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The	Predictive	Index	Behavioral	Assessment

oMeasures work related behaviors
oMotivating needs and drives of an individual
oAll people have these drives
oSpecific combinations predict how a person is most likely to behave

oCommunication
oDecision Making
oDelegation
oRisk



The	Predictive	Index	Job	Assessment

oCompetency model for a role
oDefine the behaviors that are Critical and Frequent for success
oDevelop a target for a role
oIdentify needs for style of:

oCommunication
oDecision Making
oDelegation
oRisk



The	Predictive	Cognitive	Assessment™

oMeasures	an	individual’s	capacity	to	learn,	adapt,	and	grasp	new	
concepts	in	the	workplace.

oIdentifies	individuals	who	will	catch	on	quickly,	figure	things	out	on	their	
own,	and	are	able	to	meet	or	exceed	performance	expectations.

o50	questions	– 12	minute	timed	assessment	
o (Numerical,	Abstract	&	Verbal	questions)



What Drives Does PI Measure?
Dominance: The drive to exert one’s 
influence on people or events

Extraversion: The drive for social interaction 
with other people

Patience: The drive for consistency and 
stability

Formality: The drive to conform to rules and 
structure



EXAMPLE – FACILITIES AND OPERATIONS DIR.
PI & Key Hire Project



Recruiting - Typical Process

Job	Description
- Task
- Task
- Task
- Task

Resumes



A Better Process:
Define the Job – Goals for the Role

Key Result Areas
What are the top 3 things you actually want this person to deliver 

in this role?

Outcomes & Results
Not Tasks:

- communication, initiative, attention to detail, follow through, 
follow up, helpful



Engage Stakeholders/Search Committee

CRITICAL	&	FREQUENT



Gain	Alignment	Through	Job	Analysis



•This	job	requires	strong	analytical	and	technical	abilities	and	demands	fast,	but	carefully	thought-out	results.	Strong	leadership	and	control	of	the	work	process	
from	beginning	to	end	is	necessary.	The	job	centers	around	developing	new	ideas,	systems	and	technology,	and	also	analyzing	and	improving	on	old	ones.	A	
high	level	of	expertise	is	expected	and	the	ability	to	spot	and	correct	errors	is	important.	Work	must	be	done	right	and	quickly,	while	always	focusing	on	
accomplishing	the	goal	and	demanding	the	highest	quality	work	from	co-workers	and	subordinates.	Interest	and	energy	focuses	primarily	on	the	work	at	hand,	
with	negligible	inclination	for	small	talk	or	social	involvement.	The	broad	scope	of	the	job	demands	a	factual,	direct	and	authoritative	style	of	communication.	
Decision-making,	though	swift,	is	very	calculated	and	singular,	with	little	reliance	on	consensus	or	collaborating	opinions.

Below	are	the	salient	job	characteristics,	summarized	and	categorized.		For	best	success,	find	candidates	who	thrive	in	the	environment	described	below.
•Pace	and	Variety	of	Activities	- Fast-paced	environment	Leading	and	controlling	multiple	projects	simultaneously
•Focus	- A	definite	analytical	and	technical	orientation	rather	than	a	social	orientation	High	standards,	high	quality	work	is	of	utmost	importance	Structured,	
organized	and	efficient	work	expected	of	self	and	others
•Decision-Making	- Big	picture,	strategic	decisions,	well	thought	out	and	analyzed,	Calculated	risk-taking,	Need	not	solicit	the	collaboration	of	others
•BCommunication	and	Collaboration	- Blunt,	candid	and	to-the-point	communication	style	Work	will	primarily	be	done	singularly	with	little	involvement	from	
others	Requires	forceful	expression	of	opinions	and	decisions
•Delegation	and	Leadership	Style	- Will	find	it	hard	to	delegate	to	others;	intense	follow-up,	Will	be	exacting	and	controlling	of	subordinates
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TARGET	PROFILE	– Facility	&	Operations	Director



PI	Plotting	Grid

Normal

A

B

C

D

- 5- 10-15 + 5 + 10 + 15

Key	Relationships:				
- A>C	– Proactive
- D>C– Careful	with	
- A>B	– Analytical/Task	Oriented
- D>B	- Formal

Acceptable	Range

Not	Acceptable

Facilities	&	Operations	Director

PIPI



• Review Resumes for
• Experience
• Skills etc….

• Phone Screen for
• Basic communication
• Responsiveness
• Etc…

Screen Candidates – Narrow the Pool

©PI Midlantic LLC.  

Resumes



Administer the PI Behavioral Assessment

©PI Midlantic LLC.  



PRO
Facility & Operations Director

Candidate A Candidate B Candidate C Candidate D

A>C - Proactive Yes Yes No ?

D>C - Careful with Rules Yes ? Yes Yes

A>B – Analytical/Task 
Oriented

Yes Yes No Yes

D>B – Formal Yes No Yes Yes

B>C – Quick to Connect Yes Yes No No

Candidate	Compare	– Fit/Gap	Analysis

Yes Fit – candidate matches the behavioral target. Confirm this.

? Concern – candidate is in the target but we would like to see more. Is it enough, have they 
learned to overcome this. 

No Gap – candidate does not match the behavioral target. This is an area that needs a lot of 
probing and overwhelming evidence to overcome this gap.



A
• Strengths

• Careful, cautious, need to protect
• Proactive, initiates to drive to get it right
• Analytical problem solver

• Concerns
• Empowerment – will he give up control of 

the details and work through others
• Engagement – will he connect, build 

relationships, engage
• Risk/Strategy – will he think strategically, 

change what needs to change

PRO	– Facility	&	Operations	Director

• Targeted	Behavioral	Interview	Questions
• PRO	calls	for	someone	who	is	comfortable	with	risk.	Give	me	an	example	of	a	decision	you	made	that	you	would	describe	as	a	“risky”	decision.	What	was	the	outcome?	

Would	you	do	anything	differently	if	you	had	that	decision	to	make	again?
• PRO	calls	for	a	flexible	approach	to	“the	book.”	Tell	me	about	a	time	when	bending	the	rules	or	thinking	“out	of	the	box”	really paid	off	for	you.
• PRO	calls	for	independence	and	self	confidence.	Describe	a	time	when	your	opinion	on	an	issue	was	very	different	from	that	of your	supervisor/manager.	What	did	you	

do?	How	did	that	turn	out?
• PRO	calls	for	someone	who	is	competitive,	seeks	autonomy,	and	is	results-focused.	Tell	me	about	a	time	when	achieving	the	desired	results	for	your	team	or	company	

depended	solely	on	your	efforts.
• PRO	calls	for	initiative	and	self-motivation.	o	Give	me	an	example	of	a	project/idea/process	change,	etc.,	that	you	initiated.	What	was	it?	What	happened?	Tell	me	

about	a	time	where	you	had	to	complete	a	project	with	very	little	direction
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Candidate Behavioral Analysis



Create an Interview Guide



A Better Process

Key	Result	Areas
- Outcome
- Outcome
- Outcome

Create	a	TargetDefine	the	Job Attract	Candidates

Administer	PI Compare	PI	BA	v	JA Targeted	Interview

Sales	Agent
- Sell new
- Retain + Grow
- Sell deliverable products



PI	– Key	Hire	Project

oGoal	– Hire	the	right	person	for	the	role;	best	fit

oDefine	the	Role	- key	result	areas
oCreate	the	Job	PROfile – behavioral	target
oAssess	the	Candidates	(up	to	10)	– behavioral	and	cognitive
oAnalyze,	Prioritize	and	Interview	Candidates

oProject	Fee	- $1,600	(special	PAISBOA	rate)



Team	Effectiveness	Workshop

oGoal	– Create	understanding	and	leverage	team	members’	strengths

oAdminister	Predictive	Index	survey	for	all	team	members
o3-hour	facilitated	workshop	– focus	on	team	dynamics,	communication,	
behavioral	strengths	and	motivating	needs

oTeam	Audit	+	review	with	team	leader
oFollow	up	30	days	after	session
oProject	Fee	- $3,500	(special	PAISBOA	rate)



Predictive	Index	Program

oUnlimited	Use
oManagers	Trained	in	PI	– 2	day	and	1	day	options
oOngoing	Consultative	Relationship
oEasily	Administered
oValid	and	Legally	Defensible
o70	Languages
oFees	vary	based	on	organization	size



David Lunken
410-961-5555
dlunken@cedarcroftadvisors.com


