Why ﬁsh can't climb - the art of talent-ﬁt
Crisis can muddy the waters of talent
search. Most companies would agree
that it is important to prioritise the
career development of its employees.
Often, this is done by promoting
current employees from within, based
on their performance. We at The
Assessment Toolbox would strongly
argue that this is a risky strategy. The
problem is not with the fact that
companies base their decision on
performance – but rather that they
base it on current performance that is
different from the target role.

Sales Department is in chaos – staff
turnover is at its highest in 10 years,
sales ﬁgures are down by 45 %, the
Head of Operations is frustrated by the
lack of consistent management
reporting from Harry and the
administration team are unhappy
because information isn't shared with
them on a regular basis.
This is a perfect example of using
existing performance as a predictor of
future performance. This method is
acceptable if the set of criteria is the
same. However, in the case of Stolz &
Associates, the criteria of the target
role were vastly different to the criteria
underpinning performance in the role
of Sales Consultant.
Not only are the criteria incompatible,
but Stolz & Associates also neglected
to factor in detail about the personal
characteristics required for success in
the target role.

Consider the example of Harry, a Sales
Consultant at Stolz & Associates, who
has, for the last three years
consistently won the Salesperson of
the Year award. Harry gets earmarked
for the role of Sales Manager because
of his excellent sales record and is
appointed in the role after James, the
existing Sales Manager, resigns.
However, 6 months into the role, the

By only relying on criteria for tasks,
outputs and area of responsibility, it is
easy to mistakenly think that an
individual can quickly transition from
selling x number of printers per month
to overseeing the sales process due to
the apparent similarity in focus. It is
only when we consider that Harry is
good at selling printers because he

'I have been using The Assessment Toolbox now for over 5 years,
mostly for Nando's hiring requirements but also for a few other key
customers. I must say we have never been disappointed – the reports
are extremely informative and a fantastic aid in the recruitment
process. What is more impressive is the way in which ATB are able to
unravel their ﬁndings and add clarity to the meaning and science
behind the assessments so that all stakeholders are aligned in their
views. I have seen many assessment reports over the years but
nothing compares to the quality of work that ATB delivers
consistently. I can therefore highly recommend The Assessment
Toolbox to any business considering their offering'
Sean Crew – Talent Management Consultant, Nando's SA & IMEA

relies on himself and not on others and
is driven by an almost compulsive need
to win, that we realise that there is more
to performance than merely
completing a list of tasks and outputs.
And if we consider James's natural
team orientation, his eye for detail and
ability to motivate others, we realise
that these are critical qualities that
enabled him to be successful in the
role of Sales Manager. It now
becomes obvious that by appointing a
competitive, somewhat selﬁsh
individual in a role that is supposed to
enable others to meet targets through
support and encouragement might not
be the best ﬁt. The set of unique
aspects that motivate and drive Harry
is completely different to those driving
James. In hindsight, we want to ask
how we could ever have thought that
someone with a personality like Harry
could ﬁll the shoes of someone like
James.
How could Stolz & Associates have
prevented the ensuing chaos of
appointing the wrong person in the
Sales Manager position? Firstly, it is
crucial to include personal
characteristics, also called
competencies, in the job description.
Very simply, it means describing what
sort of person would be able to do this
job well.
Read more on the next page >

Competencies should always identify
the most critical elements of the role
rather than being a compilation of
mutually exclusive 'wish-list' elements
– analysing job descriptions, we often
see “team player” right along “need to
operate independently”. Too many job
descriptions and advertisements
include aspects such as being a selfstarter who can work independently
and learn quickly as critical for the role.
These qualities are often not essential,
nor based on what is actually required
in the role.
Secondly, Stolz & Associates should
have cast their net a bit more widely. If
they had considered using psychometrics on their sales team to assess
the personal characteristics that are
critical in the role of Sales Manager, this
would have enabled Stolz & Associates
to appoint the right individual who
would lead the sales team to greater
success.
Interestingly enough, the ideal
candidate may have been an existing,
but overlooked member of the sales

team. If one assumes that Sales
Consultants have a vastly different
personality proﬁle to successful Sales
Managers, it would almost have made
more sense to consider poorly
performing Sales Consultants for the
role of Sales Manager. If we do not
base our decisions on the criteria that
predict performance in a role, we are
opening ourselves up to major risks
and random decision-making.
Performance in a role is complex and
based on a combination of multiple
factors, but apart from ability, the most
critical factors relate to motivation,
drive and getting joy from what you are
doing. Through carefully designing
and applying this learning in both job
proﬁles and selection processes, we
are able to ensure that our clients
appoint people who really ﬁt the target
role.

We at The Assessment Toolbox are
passionate about designing job
proﬁles, selection and performance
criteria that capture all the critical
elements in a role, from the obvious
tasks, outputs and skills required, to
identifying the hidden key
characteristics, i.e. drivers of
performance, such as motivation and
inherent personality preferences.
We use this data to conduct holistic
assessments that predict an
individual's future performance,
based on scientiﬁc data, relevant to
the target role. We work with our
clients to help them navigate the
complexity of talent-ﬁt, every time.
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This article shows how easy it is to
overlook hidden stars if irrelevant
criteria are applied to internal
promotions and employee
development.

From Mercedes-Benz South Africa to Porsche South Africa in just two
short years – this at the age of 21!
Hernus Marais' story began in December 2016 when he was in Grade 11 and on
holiday in Cape Town. Hernus is passionate about cars and whilst visi ng the
Century City Mercedes-Benz Dealership, he struck up a conversa on with
Heinrich Reinke, the Product Expert at the dealership. Hernus seemed to know
everything there is to know about the Mercedes-Benz brand which thoroughly
impressed Heinrich. The Mercedes-Benz Centurion team soon learnt of Hernus
and quickly realised that his passion, knowledge and ambi on would be perfect
for the role of Product Expert. Towards the end of 2017, Hernus underwent a
competency-based assessment at The Assessment Toolbox where he further
demonstrated his excellent suitability for the role.
Being in the lucky posi on to have just matriculated and to land a very exci ng new job, Hernus started his working life as a
Product Expert in January 2018. A er two years growing his skills and expanding his knowledge of the motor industry, he
applied to Porsche and was successfully appointed in the role of Sales Assistant. In cha ng to Hernus about his career
progression, he had the following to say about the The Assessment Toolbox:

“I want to say thanks to The Assessment Toolbox in the way they looked a er and treated me in the me I spent
with them. As a young man s ll in school at that me, they made me feel very comfortable in an unfamiliar
world. It was a great experience and I would most deﬁnitely recommend it to any company looking to use such
services. I also appreciate the feedback I got from the overall assessment and most deﬁnitely learnt from it.
Thanks, you guys are awesome!”
We feel so proud of being part of his story and wish him all the best for the future.

Welcoming our newest member of the team,
Jessica Hattingh
The Assessment Toolbox would like to introduce
Jessica Hattingh, our new Senior Consulting
Psychometrist who manages our East London
ofﬁce. Jessica has 10 years' experience in the
ﬁeld of psychometry and is currently completing
her Masters in Industrial and Organisational
Psychology at the University of Pretoria. We
believe that through extending our national
network we will now be able to assist our clients
more effectively and we are very excited to be
partnering with Jessica who offers a wealth of
experience. If you would like more information
regarding our services, please contact her on
jessica@assessmenttoolbox.co.za
Jessica answered a few quirky questions, below:
What's your favourite thing about The Assessment Toolbox so far?
I've always admired the culture within the company. When I worked as a freelance
private practitioner, I enjoyed working with ATB the most out of all my clients. ATB
has always been extremely well organised, efﬁcient, helpful, professional and
friendly. When the opportunity to work as part of the ATB team came along, I didn't
hesitate to join the team. I am happy to report that being part of the ATB team has
surpassed my expectations thus far, and I'm extremely excited to see what the
future holds.
What's one must-read blog you're into at the moment?
At this point in my career, I have swopped leisure reading for peer reviewed journals
and academic publications as part of my M.Com IOP studies. However, I ﬁnd the
articles and snippets posted by SIOPSA to be extremely relevant and interesting.
Where is your favourite place in the Eastern Cape?
I love the Transkei. It is truly the most undisturbed natural beauty you will lay your
eyes on in South Africa. I am truly blessed to call such a beautiful province my home.
What was your secret to surviving lockdown levels 4 and 5?
Routine! I am lucky to have had studies and work to keep me very busy in this time.
However, regardless of what was going on in my life during this time, I got up every
day at the same time, had my coffee in peace, and then proceeded to take up my
spot in front of my laptop. In my opinion, keeping a routine in times of such
uncertainty has kept me going. It is very easy to let one's thoughts run amok, and the
trick is to dispel any type of thinking that is not useful in helping you achieve your
goal. Therefore, another mindset that I tried to adopt was “focus on what you can
control” which was also very helpful in keeping me going.
What is your special work interest?
I have always had a passion for psychometrics in general. However, recently I have
been exposed to Talent Management in a very different way than what I am used to.
As a consulting psychometrist, one is usually only involved in the selection and
development phases of Talent Management. However, Talent Management is not
merely managing the skills of your employees, but ranges from pre-recruitment
strategic planning to succession planning and beyond.
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