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Agenda e A YO

A Strengths and selectionour journey

A2 KIFGQa NAIKU SAGK O2YLISI
A Summarising the difference

A Our original approach

A Should we be prelefining the strengths required?

A The continuum

A Our suggestions for assessing strengths

A Sharing examples
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Exercise: talking the & mpaorldwide
Y{GNBy3IidKaQ fFy3ad
A Talk to the person sitting next to you about;

A Something you do in your work which you find
engaging, absorbing and interesting

A And something you do in your work that you can do
0dzi R2y QU FTAYR OSNEB Ayl

\,)/, 10th Annual Conference
abp www.theabp.org.uk




I £ tmp.
Definition of a strength s s oS

Aa | -éxIBtiBg capacity for a particular way of
behaving, thinking, or feeling that is authentic and
energizing to the user, and enables optimal
TdzyOUAZYAYy3II RSOSE 2LIVSY
(Alex Linley, Centre for Applied Positive Research)

Adaz2YSUOUKAY3I GKFEG SYSNHASA!
personal growth and development and which results
AY LISH 1 LIShAyRsRfiterghp)S €
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R £ tmp.
Definition of a competency ne A YO

W/ 2YLISGSYOeQ Aa y2¢g 3IASYSNIfteée RSHT
must have, or must acquire, to input into a situation in order to achieve
high levels of performance (CIPD 2004)

I YOo2YLISGSYyOeQ Aa | aiAtt 2NJ OKLF N
her to carry out specific actions at a superior level of performance
(Hedges 2006)

I 220 WYO2YLISGSyOeQ A& |y dzyRSNI & A
YFe 0SS | Y2U0AOSS | (G NJX -Jmage orlsocial] A f f
role, or a body of knowledge which he or she uses. (Boyatzis, 1992)

I WwOo2YLISGSyOeQ Aa GKS aSid 2F o0SKI
to bring to a position in order to perform its tasks and functions with
competence (Woodruffe, 1992)
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Strengths & selection % .

We e ALk YOUK

C our journey

A Introduced to Strengths and ©Strengthscope in
development (internally and with clients)

A Started to explore use of strengths in selection
A Tailored our approach to have more of a strengths

focus (

A Starteo
strengt

out still assessing competencies)

to talk to our customers about using
NS In selection

A Develo

ned our own strengths model and produced

our first client proposal

W,
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Motivational fit

A2SQ0S fglréa 0StASOSR
assessing motivational fit

A2 SQ@oS | fgléa AyOf dzRSR

ALOQa | adGF NI odzi Ada vy

A Example

‘:e“o,-.
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Example motivational fit % .
guestions

A What were your reasons for applying to this role, considering
your current and longer term job or career interests?

A2 KId R2 @é&2dz OKAY] eéez2dQff Sy

A What interests you about the company?

A How long do you expect to stay in the job?

A These roles have aspects that some people find a challenge.
For example, selling other relevant services and products to
customers or agreeing collection of debt with angry or upset
customers. Being honest, what aspects of the role do you
think you will least enjoy?

A Why?
o 10th Annual Conference \ ~
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‘NE’ pE ALL

competencies?

Methodology is:

A Reliable,

A Fair,

A Obijective,

A Consistent,

A Predictive

A Legally defensible
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'Y R g KIFUQa @ NRY d=~P°A

A Most recruiters and careers services run campus
sessions on competency based interview technigues

A Candidates share their experiencd@dvdza & K I R
phone interview for a graduate scheme. | know how
useful preparation is so here's what happened...it
gl a pcYAYdzi nakijobszgfid 0 U G P«
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2 SQNB  OSNII kA b yal

Pa

zySé SSfAyﬂ
a! 40 9Nyaud s 2dzy3 6 S KI-Q

custom and practice competency based
recruitment¢ has become a mechanical process that
neither recruiter nor candidate thinks truly assesses
Y AYVRAOGARdzZ £t Qa GFftSyd |
(Stephen Isherwood, Ernst & Young senior manager of
graduate recruitment, Financial Times, Oct"28908)




\\

OESNDA&ASY gKBuQa:,
competencies?

A Work in your group with the scenario given to you

A Discuss the situation to identify weaknesses in the
selection process which have resulted in this
situation

A Make particular reference to where using a
competency based approach has introduced

problems
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Summarising the wider issuésmy.

with competencies
At KSe R2y QU YSI adzNB oKI
doing
A They ignore the fact that working in a team allows

for individual differences and smart use of
complementary strengths

A Their use suggests that everyone needs to do the
same thing in the same way

A They can work to discourage diversity

we ke ALk YOUH
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Summarising the % wnp.
key differences

WE RE ALL s

Measure authenticity and Can the individual use Happy and energised

Focits on Strencths that encrelce us awareness of strengths and their strengths to achieve in the role — achieving
gt 8 ability to use strengths the role outcomes? peak performance

Positive psychology — Natural talents

Measure behaviours,
Traditional psychology - What cahand car‘tido personality traits and abi!ity
focus on competencies that .ma:ikfe u;t) hcomretenaes
required for the role

Can the individual
demonstrate the behaviours Can do the job
required for the role?
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Our original approach to % wmp.

Strengths assessment
w Define the role Iin terms of outcomes or what needs
to be achieved

w Define the strengths that mean an individual will be
truly energised in achieving those outcomes

w Measure achievement of outcomes
w Measure strengths

WE RE ALL PR

SR
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Our original approach the .
tools for measuring Strengths

A Psychometric tool

AaSladzaNE WFAGQ AY GSN¥Xa
that match the required strengths

A Strengths Interview

A Can also design killer questions, SJTs and assessm
exercises / simulations around the strengths that you
want to assess

WE RE ALL PR

10th Annual Conference \ )
Clbp www.theabp.org.uk e | o




: £ tmp.
What others are doing e A YOO

Approach 1

A Define strengths required for the role

A Sift on strengths and then put psychometric aside
A Interview for can do/ will do against each strength
A Questions for each strength required

A Looking for a quick and authentic response around what the
candidate wants to do / can do

A lIssue I is it truly authentic?
A Issue 2 subjectivity
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CAPP & Arriva Case Study op.
(ABP 09)
Aho2SOUABSY (02 WNBONIMzA G
A Steps in approach:

I Understand the role by the role outcomes.
Measuring outcomes (not the how). Understand
what great performance looks like & the strengths

I Using strengths based interviews. Train managers
AY o0SAy3 lofS G2 ARSYl.
learned behaviour (3), real passion (5). Explore
dzaAy3d a0NBy3IGTKE Soao Y

e ke ALk YOUR
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: £ tmp.
What others are doing e A YOO

Approach 2

A Define strengths required / used

A Use strengths psychometric to sift

A In interview establish key strengths

A Measure extent of mapping

A Also measure:
I Authenticity (energy / ease of examples)
I Awareness (of using strengths and balancing them)
I Likely use in future

A Issue: problem of self awareness and ability to grasp the
concept of strengths
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: £ tmp.
Issues with these approaches = wewsx™

1. Do certain personality types give a more energetic
YR GKSNBF2NB Y2NB Wl dzi ¢
YaINBYyIIKaEaQ oS o3 eDygaichr ¢

2. Should we be prdefining the strengths required for
the role?

BS\Neh,
Qoo
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Some are predefining % wp.
strengths

e.g. Ernst and Young
G! aasSsaairya GKS aAaGNBy3IlIK:
Its graduate intake requires the same rigour applied
to identifying competencies. Of a possible 50
strengths we identified 16 that a successful Ernst &
. 2dzy3 3ANI Rz S ¢62dzf R Yy S
(Stephen Isherwood, Ernst & Young senior manager of
graduate recruitment, Financial Times, Oct'2908)

e ke ALk YOUR
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We would like to go so far as oy
i@ FT2N) a2YS NPt &

ALGO R2SayQi YIFGGSN gKAOK
as long as they can achieve the relevant outcomes
and feel energised as a result of the strengths that
they have used

A If an individual is (aware of and) using their strengths
productively they are more likely to reach optimal
performance and reach their potential

e ALL YOURS
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The Continuum e A YO
Predefined Predefined Predefined Strengths but
Competencies Competencies Strengths not predefined
+ Motivations + Strengths Pure outcomes

based

Complexity of role and level of autonomy

Volume of recruitment & organisational readiness
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£ tmp.
Thoug hts so far? ¢ AL YOURS

A What are your thoughts so far?

A Coming up: the next level of detail around the
measures
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Defining the outcomes % wp.
of a role

A Example for our own Senior Consultant role:
Wl OKAS@WSa &adz00S&aafdzZ | yI
long lasting and valuable to the client) client
NEfFIAZ2YaKALIA OA PSP 20SI

e ke ALk YOUR

A We have just three more so have kept it simple and
high level

A We are happy with this for assessment and
development so we have complete alignment
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£ tmp.
What we need to measure e o YO

Have they achieved the role outcomes?
Did they enjoy it and want to do more of it?
Key strengths

Potential for growth in areas of strength

> e

\ } )
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How will this work In pracuce% e ik O

1. Outcomes Interview

2. EXxercises designed to elicit the outcomes required
In the role

3. Stretch or situational exercises and interview
guestions to assess potential

4. Strengths Interview at the end of the day to pull
together the experiences of the entire day
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: _ £ tmp.
Outcomes interview e O

A Focus on the outcomes of the role asking questions
to seek evidence of having achieved the outcomes ir
the past

A Situational where candidates do not have experience

A Questions also around what they enjoyed and want
to do more of

A Scoring focused on achievement of the outcome anc
enjoyment/ energy experienced

A 10th Annual Conference
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: £ tmp.
Exercises e raa YOO

A Designed to replicate role activities that reflect the
outcomes required

A Measure if task outcomes successfully achieved
using both task materials produced by the candidate
and assessor feedback on candidate performance

A Ignoring HOW the task was achieved

Ald SYR 2F Gl a&aisz YSI &adzNB
review where the assessor asks questions of the
candidate to explore how it felt
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: . & tmp.
Strengths feedback interview ne AL YOS

A Identify significant / standout strengths (using
psychometric and prompt cards)

A Questions exploring their significant strengths as
used in a normal feedback interview

A PLUS open questions about where they have used
those strengths in the exercises earlier in the day

A If predefining strengths; would be looking to map
their significant strengths to those for the
role/team/organisation/culture
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