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Section Information
Predictive Analytics

SkillSurvey conducted numerous validity studies on applicants who had a SkillSurvey Reference report, by following up on tens of
thousands of new hires for an average of 21 months. These studies revealed that two factors - Reference Compliance and Overall
Average Numeric Rating - are statistically predictive of turnover for cause within the first year of hire. See SkillSurvey's published,
peer-reviewed research in the International Journal of Selection and Assessment: Web-based Multisource Reference Checking:
An Investigation of Psychometric Integrity and Applied Benefits or in SkillSurvey Reference: Predictive Validity of the Pre-Hire
360® Reference Feedback: The Role of Metrics and Numeric Ratings

The higher percentage of reference providers who comply with the Candidate's request, and the higher the overall average
numeric rating, the more likely it is that the Candidate will be a better fit for the role.

Reference Compliance

Reference Compliance indicates the percentage of References who complete the Candidate's request to submit a reference on
them. Our studies show that those Candidates who achieve a Reference Compliance at 80% or above (such as 5/5 or 4/5) are
less likely to turnover for cause within the first year, compared to those with a Reference Compliance less than 80%. See Factors
Affecting Compliance with Reference Check Requests published in the International Journal of Selection and Assessment.

Overall Reference Numeric Ratings

References rate Candidates on a numeric rating scale of 1 to 7, indicating the extent to which the Candidate demonstrated a
particular behavior when they worked with them -- where “1” indicates that they “Never” demonstrated that behavior and “7”
indicates that they “Always” demonstrated that behavior.

On the report, you will notice that Reference numeric ratings are generally high. This is not unusual, and it is not unique to
SkillSurvey Reference. Through your hiring practices, you may already have a good sense that this Candidate is a good fit
because you screened the Candidate's application, resume, had an initial phone call, and possibly even conducted at least one
interview. Additionally, Candidates typically are choosing individuals whom they expect will give them a good reference, and our
studies have shown that the #1 reason someone provides a reference is if the Candidate worked well with them in the past and
performed well on the job. However, not all the ratings are at the very high end of the scale. That is, 93% of Candidates have an
average rating of 6.00 or above, meaning that 7% receive average ratings that are below 6.00.

On the report, when a Candidate's ratings are compared to a norm group of Candidates who were reference checked using the
same or similar survey, you can interpret the relative standing of their ratings using percentiles. For example, if a Candidate's
average ratings fall in the 43  percentile, then this Candidate's ratings are higher than 43% of the other Candidates within the
same norm group. Conversely, this means that 57% of Candidates in the norm group received higher ratings than this Candidate.
Our norm groups contain ratings from thousands of Candidates across numerous companies and industries.

Your organization can use different colors and category labels to further interpret the ratings and what actions to take, if any.
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Competency Summary & Behaviors

The Candidate's References rated them on job-specific behaviors, which are grouped into Competency Clusters. Included in this
section is a summary of the average ratings, percentiles, and any colors or category labels your organization has chosen. The
ratings are broken out by: (1) All References, which includes responses by both Managers and Non-Managers; and (2) Managers
Only, which includes only Managers' responses.

By expanding this section, you can view the feedback to the job-specific behaviors that are grouped into each Competency
Cluster.

Note: The Managers bar will only display on reports where there is more than one manager responding, and more than one non-
manager responding.

'Rater Diff' Column Explained

The number in the column labeled 'Rater Diff' next to each behavioral question shows the range, or difference between the
highest and lowest rating submitted by the References for the behavior. A "0" indicates that there was no difference between the
References. That is, there was 100% agreement among the References - all References gave the Candidate the same rating on
the 7-point scale. A "1" indicates that there was a difference of 1 point between the References, a "2" indicates that there was a
difference of 2 points between the References and so on.

For example, if three References responded and Reference A rated a '7' on a behavior, Reference B rated a '6' on this same
behavior, and Reference C rated a '5' on this same behavior then R = 2. R is the highest rating submitted minus lowest rating
submitted, or 7 - 5 = 2.

In general, the 'Rater Diff' is either “0” or “1.” A Rater Diff of “2” occurs 16% of the time and Rater Diff of “3” or more is very rare,
occurring only 4% of the time. For a Rater Diff of 2 or more, you may want to ask the Candidate to explain any challenges they
may have had with a behavior of particular interest or critical to the position.

Reference Comments

Each Reference had the option of entering open-ended text comments on the Candidate's work-related strengths and areas for
improvement. The responses are not in the order in which they were received; instead, Reference responses are presented in a
random fashion. See our peer-reviewed research: Content of Qualitative Feedback Provided During Structured, Confidential
Reference Checks published in the Journal of Personnel Assessment and Decisions.

Note: Reference feedback in this section is verbatim; presented exactly as provided by the Reference.

Ratings by Reference

The numeric feedback from each Reference is not presented in the order in which the feedback was received; it is presented in
order by average numeric rating, low to high.

This section can be helpful in understanding how closely the References are aligned in their overall numeric feedback on the
Candidate.
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Reference Contact Info

Candidates initially submit information about their References, such as the nature and duration of their work relationship with
them. Information is summarized in the grid including their work relationship to the Candidate, the Reference's name, company,
job title and dates worked together. Click the Reference name to view their full details.

Responded Column

 the Reference has responded, and their responses are included in the current report.

 the Reference has not yet responded.

 the Reference has responded but their responses are not included in the current report because they responded after the
report was finalized. To include this Reference’s feedback and re-finalize the report, one additional Reference must respond to
ensure confidentiality of the References’ responses. In other words, two additional References must provide feedback before a
report can be re-finalized.

Reference Edits Column

 a Reference has changed information the Candidate provided on their behalf. Hover over the icon to see the information the
Reference has changed or click on the Reference to display the full contact information.

Click the 'Manage References' button to take you to the Candidate Details Page. You will be prompted to enter your username
and password to complete the following

Resend Reference emails or texts
Edit Reference information if they have not submitted a survey
Request additional References from the Candidate
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Authenticity Scan

An IP Address shown in red font on this report indicates that the same IP address(computer network) was recognized for more
than one individual involved in this reference-checking process. If the Candidate IP address is in red font, this means that it
matched the IP address of at least one Reference, whose IP address will also appear in red font.

Sample IP Address formats are shown below:

64.98.91.71
2607:fb90:50ed:8c06:75b5:382f:305a:f5b7

If the Candidate's IP address is not in red font, but IP addresses of two or more References are in red font, this indicates that the
same computer network was used by these References when they submitted a survey.

Matching IP addresses do not necessarily mean that References are inauthentic; it is possible for Candidates and References to
legitimately share a computer network. For example, it is possible to have matching IP addresses where an organization has a
corporate security policy that sets the same IP address for all outgoing internet traffic. In instances where the Candidate and
References do not currently work at the same organization, there is an increased possibility that the Reference is inauthentic.

IP addresses, when accessing the internet, are not assigned to the specific computer you are using but the modem being used to
access the internet. When a computer or mobile device is connected to a wireless network, the IP address is the modem being
used to access the internet; therefore, multiple individuals in the same location can have the same IP address.

Mobile devices such as smartphones, notebooks, or iPads are assigned an IP address from the nearest cellular connection tower,
or point. If multiple points are available, the device will connect to their own provider’s tower first; otherwise, they will connect to
the strongest signal. In these cases, smartphones that are connected to the same tower would have the same IP address.
Although there is a chance that two phones would have the same IP address connecting to the same cell tower, it is unlikely that
they would.

In cases where there are matching IP addresses and you have a question about the authenticity of the Reference submission, you
may want to consider the following:

Are the email domains of all References using the same free domain? (@gmail.com, @yahoo.com, @hotmail.com, etc.)? It is rare that all
References will have the exact same free email domain, such as all being @gmail.com. For example, this occurs about 6% of the time for
finalized Candidates with 3 References, yet only about 2% of the time for finalized Candidates with 5 References.
Is the timing of the responses one right after the other? If you see References that have responded immediately after one another based on
date and time, and the IP addresses are the same, this could raise the question of authenticity.
Do the References' verbatim comments have the same cadence or style? For example, all responses have numbered their feedback on the top
3 items the exact same way, or the same or similar wording has been used.

In addition, you may want to contact the reference(s) and ask questions such as the following as part of your effort to confirm the
authenticity of the survey submission in a way that does not impact confidentiality.

1 - Did you complete the survey for this Candidate?
2 – Is the following your email address or mobile number: REFERENCE'S EMAIL ADDRESS or MOBILE NUMBER?
This question is to confirm that the e-mail address or mobile number that the Candidate entered for the reference is the truly reference's e-
mail address or mobile number.
3 - Do you remember when and where you were when you completed the survey?
This is meant to give a general idea of the Reference's location.
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Report Milestones

This section provides information on the report events for this Candidate and their References.

The Candidate Response Time is presented in both business and calendar days. This indicates the time that has elapsed from
when the email or text is sent to the Candidate, to the time when the Candidate sent the requests to their References.

The Median Reference Response Time for a Finalized Candidate is presented in both business and calendar days. This indicates
the median time that has elapsed from when the References received the request from the Candidate to the time when the
References submitted their survey responses.

The Report First Ready to be Finalized is presented in both business and calendar days. This indicates the time that has elapsed
from when the Candidate entered their References to when the minimum number of References have responded to generate the
report. For the majority of candidates (94.8%) the report is ready to be finalized within 2 business days.

The Report First Finalized is presented in both business and calendar days. This indicates the time that has elapsed from when
the Candidate entered their References to the time when the system user finalized the Candidate report.

Behavioral Interview Questions

SkillSurvey created behavioral interview questions for each survey based on a review of the lowest rated behaviors for thousands
of Candidates. The behavioral interview questions are the used for all Candidates who have been referenced checked using the
same survey. The behavioral interview questions do not reflect the Candidate's individual report results. For similar jobs and
surveys, SkillSurvey has used similar behavioral interview questions.

Reasons for using the same behavioral interview questions per survey was to adhere to common HR mandates that all
Candidates must follow the same interview process for each Candidate applying to a given position. Another reason was to focus
on some of the potential challenges to Candidates, overall, in this position. If a given Candidate was highly rated on these
behaviors, it could provide an opportunity for the Candidate to explain how they addressed and overcame these common
challenges.

The Candidate's References rated them on job-specific behaviors, which are grouped into Competency Clusters. Included in this
section is a summary of the average ratings, percentiles, and any colors or category labels your organization has chosen. The
ratings are broken out by: (1) All References, which includes responses by both Managers and Non-Managers; and (2) Managers
Only, which includes only Managers' responses.

Note: The Managers bar will only display on reports where there is more than one manager responding, and more than one non-
manager responding.
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