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- Competencies : A common Language

« Requirements for a Successful Assessment Process
« Psychometric Assessment tools

 Breaking News !! New Launch



Who We Are

World leader

> Founded over 35years ago, SHL develops psychometric assessments that measure
behaviour and predict the performance of people in an organisation

> As the world leader in talent assessment solutions in the workplace, SHL supports
organizations in the selection and development of people at all levels

Global network reach with local sensitivity

> SHL operates in over 50 countries and more than 30 languages, and more than 25 Million
assessments delivered each year

e Experience and insight

> SHL has a proven track record with 25,500 clients, including many of the world’s most
admired companies
— Over 60% of the Fortune Global 500
— 80 of the FTSE 100
— 48 of the 50 top global brands (Interbrand 2007)
— 9 of the top ten Forbes Biggest Companies (2008)

e We deploy highly skilled world class consultants

e We are thought leaders in the field of objective assessment
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Where We Are

A A ¢
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1000+ staff and operations in more than 50 countries
300+ consultants providing fully integrated HR solutions
Assessments available in over 30 languages
Multi-lingual client support worldwide

Most comprehensive test catalogue available in the World
- Behavioral/personality, cognitive, skills, biodata

Territory Hub Offices:
UK (Thames Ditton)
Sweden (Stockholm)
Germany (Cologne)
Belgium (Brussels)
Singapore

Hong Kong

Australia (Sydney)
Americas (Princeton)
South Africa (Pretoria)
India (Mumbai)

UAE (Dubai)
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Competencies : A common Language

Recruitment
Select talent in,
diversity and the right
attitudes & values

Development
Focused intervention;
Cevelop excellence
and consistency

Candidate Attraction
Attract excellence,
diversity and the right
attitudes & values

Competency
Framework

Retention
Increase cultural fit;
Cngoing learning for
zalid performers

Succession Planning
Common language
across roles; define
stretch and clear
progression routes;

Performance
Evaluate performance
against clear criteria;

Caollect the right evidence;

Manager training

Manage underperformance
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Universal Competency Framework

Leading &
Deciding

Deciding &

Initiating

1.2 Leading &
Action . Supervising
Supporting & Adhering to . .
2 Cooperating 2.1 BGLENEEE A 2.2 Working with
People
Values
Interacting & Relating & Presenting &
3 Presenting 3.1 ey 3.2 3.3 el
. Applying
LG 4.2 O “Mcd Analysing
Reporting
Technolog
Creating &
5.2 BEOSYELL
Delivering & Following
Meeting (WA Instructions &
Expectations Procedures
7.2 :
8.2

Persuading &
Influencing

4 Analysing &
Interpreting

Formulating
Concepts &
Strategies

Learning &
Researching

Creating &
5 Conceptualising

5.3
6.3 Planning &

Organising & Organisin
6 Executing - -
. . Adapting &
. S T Responding to
Adapting & Pressure Chanae
7 Coping

Achieving Entrepreneurial

Goals &

& Commercial
Thinking

Objectives

8 Enterprising &
Performing

=

Sh I People intelligence
Business results



SHL Philosophy

It is critical to first define and then measure, if you are to
realise the benefits

DEFINE MEASURE REALISE

v

Behaviour Change

Critical competencies With accurate and
that characterise high proven objective
performance assessment
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Requirements For A Successful Assessment Process

« An agreed assessment and development strategy
« Key competency framework mapped to job / rank levels

 Portfolio of appropriate assessment tools potentially via
recruitment portal — ability tests, personality questionnaire,
360°questionnaire

« Appropriate technology

« Assessment / skills simulations — group exercise / role play
« Designed and validated assessment centres

« Tailored competency based interviews

* Trained assessors, facilitators and coaches

Shl People intelligence
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Understand the Job!

PERSONALITY

KNOWLEDGE

ABILITY & SKILLS

MOTIVATION

Shl People intelligence
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Psychometric Assessment Tools

- Occupational Personality Questionnaire (OPQ). Market leading and
revealing personality at work questionnaire that enables individuals to
understand how they prefer to work, against 32 measures, or scales.
Combined with ability tests and the Motivation questionnaire the outputs
from this questionnaire contribute to the assessment of an individual’s
potential for more demanding roles.

* Motivation Questionnaire (MQ). This questionnaire will allow clarification
of the strength and nature of an individual’s motivators and de-motivators
in the work place.

 Numerical and/or Verbal Reasoning Ability Tests. Measures an
individual’s ability to work quickly and accurately with complex and
conflicting data/text.
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Simulation Exercises & Technical Skills Testing

« Simulation exercises can aid in the assessment of competencies and we
recommend using a range of these to aid in the identification of
candidates’ areas of strengths and development areas. The techniques
used may include Group Exercises; Role-Plays; In-Trays; Analysis
Presentations; Fact Finding Exercises.

» Job Specific Solutions and Technical Skills Tests available for use in
assessing candidates. The technical skills range from clerical skills to
essential skills such as English Grammar and Reading Comprehension
assessments.
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Example Level two-day Development Event

Pre-Selection
Stage
Performance Data Assessors
0]2(0)
MQ

Integration
Session

Ongoing
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Illustrative Assessment Matrix :

1tol Strategic Structured | OPQ MQ Numercal | Inductive
Coaching Analysis Interview Reasoning | Reasoning
Role-Play | Presentation
Persuading and W W v v v
Influencing
Entrepreneurial
and Strategic W \l | \l W W
Thinking
Leading and W l Al l
Supervising
W W + + +

Deciding and
Initiating
Action
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Occupational Personality Questionnaire
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OPQ — Occupational Personality Questionnaire

Uses the SHL Occupational Personality Questionnaire (OPQ), which is
SHL'’s flagship personality tool.

The OPQ:
*Measures an individual’s typical way of behaving, thinking and feeling

*Evaluates likely implications for fit to different roles, and to the
organisational values and culture

*Is available online in multiple languages including Arabic

*Rated by the British Psychological Society as the top of the top echelon of
personality questionnaires
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SHL On Demand — Candidate View
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Online OPQ Questionnaire — Candidate View
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SUMMARY OF COMPETENCY POTENTIAL

The table below provides a surnmary of Mr Candidate’s pobantial performance on the

bwenty competencies. By selecting those competencies that sre most important for the 1

role, and prebing those aress for evidenoe of how Mr Candidate hes demonstrated
effectivensss, you are mone likely to oot the best person for the job.

Definidons of the twenty competencies can be found on page 7 and 8 of this report.
Recommended intendew quéstions for aach of the competencies are provided in the
Univergal Competency Framework™ Interview Guide. Competency profiling cards are
akbn pvailable to help in identifying essential or desirable com peténcias. For mone
Infarmation contsst your SHL réeprasantative.

Important fior
—— Success? (tick)
Leading and Deciding
1.1 Desciding B InRtiating Action
1.2 Leading B Supervising
Supporting and Co-operating
4.1 Working with Feople
2.2 Adhering to Principles and Valwes '
Interacting and Presenting
3.1 Relating and Metworking
3.2 Persuading & Enfisencing
3.3 Presenting and Communicating Information *
Analysing and Interpreting
4.1 Writing & Reporting ©
4.2 Applying Expertise & Technology *
4.3 Anakysing”
Creating and Conceptualising
5.1 Learning & Researching’
5.2 Creating and Innowating *
5.3 Formulating Strategies and Concepis ¥
Organising and Executing
E_1 Flanning & Onganising
.2 Delivering Results & Meeting Clstamer Expectations
£.3 Following Instrsctions & Procediones ©
Adapting and Coping
7.1 Adapting and Responding to change
7.2 Coping with Pressunss & Sethacs
Enterprising and Performing
B_1 Achleving Personal Work Goals B Objectives
B_2 Entreprenssrial B Commercial Thinking *

Tha rdax rumbers refer o the 10 comzatency dimansicns fom the SHL Univarssl Compatancy Framawsrc™.

TP arly axnmss §oUE apacs of this ompstarcy, ecfaily ninisd ba tha arsas af ruls-folowing ard utising
dresraity

i t of thin muld ks by scding & msours of apSheds or ssiiy.
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1. Leading and Deciding 12348

PETENCY POTENTIAL PROFILE

1.1 Dedding and Initiating Actien

E

I35 gen o Wake change of SEUBLSNS
Paces & high emghass on scisving difioill Wrgets.
Gererally Mmakes dbdsiorg whoul tod much delsy.

Hia & slight tendency 1o go slong with e gioup Erssius

1.2 Lepding and Supsrvising

s highly likely o e persuasion when motiveling others.
Is heen b conmfortatile i lead & group.

A llkely &5 most o urderstine whit mothiles others

I5 modirately ey b Bnak, and i o evgower, other.

E

ER

2. Supporting and Co-operating |1 2 3 4]
3.1 Warking with Buspis ==
& | s prepared and & comforable & mest others bo seek contributions from otfers in order o mske & decisen.
w | Gooasonaly seeks 1o undersiand thie ressens for others” beheniour,
E Bs kely o be & lEle selective with suppen and sympatin.
£ | Competitive detve ity prevent co-operation with colesgues.
E Some desire Lo spend e smby from pecsle may afect tasm working
2.3 Adharing to Principbes and Vahuss =]
& | I8 Es Bkily B others be skek & divirse range of views
® | s & ikely 1o adhere b rules and regulations & most.
3. Interacting and Presenting 1334 8]
3.1 Relating and Metworking [F——]

s Nkoedy 1o Tedd Taily confident in fomasl business situstions

15 ok kihy & el U0 Sk b0 uiderRland whal molvales olfeis.
May b & litle bit reserved in group situations.

Is vaiy nliely Lo dsp persenal syl o it in mith othess.

5.3 Parsussding and Inflsencing | Em———|

Is extremely inbenesbed in selling and FPegoesting.

5 extremely loely to B2 comfortable with promoting cwn cedentsls.
s kedy o fed Taily confident when influercng others.

May cochserally shek 1o understand other peoples’ nisds ond motives.
Tierals bo be somewhal reserved in group situations.

and Commurnicating Informatise *
viery likdy o enjoy using persussion when puiting formerd &m srgument.
May mearly slmiys fedl calm belone Inpsrant corasns
E5 Mkidy o Nedl fairly confident when fomally presenting.

Is very unliely 1o adsp Pis omn Syle and Spprosch o the sudience.

torgn
drwmraity.

aa

aely e some iapacy of this ompstarcy, pacfioly misisd bo B arsas of rols-following ard utlsing

it of thin ek bu by sdding 0 msssurw =f apiSheds or sbiliby.
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Sample Assessment Report

CURRENT BEHAVIOUR POTENTIAL
Development Potential Meeting Likely Area Clear Area of Future
AT Need Area for Expectations | of Strength Strength Potential
Development

Competency One

Competency Three

Competency Four

Competency Six
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Talent Board Review
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Question: When do I lose the best quality candidates —
after or before?

Answer:

* Generally you are attracting good quality
candidates compared to similar roles in
comparable companies...

| « ... But, supplier B is not working well for
. Applicants you
* Your selection process could be improved

* You are losing many good candidates at

Self Select Offered offer stage and through early churn

Out of
Process

(Top/Average Performers)

Rejected i :
l ) i Retained Employees
Churn ‘

1! \M\ 1 WAL

accept 1 \ Iy
i
‘ Early
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Question: Are my college/graduate hires the future
leaders of my business?

o 3 n 3 L
g .
1 1 . Leader/ T |
Leader Corporate
| Leader.

Corporate
~Leader/
Manager

Transformational
Leadership Focus

Your college
recruits
| SHL Benchmark
Manager for your industry
” e i
0
(0}
|
. F
Less Management Focus More

Transactional
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Question: Are any of my teams likely to put my business
at risk?

Your competitors’
Project Team A Project Team B Project Teams

Management Management Management

‘ - ‘ L ‘ -
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Shl ‘ Central

home : shl.com | about SHL Central : contact us

People intelligence
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