Marketing Manager

Relationship to Candidate: Manager Relationship to Candidate: Manager Relationship to Candidate: Client or

Phone: Work. 555-555-5555 Phone: Work. 555-555-5555 Customer)

Email: May@malinator.com Cell: 555-555-5555 Phone: Work 555-555-5555

1P: 7482094 Email: Lester@mailinator com Email: Nicole@mailinator.com

‘Completed: 312612015 6:09PM (CST) IP: 50.61.0.96 (Duplicate IP Address) 1P: 50.81.0.96 (Duplicate IP Address)

(4 Business days, 6 Calendar days) ‘Completed: 312612015 6:09PM (CST) Completed: 312512015 3:15PM (CST)
(4 Business days, 6 Calendar days) (3 Business days, 5 Calendar days)

NON-MANAGER /| NON-MANAGER 4

Mr. Willie Morton

Company: HLJ Company

Title: Sales Manager

Relationship to Candidate: Client (or
Customer)

Phone: Work: 555-555-6555

Email: May@mailinator.com

1P: 7482094

Completed: 32612015 6:11PM (CST)
(4 Business days, 6 Calendar days)

Mr. Chester Goodwin
Company: XYZ Company

Title: Sales Manager

Relationship to Candidate: Peer (or
Colleague)

Phone: Work: 555-555-6555

Email: Lester@mailinator.com
1P:84.85.024

Completed: 372612015 6:09PM (CST)
(4 Business days, 6 Calendar days)
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