
Suggestions for What Data to Capture and Provide

The data should be meaningful to your company. What information or metrics do your managers go to when they need to 
know who is, or is not, getting the job done? 

Objective and subjective are both useful. Ideally, we would like to receive both a quantitative rating (sales, quota, new 
logos, percent increase/decrease, etc.) and qualitative measures (manager perceptions of performance, etc.). In some 
cases, it can also be useful if you can provide potential ratings as well.

“Good” Data vs. “Bad” Data

With data, quality is critical. If the input into any part of the talent equation is incomplete, inaccurate, or missing, you won’t 
be able to rely on the output. For our purposes, here is what differentiates good data from bad.

Good Data

• Avoids the “Bad Data” pitfalls and is clear and easy to 
understand.

• Focuses on an easily managed number of 
performance metrics. While providing 30 measures 
of performance sounds good, we often find that only 
a handful are important. We typically end up using no 
more than four measures of performance for a project, 
with most projects using one or two.

• Provides a view over several consecutive time 
periods. This allows us to look at consistency of 
performance over time.

Why Good Data is Critical and How to Capture It

Our goal is to help you use data and analysis to make informed 
decisions about your people. Whether you are facing a selection 
decision (whom to hire) or have a talent question (who has the 
most capacity), good data can shed light on the question.

Our assessment results are one piece of your firm’s data 
equation. In addition to our profile scores and individual 
competency scores, you will benefit from tracking data such 
as performance metrics, hire rates, time to ramp, perceived 
potential, etc. Gathering and providing good data makes it 
possible to explore and answer critical talent questions (see 
figure 1).

Bad Data

• Has range restriction (a large group of people all bunched 
up together with very little spread, difficult to differentiate 
between top and bottom, lots of average people with few 
highs and lows).

• Contains contradictions (one person being rated high 
on one measure and low on another metric; people with 
different types of values – one with an A rating, and one is 
listed at 60%, for example; mismatches between hire date, 
assessment date, job title, profile run against, etc.).

• Is measured by territory or seat instead of person (makes 
it difficult to attribute performance to that individual vs. 
whomever was in the territory before them), is not linked 
to a specific person (team ratings/sales numbers, for 
example). 

Are there specific competencies that are 
particularly critical for success in our roles?

How well do assessments help us identify 
and select high performers?

How can we capture and communicate the 
ROI from using assessments?
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Figure 1



Data Quality Checklist 

Are the people with the top numbers really the top 
performers, or are there a lot of exceptions to the list?

Has everyone with data ramped up, or are some of 
them still in the process of doing so?

Does everyone involved in the project agree on the 
data being used?

Can the measure of performance be repeated if we 
later want to review how well the profile is doing?
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Optional Rating Categories 

If your company or department doesn’t have a consistent way of capturing and tracking performance data, you may 
choose to use our optional 3-Part rating system.

• Incumbents 

• Is highly effective in current role and has potential to grow or expand into new or different roles

• Is competent in current role, but may struggle to grow or expand into new or different roles

• Is struggling in current role

• New Hires 

• Has potential to be effective in current role and grow or expand into new or different roles

• Has potential to be effective in current role, but may struggle to grow or expand into new roles

• Is struggling in current role

PART 3:

Potential (Subjective):

• Excellent – Great performance just seems to come  
naturally to them

• Strong – They have to work at it, but they    
consistently deliver great results

• Good – They work hard and can be counted on to  
get the job done

• Struggling – It seems to be a constant struggle for  
them to keep up

PART 2:

Performance Rating (Subjective):

• Top – top 25% of the organization

• Above Average – 50th-75th percentile

• Below Average – 25th to 50th percentile

• Bottom – bottom 25% of the organization

PART 1:

Performance Quartile (Objective Metrics):
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