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S T A R K E Y  M E D I C A L  E D U C A T I O N  S E R I E S 

Editor’s note: Within this two-part article 
series, “Creating a High Performance Team,” 
we will examine what creating a high 
performance team entails, from the hiring 
process on through strengthening the team. 

Part 1 of 2: It starts with the ProfileXT, a valuable tool to 
aid in the hiring process.
 
Why Use the ProfileXT?
The effects of making bad hiring decisions are legion: 
opportunity costs, diminished team morale, costs to the 
company and employee turnover for example. 

Opportunity Costs 
•  On average, supervisors spend 17 percent of their time 

— nearly one day per week — managing poorly 
performing employees (Robert Half, 2014).

•  39 percent of hiring managers and HR professionals 
surveyed said a poor hire had negatively impacted 
productivity (Robert Half, 2014).

•  11 percent said the hire had resulted in fewer sales 
(Robert Half, 2014).

Diminished Team Morale 
•  95 percent of financial executives surveyed said making a 

bad hire at least somewhat affects the morale of the 
team (Robert Half, 2014).

•  60 percent of hiring managers and HR professionals 
surveyed said bad hires don’t get along with other 
employees (Robert Half, 2014).

Costs to the Company 
•  According to the Harvard Business Review, 80 percent of 

employee turnover is due to bad hiring decisions (Yager, 
n.d.).

•  41 percent of hiring managers and HR professionals 
surveyed who have made a bad hire estimate the costs is 
in the thousands of dollars (Robert Half, 2014).

•  According to a study by the Society for Human Resources 
Management (SHRM), the cost to the company can be up 
to five times the bad hire’s annual salary (Yager, n.d.).

Causes 
•  Aside from performance issues, 36 percent of CFOs said 

that a mismatched skill set was the top factor leading to 
a failed hire (Robert Half, 2011).

Job Match: Most Reliable Predictor of Success
According to a study published in the Harvard Business 
Review, “Job Match” is by far the most reliable predictor of 
effectiveness on the job. The study considered many 
factors, including the age, sex, race, education and 
experience of approximately 300,000 subjects. It evaluated 
their job performance and found no significant statistical 
differences, except in the area of “Job Match.” The 
conclusion: experience, college degrees and other accepted 
factors are not as reliable for predicting job performance as 
job profiling. 

From our experience consulting with many ENT/audiology 
practices, the only reliable method for evaluating “Job 
Match” is with a properly designed assessment instrument, 
capable of measuring the essential job-related 
characteristics particular to each specific job. The tool we 
use is the ProfileXT.

ProfileXT
The ProfileXT is a multi-purpose “Total Person” 
assessment that is used for selection, job matching, 
training, promotion, managing and succession planning. It 
is a powerful and dynamic management tool that employs 
the most current technology. It is also a powerful job 
profiling technology that allows you to quickly capture the 
behavioral traits, core motivations and thinking and 
reasoning styles required to be successful in any given job.

Selection and Job Matching
There are three main sections in the ProfileXT: Thinking 
Style, Behavioral Traits and Occupational Interests. Each of 
these sections is scored on a 10-point scale. For Thinking 
Style and Occupational Interests, individuals scoring in the 
1-3 range are interpreted as having the lowest ability or 
interest for that category, and those in the 8-10 range have 
the highest ability or interest. For Behavioral Traits, scores 
indicate the degree to which a given trait is present in most 
situations.
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When considered together, these sections help the hiring 
manager better understand both the personal traits of the 
candidate as well as his or her occupational interests. Such 
information is invaluable in assessing whether or not that 
job candidate is a match for the position. 

Thinking Style  
The Thinking Style section is further divided into: 

1.  Verbal Skill: A measure of verbal skill through 
vocabulary 

2.  Verbal Reasoning: Using words as a basis in reasoning 
and problem solving

3.  Numerical Ability: How well one works with numbers

4.  Numerical Reasoning: The ability to reason and 
problem-solve through numbers

5.  Learning Index: A composite of the scores for Verbal 
Skill, Verbal Reasoning, Numerical Ability and Numeric 
Reasoning; an index of expected learning, reasoning and 
problem-solving potential

Behavioral Traits 
Nine descriptors comprise the Behavioral Traits section. 
These include:

1.  Energy level: Measures the tendency toward 
restlessness and drive, and deals with issues such as 
efficiency and time utilization. 

2.  Assertiveness: Identified as a measure of generalized 
confidence. It is often associated with expressed 
influence. 

3.  Sociability: A strong measure of social presence. It 
directly relates to self-control and flexibility. This trait 
can be seen as more reliant upon interpersonal contacts 
than others. 

4.  Manageability: A measure of how one reacts to the 
limits placed by authority and the acceptance of 
conventional thinking.  

5.  Attitude: Measures the degree one is willing to 
demonstrate trust toward others. It relates to tending to 
suspend judgments about others.

6.  Decisiveness: Measures the acceptance of risk 
associated with making a decision in a timely manner.

7.  Accommodating: Associated with attitudes toward team 
accountability and a willingness to consider the needs of 
others.  

8.  Independence: Defines the manner in which an 
individual prefers to be directed by others and one’s 
potential to accomplish tasks with minimal supervision.

9.  Objective judgment: Reflects a willingness to make use 
of cognition versus intuition. This is often expressed as 
the balance between “head” and “gut.”  

Occupational Interests 
Within this section, test takers answer questions regarding 
what they enjoy; those responses fall into one or more 
categories. Within the categories are actual jobs that match 
these attributes.

1.  Enterprising: Indicates an interest in activities in which 
one uses persuasiveness and enjoys presenting ideas 
and leading others. They tend to enjoy entrepreneurial 
aspects of business.

2.  Financial/Administrative: Indicates interest in activities 
that involve the organization or coordination of 
information and the administration of business 
procedures.

3.  People Service: Indicates an interest in activities that 
involve helping people, tending to the welfare of others, 
reaching compromise, working with others, etc.  

4.  Technical: Indicates an interest in activities that center 
on scientific and technical activities, research and 
intellectual skills.

5.  Mechanical: Interest in activities that involve applied 
vocations with tools and machinery as well as work 
involving various trades or the outdoors.

6.  Creative: Indicates interest in activities where one may 
be creative, imaginative, original and aesthetic.

With the deepened insight you will gain from administering 
the ProfileXT to job candidates, you will be better equipped 
to select the best candidate, predict his or her performance 
and reduce the probability of making a bad hiring decision; 
saving you time, money and lost productivity. 

In Part 2 of this series: Creating a High Performance 
Team: Putting the Right Systems and Processes in Place 
we will be looking at ways to strengthen and support a high 
performance team.



ABOUT THE AUTHOR

Ryan Bortel, Ph.D.
Senior Manager of Learning and Organizational 
Development, Starkey Hearing Technologies 

Ryan Bortel joined Starkey Hearing 
Technologies in 2009 and is currently 
the Senior Manager of Learning and 
Organizational Development. Bortel 

leads a group responsible for training and development, 
performance management, compensation and total 
rewards, and international Human Resources. With 
15 years of experience working in the field of talent 
management, he has worked at Walgreens, Accenture and 
has consulted with organizations from start-ups to Fortune 
50 organizations.

Bortel received his bachelor’s degree in psychology from 
Boston University, and his M.S. and Ph.D. in industrial/
organizational psychology from DePaul University in 
Chicago.

 @RyanBortel   |   Visit: www.starkey-medical.com

REFERENCES
Robert Half. (2014, December). Ouch! The Surprising Costs of a Bad Hire. 

Retrieved from:  http://www.roberthalf.com/sites/default/files/Media_Root/images/rh-
images/ouch-infographic_2014_edit2.jpg

Yager, F. (n.d.). Five Tips for Hiring the Right Candidate. Retrieved from: http://
resources.dice.com/report/the-cost-of-bad-hiring-decisions/

Robert Half. (2011, September). Bad Match. Retrieved from: http://rhfa.mediaroom.
com/failed_hiring_factors

© 2015 Starkey. All Rights Reserved.  7/15  WTPR2693-00-EE-SMCreating a High Performance Team | Part 1 of 23


