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Where are you?

Global Community of

I

Local Expertise e oot e et
Master operates in more than 20 markets around the )

world. Find your market and find your opportunity to I

work with Master or become an expert with data- .l

driven HR solutions. Re-invest man-hours in strategic HR and

business partnering.
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Efficient and friendly psychometric tools

Personality profile for recruitment based on the personality framework Big 5
Maps drivers for performance and job success
Shown to improve results by 200%

» OPTO lets you identify employees who perform

GMA level (General Mental Ability) is the best indicator for job success
Test independent of language skills or cultural background

> Accurately measure GMA in approximately 20 minutes

Get the right people for excellent customer service
Based on the personality framework Big 5 and competency framework O*Net

> Screening and selection for Customer Service-related attitudes

Typology test measuring behavior and motivation
Based on the Big 5 personality framework

> Develop teams and individuals




MYTH 1

| can recognize

talent within 1 2
minute .
I 1
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DEBUNKING MYTH 1

First impression

bias!

We are more likely

to be influenced by '-éz’;g.
other biases |:\ 1

Barrick, M. R., SW|der B. W., & Stewart, G. L. (2010). Initial
evaluations in the interview: Relationships with subsequent
interviewer evaluations and employment offers. Journal of Applied
Psychology, 95(6), 1163.
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COGNITIVE BIAS CODEX

We store memories differently based

What Should We
Remember?

We reduce events and lists

to their key elements

on how they were experienced @

We discard specifics
to form generalities

We edit and reinforce
some memories after the fact @

AL
“tr, Ce,
7
» S 2. OS5, ©
We favor simple-looking options é&é
and complete information over ) O gy
: : iy, S 1
complex, ambiguous options " o /,,.,O"’: Sy
Rpy, Xesp Y OF . OF
B o gyt
"eaged ot
On . <
L L:/:efb:;l..
A'"big " bigs o
5 ¥ ty biag
To avoid mistakes, Sazi us g
3 cial °
we aim to preserve autonomy e ©Mparison b
and group status, and avoid

Re.
irreversible decisions Reverse psychology o
System justification ®

Backfire effect ®
Endowment effect ®
processing difficulty effect &

p—
To get things done, we tend
to complete things we've P
invested time & energy in
To_stay fo_cused, we favor fhe ‘,e\\z«& RN
immediate, relatable thing PR S
i ) oS N
in front of us "5‘\.\0@" RN N
AP R 0 RSO e
SR
& BT IS (\s‘”éb CH e
@? & & & &S .
W & NV IS CEF LS.
Need To N R CF P
e’ VISIE S S S Y
& h
Act Fast CSETSHTERE spooosedanannn
& g Fgess
SSEFEs e PS5 EEsEyz353
SFLLITs 5588 E=05%S
To act, we must be confident we S @ CPLEELE F5F55 £ o
. ¥ e S¥E FEIF3 5e2
can make an impact and feel what Y FEFS STFEE: €88
. & £ €8
we do is important S & s£ T S

We project our current mindset and
assumptions onto the past and future

DESIGNHACKS.CO - CATEGORIZATION BY BUSTER BENSON

ALGORITHMIC DESIGN BY JOHN MANOOGIAN III (JM3)

We notice things already primed in
’ memory or repeated often
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° Corstering illusion

= Anecdotal fallacy
= lllusion of validity
= Masked man fallacy
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We simplify probabilities and numbers
® to make them easier to think about
We think we know what

other people are thinking

DATA BY WIKIPEDIA @gigative o

Too Much
Information

Bizarre, funny, visually-striking, or
&E @ anthropomorphic things stick out more
> 2 than non-bizarre/unfunny things
B
st
3 x & We notice when
e 2%
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L
DR

® something has changed

We are drawn to details
that confirm our own
existing beliefs

et

We notice flaws in others
@ more easily than than we
notice flaws in ourselves

% Insensitivity to sample size
o Neglect of probability

We tend to find stories and
patterns even when looking
at sparse data

We fill in characteristics from

stereotypes, generalities,
and prior histories

We imagine things and people
we're familiar with or fond of

Not Enough
Meaning

@ © attribution - share-alike



DEBUNKING MYTH 1

Do we even know

what we’'re looking 2
for? i .
Importance of a '“‘-ﬁh.l.
good job analysis |:\ L

|
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MYTH 2

If a candidate’s not
motivated for the job,
they won't be
motivated in the job
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DEBUNKING MYTH 2

What does

«motivated» even
mean?

How do we measure
this motivation?
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Woolley, K., & Fishbach, A. (2018). Underestimating the
importance of expressing intrinsic motivation in job

interviews. Organizational Behavior and Human Decision
Processes, 148, 1-11.
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MYTH 3

Passive candidates
are better than active
candidates
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DEBUNKING MYTH 3

No support in the
litterature
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MYTH 5

You can see a
candidate’s

potential in a ‘@ e &
CV 1 | ==
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DEBUNKING MYTH 5

A CV gives a curated look at what a
candidate has done - and can give
a good idea of what the candidate
can do - today!

Future potential is what we
measure with a GMA-test, like
CORE
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Sackett, P. R., Zhang, C., Berry, C. M., & Lievens, F. (2022).
Revisiting meta-analytic estimates of validity in personnel selection:
Addressing systematic overcorrection for restriction of range. Journal
of Applied Psychology, 107(11), 2040.
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MYTH 6

You can deduce
personality from a
free text section
about motivation
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DEBUNKING MYTH 6

Research shows that this is
less reliable and valid than
using specialized personality
tests

Also — what about candidates
using Al to answer these
sections?
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Fan, J., Sun, T., Liu, J., Zhao, T., Zhang, B., Chen, Z., ... & Hack, E.
(2023). How well can an Al chatbot infer personality? Examining
psychometric properties of machine-inferred personality

scores. Journal of Applied Psychology, 108(8), 1277.
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MYTH 7

Only humans
can screen
candidates
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DEBUNKING MYTH 7

The human touch is
invaluable in recruitment
- but we are human, and
bring with us biases and
personal preferences.

Use multiple tools!
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Kuncel. N. R., Klieger, D. M., Connelly, B. S., & Ones, D. S. (2013).
Mechanical versus clinical data combination in selection and

admissions decisions: a meta-analysis. Journal of Applied
Psychology, 98(6), 1060-1072.
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MYTH 8

Best Practice

Recruitment .

] N/
means using ¢
tests

© 2024 Master Management Norge AS

EEEEEEEEEEE



DEBUNKING MYTH 8

Use the tools that
find the
information you
need!
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Judge, T. A, & Zapata, C. P. (2015). The person-situation debate
revisited: Effect of situation strength and trait activation on the
validity of the Big Five personality traits in predicting job
performance. Academy of Management Journal, 58(4), 1149-

1179.
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MYTH 9

Recruitment ends Q)
. . WELCOME i
when a candidate is

hired

uill 4%

1

master-

EEEEEEEEEEE

© 2024 Master Management Norge AS



DEBUNKING MYTH 9

Results from a 9
recruitment process

can be used to

Improve on-boarding

for both candidate

and manager

WELCOME i
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