
Recruiting Services
ala Carte!



What is

TALENT?



Talent is a combination of...

Q Skills
Q Knowledge
Q Attitude
Q Motivation

…that fit the profile of the job 
and the company.



Why Is Finding The Right 
Talent Important?

Q Employees are the #1 source of 
competitive advantage.

Q Satisfied employees positively impact 
bottom line.

Q You can’t grow a company if you can’t 
find and retain top talent.



Are you concerned about...
Q The cost of turnover?
Q The cost of keeping a poor performer?
Q Hiring people who fit technically, but who are not 

team players or good managers?
Q Getting limited or biased information from 

references?
Q Hiring smarter workers but unsure how and where to 

find them?
Q Seeing only candidates that are out of the workforce? 
Q Asking illegal hiring questions?



Do you…

Q Have an HR staff that is too lean or too busy to focus 
on targeted sourcing?

Q Need a pipeline of pre-qualified talent for frequent or 
on-going needs?

Q Have effective sourcing methods, but lack the time to 
conduct in-depth initial interviews of promising 
candidates?

Q Require targeted, non-local or confidential 
recruitment efforts for a critical leadership role?



It's Easy To Make A Bad Hire

Q The Job Market:  Today & Tomorrow
Q Position not well-defined
Q Ads generate quantity not quality
Q Resumes don't predict performance
Q Managers hire based on “gut”, not capabilities
Q Reference checks are inadequate to validate job fit
Q People get hired for what you think they can do, not 

for what they will do.
Q You're in a rush or you don't have the staff to do it 

right.
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Menu of Recruiting Services
Profiling the Job

Researching Talent

Screening / Interviewing

References
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Profiling the Job
Q Required competencies:  skills, 

knowledge, abilities
Q Required experiences that demonstrate 

successful past performance
Q Actual performance objectives
Q Behavioral characteristics that predict 

fit with the job and company



Researching Talent

Q Provides front-end sourcing and initial 
screening

Q Targets “passive” candidates

Q Results in a “long list” of pre-qualified 
candidates

Q Is excellent for providing a “pipeline” of talent 
for frequent or on-going needs



Screening / Interviewing

Q Provides thorough, structured screening of 
sourced candidates to determine 
qualification, affordability and interest level

Q Can range from initial telephone screens to 
comprehensive, in-person interviews

Q Tailors questions to your needs



References

Q Brings our 40+ years of combined 
experience and extensive network of 
contacts 

Q Applies structured interviewing 
techniques, customized to uncover 
desired detail

Q Provides you with a report on findings



What you see is not 
what you get!

Skills & Experience

Traits, Abilities, Style

Did you know that 90% 
of an iceberg is actually 
under water?  Know 
what you're buying!



Talent Pro

Q The most valid and reliable job 
assessment tool to predict fit

Q Simple to use

Q Affordable

Q Multi-faceted:  Recruiting, team building, 
coaching, training



Talent Pro:  Big Five Profile
Work Place Big Five Profile 

Candidate: 
N:  Need for Stability 

The degree to which we respond to stress. 
0              25X             35             45              55              65              75            100 
Resilient (N-) Handles stressful situations 
in calm, steady and secure way.  Usually 
stress free, managing with few difficulties 
even when stress occurs.  Moves into 
problem-solving mode rapidly and proceeds 
in a rational, analytical way.  May appear 
too relaxed, uncaring, insensitive, unaware.  
May not interpret or view critical problems 
or stressful situations seriously enough. 

Responsive (N=) Normally tends to be 
calm and steady.  Some surprises, difficult 
situations, pressures, and stressful 
circumstances can lead to some worry, 
anger or discouragement.  Has a moderate 
threshold for handling workplace stress.  
May need a moment to get over a crisis 
before resuming regular activities or moving 
into problem-solving mode. 

Reactive (N+) Responds in alert, attentive, 
concerned or excitable way.  May 
experience stress more than others or 
serve as group's conscience.  May accept 
responsibility for problems caused by 
others.  Under stress, could be perceived 
as anxious, tense, angry, discouraged or 
worried.  May need to recover before 
resuming work or problem-solving. 

 

E:  Extraversion 
The degree to which we tolerate sensory stimulation from people/situations. 

0              25              35             45             55             65X              75             100 
Introvert (E-) Prefers working alone.  
Typically is serious, skeptical, quiet, private 
person who may prefer writing to talking.  
Enjoys handling individual assignments 
without interruptions.  May come across to 
others as cool, aloof or hard to read.  May 
also appear to be a loner.  Preferred work 
environment is an area with little sensory 
stimulation and away from the action. 

Ambivert (E=) Tends to shift easily from 
working with other people to working alone.  
Finds too much of either kind of work 
dissatisfying,  Has a moderate threshold for 
sensory stimulation from the work 
environment.  To extraverted co-workers, 
may come across as an introvert, or may 
appear as an extravert to introverted co-
workers because of operating from the mid-
range. 

Extravert (E+) Prefers being around other 
people and involved in activities.  Naturally 
talkative, enthusiastic, sociable, warm, 
trusting and fun-loving.  May become the 
formal or informal leader in a work team.  
Usually comfortable with lots of sensory 
stimulation and meetings.  May be 
perceived as talking too much.  May also 
lack some listening skills because of 
tendency to dominate conversations. 

 

O:  Originality 
The degree to which we are open to new experiences/new ways of doing things. 

0              25              35              45             55         X     65             75             100 
Preserver (O-) Tends to possess expert 
knowledge about a job, topic or subject.  
Tends to be down-to-earth with a here-and-
now view of the present.  Approach to work 
is practical, tactical and efficient.  
Comfortable with repetitive kinds of activity 
in the job.  Could be viewed as 
conservative, too narrow in thinking, set in 
ways, or rigid.  Prefers tried-and-true, 
traditional methods. 

Moderate (O=)  Tends to be middle of the 
road and somewhat down-to-earth, but will 
consider new ways of doing something if 
convincing evidence is available.  Not 
usually known for creativity or curiosity, but 
they can surface.  May adopt and then 
expand upon a good idea for someone else.  
Appreciates both innovation and efficiency, 
but neither one to the extreme. 

Explorer (O+)  Tends to have a variety of 
interests.  Likes cutting edge technology 
and strategic ideas.  Seeks new 
experiences and thinks about the future.  
May describe self as a strategic thinker, 
creative, imaginative or artistic.  Is probably 
more liberal than most and enjoys theory 
and concepts.  May be perceived as 
impractical and easily bored. 

 

A:  Accommodation 
The degree to which we defer to others. 

0              25             35              45  X            55              65              75            100 
Challenger (A-)  Tends to relate to others 
by being expressive, tough, guarded, 
persistent, competitive or aggressive.  Often 
independent in thoughts, asking questions 
to protect self-interests and to make sure of 
being right or winning.  May not accept 
information without checking.  Could come 
across to others as hostile, rude, self-
centered, proud, hard-headed and not a 
team player. 

Negotiator (A=)  Tends to shift between 
competitive and cooperative situations fairly 
easily, usually pushing for a win-win 
strategy.  Has a clear sense of personal 
identity, neither dependent nor 
independent.  Works well either as a team 
member or as an independent.  At worst, 
might be regarded as ªsitting on the fenceº 
between opposite views while trying to help 
both sides compromise. 

Adaptor (A+)  Tends to relate to others by 
being tolderant, agreeable and accepting.  
Often defers to others and is seen as 
helpful, easily moved, promoting harmony 
and a team player.  Typically, allows others 
to ªwinº or be right more than allowing self.  
At times, may come across to others as 
naïve, submissive, conflict averse, 
dependent, or unprincipled (because of 
yielding a position). 

 

C:  Consolidation 
The degree to which we push toward goals. 

0              25              35              45             55           X   65             75             100 
Flexible (C-)  Tends to approach goals in a 
relaxed, spontaneous and open-ended 
fashion.  Easily capable of multi-tasking and 
being involved in many projects and goals 
at the same time.  Mind may be like a 
parallel processor, able to switch tracks on 
the run.  May be a procrastinator.  At times, 
could be perceived as casual about 
responsibilities, unorganized or less 
productive than others. 

Balanced (C=)  Tends to keep both work 
demands and personal needs in good 
balance.  Mind typically operates like both a 
parallel and serial processor, both switching 
tracks and proceeding linearly.  Probably 
more ambitious than a Flexible, yet 
probably more prone to enjoy leisure than a 
Focused.  Occasionally able to interrupt 
focus on goals with some spontaneous 
diversion. 

Focused (C-)  Tends to work towards goals 
in an industrious, disciplined and 
dependable fashion.  Mind may be like a 
serial processor, proceeding in a linear, 
sequential manner.  Has a strong will to 
achieve, doing so with preparation and 
organization.  Consolidates time in pursuit 
of established goals.  May be perceived as 
a workaholic, overbearing, compulsive, 
meticulous, stubborn or inflexible. 

 



Talent Pro:  Gap Analysis
Candidate:   
Comparison to Job Profiler 
 
The chart below compares the candidate's personality traits to the Job Profile 
you completed for this position.   
 
Matches Desired Traits:  The candidate's style most likely matches the behavior 
selected through the Job Profiler. 
  
More/Less of this Trait than Desired:  The candidate's style is similar to the 
behavior selected through the Job Profiler, but not a perfect match.  
 
More/Less of this Trait than Desired:  The candidate's style is most likely 
significantly different than the behavior selected through the Job Profiler.  
 
Supertraits/Subtraits Higher Scores Illustrate: Signal 
Need for Stability     
  Sensitiveness Higher degree of concern/worry Matches Desired Traits 
  Intensity Quickness to anger Matches Desired Traits 
  Interpretation More pessimistic explanations More of this Trait than Desired 
  Rebound Time Longer rebound time Matches Desired Traits 
    
Extraversion     
  Enthusiasm Shows more positive feelings More of this Trait than Desired 
  Sociability Prefers working with others Matches Desired Traits 
  Energy Mode Prefers to be physically active More of this Trait than Desired 
  Taking Charge Enjoys leading others More of this Trait than Desired 
  Trust of Others Readily trusts others Matches Desired Traits 
  Tact Carefully selects the right words Less of this Trait than Desired 
    
Originality     
  Imagination Creates rather than implements More of this Trait than Desired 
  Complexity Seeks complexity over simplicity More of this Trait than Desired 
  Change Readily accepts change/innovation Matches Desired Traits 
  Scope Prefers broad view/resists details Matches Desired Traits 
    
Accommodation     
  Service More interested in needs of others over self Less of this Trait than Desired 
  Agreement Seeks harmony rather than engagement Less of this Trait than Desired 
  Deference Uncomfortable with acknowledgement Matches Desired Traits 
  Reserve Keeps opinions to self Matches Desired Traits 
  Reticence Prefers the background Matches Desired Traits 
    
Consolidation     
  Perfectionism Continual needs to refine/polish More of this Trait than Desired 
  Organization Keeps everything organized Matches Desired Traits 
  Drive Craves more achievement Matches Desired Traits 
  Concentration Prefers completing tasks before shifting Matches Desired Traits 
  Methodicalness Develops plans for everything More of this Trait than Desired 

 



Talent Pro:  Competency Fit
Candidate:  
Predicted Job Competencies 
 
The following chart illustrates how closely the candidate's personality traits match 
those traits necessary to perform the following competencies.   
  
Close Fit:  The candidate most likely possesses the personality traits to perform 
the competency, or the ability to develop it quickly through activities like training 
programs. 
 
Stretch Fit:  The candidate may possess the personality traits to perform the 
competency.  However, the competency may need to be further developed 
through coaching and on-going support. 
 
Unnatural Fit:  The candidate may not be able to perform the competency to 
meet your expectations.  Or, an ongoing need to perform these competencies 
may create stress for the candidate on the job. 
 

 
Competency 

 
Definition of Competency 

Predicted 
Match 

 
Action Orientation 

Displays a sense of urgency; is a speedy and timely 
decision maker; is ambitious and driven to be 
productive. 

 
Stretch Fit 

 
Analytical Thinking 

Strong desire to understand and have insight;  good at 
and enjoys solving problems and formulating strategy. 

 
Close Fit 

Comfort with 
Change 

Lives and breathes continual improvement on either a 
large or a small scale; always seeking a better way. 

 
Close Fit 

 
Decision-Making 

A reputation for high quality decisions that stick; does 
not put off decisions inappropriately; considers 
downstream consequences. 

 
Close Fit 

 
Diplomacy 

Has the interpersonal savvy for maintaining 
relationships with a variety of people; is easy to work 
with. 

 
Close Fit 

 
Integrity & Trust 

Delivers on promises; stays focused on the task at 
hand; always prepared; adheres to agreed upon 
principles. 

 
Close Fit 
 

 
Managing Through 
Systems 

Understands how complex systems and processes 
interrelate; effectively monitors them and intervenes 
as necessary; trusts the system, but revises as 
necessary. 

 
Close Fit 

 
Planning 

Is proactive in anticipating future needs; naturally 
thinks about being prepared for the future; has the 
habit of specifying steps for a project before 
implementing. 

 
Close Fit 

 
Self Development 

Uses all available resources for personal 
improvement; seeks opportunities to learn; seeks and 
uses feedback; is open to criticism; non-defensively 
assesses own strengths and weaknesses. 

 
Close Fit 

Service 
Orientation 

Is driven by the desire to serve the customers; 
responds as promptly as possible to customer needs 
and requests; knows customers, alliances and 
partners well and supports them. 

 
Unnatural Fit 

 



Search Engagement

Q Surfaces candidates from specific industries or 
companies who are not actively on the market

Q Effectively markets your opportunity to tempt top 
performers

Q Conducts in-depth interviews and assessments

Q Provides you with a ªshort listº of highly qualified 
candidates

Q Helps to facilitate candidate acceptance and effective 
assimilation within your company



Thinking about your talent needstalent needs?
Think of our talents!

Together we will provide 

just what you need, just what you need, 

when you need itwhen you need it.


