CORPORATE HIRING GUIDE

INTERVIEW PROCESS

RALLY HOUSE CORE VALUES & GWC
PREDICTIVE INDEX BEHAVIORAL ASSESSMENT
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INCLUDED INFORMATION

e Why a standard interview process
e Review each element of the 5 Step Process
o Review Candidate Resumes
o First Interview
o Behavioral Assessment
o Second Interview
o Decision - Candidate Selection
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Efficient Interview Process integrating two
core concepts to identify great talent:

Interview the “whole” person

1. Predictive Index Behavioral Assessment
2. Rally House Core Values

e HEAD
Behavioral drives &
Cognitive ability
® HEART
Values
Passions e Consistency in hiring process
Interests &
) Shared beliefs e Actionable, objective data integrated into Rally House hiring practices
e Reduces the time and cost of turnover
Educati . =g . .
Knowledge « Manager and Talent Acquisition alighment on behaviors needed to be
Skills & .
EXGASHE successfulinarole

e Consistency in targeted interview questions
o Consistency in format of interview notes



INTERVIEW / HIRING PROCESS

Review Candidate Resumes

1st Interview - Rally House Core Values

Pl Behavioral Assessment - Job Match

2nd Interview - Behavioral Interview

Candidate Selection - Offer




P phenom

REVIEW CANDIDATE RESUMES - SCHEDULE 1ST INTERVIEW HAI\ Y H[”'L E

e Who
o Hiring Manager(s) and/or members of the selected hiring
team
Emily Snider e
e How oo g Lash Stylist at Amazing Lash Studio South Jordan | Lenexa,Kansas,United States | Low Fit: @@ | Contact Info
o Review applicant resumes IR T
= Click “Yes, interested” for top applicants - action moves ‘
applicant from “Review” to “Screening Qualified” 9 Yes, interested @ No, not interested
= Click “No, not interested” for applicants not qualified - '
action triggers automated rejection email notifying the
candidate Attachments Screening (0)
o Contact candidates in “Screening Qualified” stage via email @) ity Snider_Resume_2024 pdf Interviews (0)

or phone to schedule first round interview

e When
o Daily - review and update Phenom applicants every day

e Why
o Ensure efficiency in hiring process
o Create positive candidate experience with timely updates
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1ST INTERVIEW & EVALUATION - RALLY HOUSE CORE VALUES: HA“—Y HOUS E
GETS IT, WANTS IT, CAPACITY

< Financial Accounting Intern

e Who
o Hiring Manager(s) or team members

Callie Rupp  REVIEW Review Candidate
Sales Assoclate ot American Eagle | Kansas City,Missouri,United States

e | [ +18303600045

B colieruppl s
Invite "o Interview

& Evaluate

e How

Nl Send email

. Sand

callie_kuy T Upload file that you exxperienced Fail Forward.
New 01, 202 Rate Candidate

& Attochments Qwr third and final Rally House Core Value is Faeil Forward. This means that we take

© Fi nd the fi rSt i nte rVieW form by O pen i ng the First Intarview, Velues snd GWC responsibility, and we put issues in front of us, not in between or behind us.. Tell me about a time

How do you rate this candidate?

candidate’s profile on Phenom
o Click the three dot icon and “Evaluate” o o o o o
o Utilize as an outline for the interview e 2 E L &

o Capture factual comments and information

Do they Want Itz Describe & general overview of the position. Who they will report to and wark
7] Recommendation with, where they will physically work, and the hours of the position. Ask them how they feel

o Select “recommend” or “do not recommend

Would you recommend this candidate? about these things and if they hawve any questions pertaining to them.

based on your assessment @ NotNow | of9 Recommene | P NotRecommend

Additional Questions
e Why
T 1] re W i An i g £ W 30 S AT T = . - . .
One of our Rally House Core Values is Plays Hard. This means we do whatever it takes and are Do they Get It: Explsin 2 - 3 key dey to dey responsibilities pertsining to this position and sk the

& CO n fi rm I n g th e a p p '. i Ca ntS S h a re a n d eX h i b it relentless to pursue our goals. Tell me ahout a time you displayed this value. to describe previous experiences that relate to those responsibilities.

Rally House core values
o |nitial interview to explore the position further

than the job description

Do they have Capacity: Determine if they have the mental, physical, time, knowledge and

0] E n S u reS a llg n m e nt Of Va lu eS’ pa SS I O n S, I nte rests Another one of our Rally House Core Values is Guestion Everything. This means we assume emotional capecity to do the job through the conversation you have had so far. Ask more

mothing, that we are curious and that we leamn first and then constructively challenge ) o ) } o ) )
questions pertaining specifically to the job responsibilities if you need to to get more information

an d S kl “.S assumptions. Tell me about & time that you displayed this value.

before determining this.

e When
o Every first interview




@THE
PREDICTIVE
INDEX -
PREDICTIVE INDEX BEHAVIORAL ASSESSMENT HA|_|_Y HOUS E
JOB MATCH w
e When BEHAVIORAL COMPARISON - CANDIDATE VS JOB
o Upon completion of first interview . r _
. . . . . e e HEEOO = &
o If the candidate is going to be considered for a second interview - s @'3 Socitle s
l]l"l'-'ll'lg ol ™|
notify Talent Acquisition to send PI ® prcise
T T T G |
”is a ‘u‘enturer.‘
enturer is a self-starting, self-motivating, and goal-oriented risk-taker.
o Who Strengths: Caution Areas:
e ) . ) Self-starter, self-motivator, takes initiative Can appear tough-minded and directive
o) Talent Ach|S|t|On sends Cand|date an |nV|te to the assessment Results and goal oriented, fast, intense Ma:j*_,rbeldissatisfiedl or uncomfortable working
under close supervision
o lelng Managel’S can l0g|n tO Predlctlve |ndeX tO access team Independent generalist, freedom from structure F‘robablywun'tpadhereta structure or direction
members and candidate reports
Job Targets
Job Targets are created based on assessments done by individuals currently in the
° Why position and/or that work closely with the position and understand the role.
_ L ] _ As we build our Rally House library of Job Targets, you may be asked to participate in an
o Provides insight on candidate workplace behavioral styles assessment.

o Compares candidate results with the behavioral competencies (Job
Target) needed to thrive in the role

o Provides targeted behavioral interview questions unique to the Job
Target and individuals’ assessments results - this is used for the
second interview
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PREDICTIVE INDEX: MAKING THE MOST OF THE DATA
'\,/'

Review Candidate Pl results
« Login to Predictive Index - 7
e Type candidate’s name in the search bar dobs Buer JebMstehs %9 Status: Candidate - Folder: Sandidaies e
e Select candidate name from results
e Find reports listed on the left Overview

About

Download and/or print the Interview Guide to be [oweriew |
utilized during candidate’s second interview QOO v

Person Snapshot

Use this report as a quick high-level view of the behavioral pattern for-

Behavioral Hide Comparison  Download Full Pattern

# e Candidate Interview Guide @.’-ﬁ?gwwe

Other suggested reports: — = °
° BehaVIOFal RepOI‘t Reserved ) G == Store Manager - Final

Coaching & Development

 Personal Development Chart - for candidates ang P roronavevdopmentcha NERS | K@ & __ e

. The Interview Guide is meant to help interviewers by suggesting questions generated by comparing a candidate’s
Flexible behavioral Panern with the job ta[jgeT for a specific position. These questions are designed to confirm a candidate's
(| ln'

behavioral fit with a job target andfor explore areas of difference between the candidate’s behavioral patiern and the job
curre nt em p loyees Manager Development Chart R target,

The following questions have been generated by The Predictive Index based on Sonia's behavioral drives and needs when

I M: 41 compared to the behavioral needs of the job Sonia has applied for. To leamn more about The Predictive Index behavioral
Management Strmegy Guide interviewing, visit the Interview Playbook at playbook.predictiveindex.com
CDEChiI‘Ig Guide BEHAVIORAL COMPARISON - CANDIDATE VS JOB

Pl factors:

e A =Dominance: The drive to exert one’s influence on
people or events

1:1 Relationship Guide

S S L S 1
_’is a Venturer,
enturer i5 a self-starting, self-motivating, and goal-oriented risk-taker

Pattern Insights Strengths: Caution Areas:
Self-starter, sell-motivator, takes initiative Can appear tough-minded and directive

e B = Extraversion: The drive for social interaction with 7
Other people Interview Guide Results and goal oriented, fast, intense ::':%ZPEEI;I:;g{l};lﬁ:\sﬂ;ﬁuﬁncmnwLuIJI!_".mrkmg
» tches

= Independent generalist, freedom from structure  Probably won't adhere to strecture or direction
e C = Patience: The drive for consistency and stability (SSESSIEIEEEEE BEHAVIORAL INTERVIEW QUESTIONS

(Y D - FO r m a l I ty: Th e d r I Ve to Co n fo r m 'to ru le S a n d . & :;:Ialt::':iiil::;1;1??!1.':::;:||I01;isnligmlntn: with job target. Use these questions to EXPLORE if the candidate
structure

Describe a situation when you served as a team member, rather than leading the team.

Understanding the combination of the four factors and their
intensity allows you to describe how a person prefers to
communicate, make decisions, delegate, regard rules, &
take action. This is your window into how a person prefers to
behave

Describe a time when you had to withhold your own opinion to better understand those held by others.
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SECOND INTERVIEW - BEHAVIORAL INTERVIEW

RALLY HOUSE
O LocaLsTurr

e Who
o All key stakeholders encouraged to attend final onsite interview

e How
o Partner with Talent Acquisition to schedule second interviews
onsite to include an office tour
o Use the Predictive Index Interview Guide when conducting the
second interview

e Why

o Behavioral questions designhed to confirm a candidate’s fit within
a job target and/or explore areas of difference between the
candidate’s behavioral pattern with the job target for a specific
position.

o The questions are generated to help you dig deeper into how a
candidate reacts in different situations to understand if they
would be a good fit for the position.

e When
o Following the first interview & once the candidate has completed
Pl Behavioral Assessment

Candidate Interview Guide @ﬁ;@ms

&=  Store Manager - Final

INTERVIEWER'S GUIDE TO USING THIS KIT

The Interview Guide is meant to help interviewers by suggesting questions generated by comparing a candidate's
behavioral pattenn with the job target for a specific position. These questions are designed to confirm a candidate’s
behavioral fit with a job target and/or explore areas of difference between the candidate's behavioral pattern and the job

target,

The following questions have been ?energted by The Predictive Index based g
compared to the behavioral needs of the job Sonia has applied for. To learn
interviewing, visit the Interview Playbook at playbook.predictiveindex.com

Second Interview - Behavioral Questions

BEHAVIORAL COMPARISON - CANDIDATE VS JOB Rate Candidate

Hew do you rate this candidate?

Cotaboratere O O O
Reserord B 1 2 3
Diiving a

, L——
Qis a Venturer.
enturer is a self-starting, self-maotivating, and goal-orig Recommendation
Strengths: Cauti Would you recommend this candidate?
Self-starter, self-motivator, takes initiative Can a )
Results and g{}al {mented, fam' intense E:?dYE @ Mot Mow C_ﬂ? Recommand {;:D Mot Recommend

Independent generalist, freedom from structure  Prob

BEHAVIORAL INTERVIEW QUESTIONS

Additional Questions

f Area(s) of potential behavioral misalignment with job target. Use the

Use a minimum of 2 questions from the candidates Predictive Index Behavioral Assessment
can behaviorally adapt to the job.

Interview Guide and input your notes in the below space.

Describe a situation when you served as a team member, rather than leading

Describe a time when you had to withhold your own opinion to better understj

Choose a minimum of 2 skill competencies from the following list to ask the candidate about.
Retail Experience, Personality/Integrity, Organization, Leadership Style, Prioritization, Planning,
Coaching, Performance Management/Accountability, Self-Awareness, Communication.

Use this space to make any additional notes from the interview. (optional)



@FEEBI(CTIVE pphenom S
SECOND INTERVIEW EVALUATION
RN

@ P 1. At the time of the second interview, open the Second Interview @ P 2. During the interview, use questions from the Predictive Index Behavioral Interview
Evaluation form in Phenom. On the candidates profile, select More guide to ask your candidate. Make notes in Phenom on the Evaluation. Submit your
and choose Evaluate. Evaluation once the interview has concluded.

Add evaluation

Kylie Livingston Review Review Candidate

K

Vice President of Talent & Organizational Development at na | United States | No Fit: @ Contact | for Assistant Buyer | - JRID3745

@ Internal o Mutual work/education

B Scorecard: Second Interview - Behavioral Questions

Evaluation form
0/5 rated
Answer evaluation quastions about the candidate. Once submitted it cannot be edited.

* Indicates required answer

1 Use a minimum of 2 questions from the candidates Predictive Index Behavioral Assessment Interview Guide and input your

tachments nates in the below space.

Enter an answer

How do you rate this candidate?

Do you want to proceed with this candidate? *

Add comment (optional)
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READY TO MAKE AN OFFER?

Who
o Hiring leaders, gain final approval from your leader(s)
o Partner with Talent Acquisition on how to present the official offer
Why
o Ensures alighnment and awareness across the department
o Consistency in communication and determining final candidate
When
o Upon completion of final interviews
o Best, most qualified candidate has been identified
e How
o |f needed, gain final approval from your leader(s) use the outline to
include a recap of key information
o Make a verbal offer to the candidate

Offer Approval Outline

Offer Approval: [Candidate Mame, Position]

Message Insert Format text Draw Options

P~ [@~ 7 |Aptos -1« | B | T U S5 =i~ v P~ @~ 5
To Bce
Cc

Offer Approval: [Candidate Name, Position] Draft saved at 12:04 PM
+ Position:

+* Proposed Start Date:
+* Proposed Pay Rate:

Yes/MNo and short example for the following.

Wants It

Gets It

Has Capacity

Plays Hard
Questions Everything
Fails Forward

Bulleted list using skill competencies (Retail experience, Personality/Integrity, Organization, Leadership Style,
Prioritization, Planning, Coaching, Performance Management/Accountability, Self-Awareness, Communication, etc.)

Strengths:
Opportunities:
Resume (Attach)
Pl Overview [Link]
Linked In: [Link]



Do you have any questions?




