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Learning ODbjectives

. Examine four steps required to develop
high fidelity simulations

. Identify which types of jobs are good targets
for high fidelity simulations

. Discuss how to develop, model and present
a business case based upon recruiting and
performance metrics

. Listen to four case studies where high
fidelity simulations have been implemented



Four Steps

UGESP

1. Document Performance/Job Analysis
Metrics First
Simulation filter

2. Develop Content
Multi-method evaluation — competency focus

3. Differentiation/Validation
CEO Compliance — business case/ROI
EEO Compliance — fair, job relevant, etc.

4. Deployment and Monitoring

Recalibrate on performance drivers



Target Jobs

> Data rich performance environment
— Objective measures of productivity

> High levels of staffing process waste and rework
— 90 to 120 day failure rates

> High levels of performance variation
— Wide range between low and high performance

> Where the Brand is People
— Service, interpersonal competence
— Brand Promise Delivery
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Economics of Work Sample Based Evaluation



Process Yield & Variation

Inputs Value Add Process Steps Yields Variation
A AN A A
[ N \ [ N )
Qu its Roster | Output
' 4 ¢ ‘ " E;l”y géé
@M)@(m {m{m requli\fgri[:nts? Workplace Forces | = E/c!? Nichol 374
Aundra 293
Cyndi 276
CC - ———
* George 229
_ N / \ /
Y Y
Candidate Experience Business Experience

Recruiter Experience



Objective Evaluation to
Performance Measure




Store Manager

> Situation
— High volume of applicants — recruiter overload
— Significant performance variation
— Leverage brand for candidate experience

> Solution
— Deliver brand aligned experience
— Predict 10% better employee retention
— Predict growth of store profit contribution
— Begin interviews with top 25% of candidates




Call Center

> Situation
— New hires must pass a license exam
— Yield — only 82 % of hires passed after 3X
— Approximately $15,000 wasted per failure

> Solution
— Reduced Interview to hire ratio by 50%
— Improved yield to 98% pass rate
— First year savings in excess of $1million
— 24 more policies per year sold




Branch Manager

> Situation
— Increase sales orientation
— Reduce administrative burden for recruiters

> Solution-
— Predict growth In core deposits
— Predict growth in loan portfolio
— Predict growth in fee based income
— Improve Iinterview to hire ratio




Field Service Technicians

> Situation
— High training and on-boarding ($45,000)
— Significant post training failure rate (16%)
— Customer satisfaction low from poor hires

> Solution

Predict training success
Predict ability to achieve first time repair
ncreased customer satisfaction ratings

ncreased post training success rate



Plant Start-up

> Situation
— Traditionally high turnover industrial park (40%)
— Expected high volume candidate flow
— Limited staffing resources

> Solution
— Screening identified top 45%
— Simulation identified the top 25%
— 89% first year retention
— Hit production goal three months ahead of plan



Experience Objectives

. The candidate experience — adapt to
demands of the recruiting environment

. The recruiter experience — tools for
Increasing efficiency and effectiveness

. The business experience - ROI

“Are you Experienced?”
Jimmy Hendrix



The New Generation

When It comes to talent, we are
fighting a modern, global, war
on terror with World War I
technology and tactics.”

Kevin Wheeler, CEO, Global Learning Resources



The New Generation

http://bl og.penel opetrunk.com/



Engaging and Exchanging



NOW Career Site

TELUS is a great place to work_You can see it in our team members. The diversity of
the TELUS team and their unique contributions set us apart from the competition. Qur
success 15 based as much on our future friendly team as the innovative internet, voice,

data and wireless products and solutions we offer.

If this sounds like an exciting opportunity and you meet the skills and abilities below,

We encourage you T apph,-rl
Job Duties

To be successful in this role you must be willing and able to:

+ Read and interpret electrical and mechanical drawings and electrical code




WOW Career Site



The “E"ase of a Selection System

> Engage the best fit talent

> Educate the talent

> Experience the job

> Express the culture and brand

> Exchange of information

> Examine the fit

> Explain the results

> Easy for candidates to provide feedback



Candidate Overview



Responding To Customers



Rule Based Problem Solving



Job Relevant Work History



Contextual Creativity



Data Handling Proficiency

This is not actual patient data



Shipping Procedures



Solving Numerical Problems



Your Preferred Approach



Typical Applicant Reactions

“This was very different and interesting. It was enjoyable and | learned much about <company>.
For instance, | didn't know you had been in business since 1845 or that you were a sponsor of my
Detroit Pistons. | am seriously considering switching my banking because | feel | know you now. |
don't have the sense of family with my current financial institution.”

“You have gone beyond all employers. | have never seen so much information given during an
application process! | think it is great!”

> wish more companies had this format. It indicates <company> cares more for the hiring process
than others. They give the applicant more than just a few paragraphs about the company and the
Virtual Job Tryout gives the applicant more than just the resume to show who they are.”

>“| believe more companies should go this route before someone is offered an interview and a
position. Once someone is offered a position and later they realize the position is not what they
exrﬁ)ecte_d, so they quit. This way, both the prospective employer and individual do not waste each
others time.”



Attracting Candidates

Based on my experience, | would gladly tell my friend(s) about

employment opportunities at
2%

0%
0%

B Strongly Agree

E Agree

M Disagree

M Strongly Disagree
66% O Did Not Respond

32%




Efficiency and Effectiveness



Competency Profile Reports




Prebes Report

Stability

¢ Has left a job due to dissatisfaction with pay.

¢ You indicated that yvou left a previous job due to dissatisfaction with
pay. Tell me more about that situation. How did you express your
dissatisfaction before you left?




Return on Investment



Documenting Performance

Staffing Efficiency
> Time to offer

> Staffing Waste
— 90 day failure rate
— Cost of on-boarding
> Staffing Re-work

— Recruiting effort/$
— On-boarding effort/$

Staffing Effectiveness

> Performance Data

— The Bell Curve

* Average,
e Standard Deviation

— Pareto Analysis
. 80/20

> Time to Proficiency
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An lllustrative Example

Bookings = $1,118 Bookings = $4,717

Bookings = $3,663 Bookings = $3,299




Performance Variation

Overall Customer First Call
Simulation Satisfaction
Score Rating

Technical Leadership  Overall

Rating Rating Rating Repair Rate

(Standardized)

Top 80%

Bottom 20%

Difference




About Shaker Consulting Group

> Ploneers in on-line, work sample based

candidate evaluation
> Developers of the Virtual Job

ryout®

> Specialists In linking candidate evaluation to

delivering the Brand promise

> Sought out by organization seeking to
iImprove the yield of the staffing process



Virtual Job Tryout®

> A measurement system for the business
process of staffing

> A company branded, web-based, work
sample based candidate evaluation

> An opportunity to let candidates take the
job for a test drive, while collecting data
that predicts on-the-job performance



Thank You

Joseph P. Murphy
joe.murphy@shakercg.com

Office: 216.292.0202
www.shakercg.com

Please e-mail me for a copy of the
ROI Calculators and a white paper on
the Use of Objective Candidate Evaluation Methods.



