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Finding The
Perfect Match
How Harrison Assessments can
gauge if you are suitable for your job
About Dr Dan Harrison
Dan Harrison, PhD has an unusually diverse background
enabling him to invent a unique profiling system for
organisational development, performance development
and career development. Having a natural talent for
mathematics, his original study at California State
University at Northridge thus focused on mathematics.
However, he developed a strong interest in the
human mind and then changed his focus of study to
Psychology and Asian Philosophy. Although his future
career direction was uncertain at the time, he believed
in the importance of including interests and personal
passions into career and employment decisions rather than focusing only on abilities.
The importance of ‘suitability’ later became a key principal in the InnerView product.
Having completed his Bachelor’s degree in Psychology he began to extensively explore
and practise many different methods for enhancing people’s lives using a range of
disciplines. He continued his interest in Human Potential Psychology, completing a
Master’s Degree in Marriage and Family Counseling from Norwich University, Vermont.
He then spent 10 years in private practice focusing on Human Potential Counseling and
giving seminars worldwide. He expanded his study to Organisational Psychology and
completed his PhD from Sierra University in Organisational Psychology.
He studied and developed different organisational assessment methods, teambuilding
methodologies and 360 degree feedback methodologies. Seeing the importance
of achieving a clear psychological ‘picture’ of the individual he explored different
assessment methodologies. His experience in Human Potential Psychology combined
with his mathematical background enabled him to create a comprehensive theory and
methodology that could accurately identify attitudinal and behavioural patterns. He spent
more than 10 years developing the underlying framework that later became the InnerView
methodology. This combination of experience led to the creation of a comprehensive
personality and organisational development assessment tool, now known as Harrison
Assessments. Dr Harrison has spent the last 10 years conducting research for companies
worldwide using this system.
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Briefly, please explain what
Harrison Assessments is.

Harrison Assessments (HA) is a job
suitability and behavioural competency
profiling system that measures 156
individual traits, which explains and
predicts job performance and position
suitability for a potential candidate. The
system is a validated instrument for:
•
Candidate Selection
•
Individual Development
•
Team Development
•
Succession Planning
Eligibility/Suitability
The ability to predict job performance
is dependent upon identifying all of the
critical factors. If one assesses eligibility or
technical competencies, it only represents
a portion of the critical factors to predict
performance. However, when behavioural
competencies are also measured, such as
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emotional intelligence, personality and work
preferences, a high degree of accuracy is
attained to predict performance.
Enjoyment-Performance Theory
Enjoyment-Performance Theory states that an
individual will perform more effectively in a
job if he or she enjoys the tasks required by
that job, has interests that relate to the position, and has work environment preferences
that correspond with the environment of the
workplace. Harrison Assessments’ global
research indicates that the enjoyment of these
various aspects of a job is highly correlated
with good performance.
Paradox Theory
Harrison Assessments Paradox Theory
provides a greater depth of psychological
understanding because it reveals an entire
system of behaviour rather than merely
offering insights about specific traits. It
also predicts stress behaviour and provides
a framework that facilitates objective
understanding of self and a clear direction
for self-development.

What significant difference
would HA make to an
organisation especially one
that is already doing very
well in its human capital
endeavours – planning,
recruitment, training,
development, succession
planning etc. – without HA?

Candidate Selection
The Harrison Assessments system provides a
comprehensive assessment of the behavioural
competencies required for a position, and
accurately predicts success and potential
obstacles. Integrated selection tools include
performance based interviewing questions,
how to attract the candidate, and the ability
to calculate eligibility, suitability and
interview ratings for a composite ranking of
candidates. The assessment is web-based and
scored online with comprehensive results
available within 15 seconds.
Basically, it assesses the following areas:
•
Decision-making

•
•
•
•
•
•

Communications
Motivation
Flexibility
Conflict management
Innovation
...and much more

Succession Planning
Managing the talent pipeline is more critical
than ever. The Harrison Assessments system
provides the ability to predict an individual’s
likelihood of success at multiple levels within
an organisation and create a developmental
plan to accelerate his or her progress.
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Talent Management
Where talent management is concerned,
Harrison Assessments can help achieve the
following:
•
Identify high potential candidates.
•
Predict multi-level capabilities.
•
Create accelerated development plans.
•
Identify alternate career paths.
•
Leverage the talent pool.
•
Increase retention.
Individual Development
The Harrison Assessments system reveals
deeply rooted insights that determine
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“…compare the cost of poor hires, which
can run into at least six months’ salary
excluding recruitment costs, advertising costs,
on-the-job training, longer learning curves
and lower productivity.”
essential high performance traits and
those that will accelerate or hinder
performance related to specific positions.
It reveals a person’s work preferences and
behavioural competencies that pinpoint the
developmental opportunities to achieve
or increase personal satisfaction and
measurable job performance.
HA can predict how people will
•
Communicate, influence and lead
•
Handle autonomy
•
Take personal initiative
•
Resist or facilitate change
•
Handle conflict
•
Seek to learn, grow, and excel
•
Plan and organise
•
…and much more.
Team Development
In today’s specialised work environment,
talent is not enough. Talented people
must effectively work together in order
for the organisation to succeed. Harrison
Assessments Paradox Theory reveals team
dynamics in a way that has never before been
possible, enabling individual team members
to easily identify how their own behaviours
contribute or obstruct the team objectives. It
also provides a step-by-step plan in which
each team member can make adjustments to
facilitate optimal team performance.
In essence, HA is a team building tool to
achieve the following:
•
Create teams with effective
interactions.
•
Discover the strengths and challenges
of a team including team decisionmaking potential.
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•
•
•

Identify the best roles for each team
member.
Assess the potential for cooperation or
conflict.
Establish clear guidelines for effective
interactions.

What are the different forms
of customisation that you’ve
had to subject the HA to, in
order to make it relevant to
exceptional circumstances,
varied cultures and so on?

The HA system’s main customisation lies
with the questionnaire itself. We have
translated the HA Questionnaire into 12
languages. The accuracy of the report
depends on how accurate the questionnaire
is translated into the local language. For
example, in Asia, we have translated HA
into Mandarin, Bahasa Malaysia, Bahasa
Indonesia, Thai, Tagalog, Vietnamese,
Arabic, Japanese and Korean.
The process that we undertake is a rigorous
one. Firstly we will give the English
Questionnaire to a local language translator
and have it translated to the local country
language, and then we will give it to
another independent local translator who is
equally competent in English and the local
language, and have him back-translate the
local version to English.
After being completely satisfied that its
meaning in the local language is what it
should be as the original English version
intended – and this includes complete
localisation of choice of words, phrases,
its subtleties and innuendos that must be
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locally acceptable – we will then take
approximately 100 local samples who
will complete the Questionnaire in both
English and the local language version to
compare their understanding and answers
in both versions. Changes will be made
to fine-tune the local language if we find
that certain statements or traits appear
higher in their standard scores when we
refer to our international norm study. This
may be caused by the translation quality
that has either made the statement appear
more attractive, hence increasing its overall
selection; or translation that has made
a statement being more avoided, hence
decreasing its overall selection.
We will release the usage of the HA system
in a new country only if the translation has
been successfully completed after passing
the entire aforementioned evaluation
criterion.

Has the HA ever been
‘wrong’ in its diagnosis?
Yes, like all systems, there is the possibility.
However, with our latest HA version 6,
I have designed the Position Templating
function to mitigate this possibility.
Before that, I would like to explain that
there are two parts of the HA report. One
part of the report describes the Personality
of the Individual such as Interactions,
Motivation, Attitudes, Interests, Decision
Making Preferences, Interpersonal Skills,
Task Preferences, Work Environment
Preferences and Leadership Styles. These
factors measured have very high reliability
and validity given that the HA system has a
Consistency Score which ensures the level
of honesty, self-awareness and reliability of
the input given by the candidate.
The Consistency Score ranges from 100 to
-900. In order for the report to be valid and
reliable, the Consistency Score should be
50 and above, below which, the report may
mean that the candidate is trying to give
answers which are inconsistent of his true
and actual preferences or he might be trying
very hard to give the expected answers that
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understanding of the performance criterion
and what are the correct traits within HA that
should be selected to measure performance,
then the Job Matching process will result in
an inaccurate Behavioural Impact Score of
Candidate against the desired position.

he thinks the employer wants to see or read.
This will definitely cause the Consistency
Score to fall below 50 and sometimes into
the -50 or -100+ zone. In this case, HA
administrators will recommend that the
candidate re-sits for the questionnaire. Now,
given that the report has a Consistency
Score of 50 and above, our 20 years’ track
records show that generally, the HA will
describe the individual with approximately
85% accuracy. This is the first part of the HA
report. We shall term it as the Personality
and Behavioural Preferences Report.
The second part of the HA report is an
equally critical if not more than the first
report, and this is called the Behavioural
Impact Graph (BIG) which measures
the traits and matches these traits and its
intensity/impact to the requirement of a
given position. The validity and accuracy
of this report depends on how well the Job
Analysis and selection of the traits relevant
to the position was done either by the client
or by the HA Administrator. If the Job
Analysis was poorly done due to lack of

This process can only be compromised
when HA Users or Administrators lack
the understanding of what exactly each
trait within HA means and the definition
covered in its scope. Users may sometimes
use their own judgment to extend the
meanings of the original definition, hence
causing an inaccurate matching of the trait
to requirement of the position. Given this, in
the new HA version 6 which is the current
version used for last four years, the Position
Templating function comes with 50 research
generic templates covering Management,
Administration, Sales, Technical, Customer
Service, Professional and Physical/Manual
positions. With this, users are able to
customise their own position requirements
using these 50 templates as a basis, and
there are approximately 130 traits for them
to choose from.
The HA system has a list of recommended
traits for the type of position, and there
is a recommended upper limit and lower
limit of the intensity and relevance of
importance that they can select in order
to stay within the ‘context’ of the relevant
Performance Criterion given our research

“Organisations
must not be penny
wise pound foolish,
as bringing in
the wrong hire
or poor fit to the
job has long term
implications.”
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database. This will prevent users from
over-rating the importance of a trait or
neglecting to include a highly relevant
trait for a given position.

How often do you upgrade
and improve your products/
tools and how is that done?
Constantly; we are always updating the
system upon receiving continuous feedback from distributors, partners and endusers. Our new version will be released
beginning 2009.

What would you advise an
organisation that does not
have the budget to invest in
a tool such as HA?

You will find HA priced very reasonably, if
you compare the cost of poor hires, which
can run into at least six months’ salary
excluding recruitment costs, advertising
costs, on-the-job training, longer learning
curves and lower productivity. Organisations must not be penny wise pound foolish,
as bringing in the wrong hire or poor fit to
the job has long term implications.
As Jim Collins would put it in his book
Good to Great, organisations must hire
right the first time.
If companies do not have the budget, they
can always start using HA on a Bureau
Service basis where they don’t have to
purchase the HA system. Instead, they
can use our services on an ad-hoc basis by
contacting our local Malaysian Country
Distributor, Omni View Consultancy at 0362011198 or the Country Manager, Kevin
Tan at Kevin@omniview.net where the
organisation can send shortlisted candidate
and after the candidate completes the
questionnaire, we will process the report
and send it to the client.

Do you have any anecdote/
specific case on how HA has
made a significant difference
to an organisation?

Our Malaysian Country Distributor Omni
View Consultancy worked with a local
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“New young job seekers must be more
committed and perseverant to stay the course
and focus on their career path rather than
moving on too fast to another job.”

bank which wanted to transform their senior
managers from being operationally focused
to being more strategic and customer
oriented. In this case, the bank was facing
stiffer competition and had to re-invent and
re-brand their perception to the market.

started to introduce the new Competency
Framework in 2001, they have been also
promoting Managers to Senior Managers
against the same benchmarks. In 2004,
the bank engaged Omni View to conduct a
post-analysis to assess if the behaviours of
those Senior Managers that were considered
Good to Excellent performers did in fact
demonstrate the required behaviours in
the new Competency Framework. And the
results clearly showed that from 40 Senior
Managers that were considered Good to
Excellent performers, they consistently
showed an average of 15% higher scores
in the top 10 traits as compared to the 35
Average Senior Managers.

Therefore, they started to introduce a new
Competency Framework in their Recruitment and Training Development process
to hire for these Strategic and Customer
Oriented behaviours as well as ensure their
training needs and intervention programmes
sustain these behavioural changes. The
bank has been using Harrison Assessments
for recruitment since 1999. The bank
designed Job Templates which incorporated
the traits and behaviours that assess and
match the potential candidate’s profile
to the desired Job Template. Since they

Another case would be a distinguished
Property Developer which has been using
HA since 2002 has been profiling their
Management team of approximately 70
managers each year from 2002 till to date.
Each year, the management team members
share their own HA behavioural profiles
with one another, to allow each member
to further understand and appreciate the
individual strengths, non-strengths and
working styles. During this session, each
member will have his profile explained
to the rest of the team, and members also

“When the situation gets challenging, it is the
love and passion that we have for the things we
enjoy that keeps us going. The monetary reward
will come along with the performance and
achievement that we gain.”
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discuss issues pertaining to conflict at the
workplace, how to increase productivity
through better communication, and how to
approach individuals with strong working
styles. The outcome was better working and
effective communication in team dynamics,
and a very versatile and productive team
environment.

What are the other exciting
applications of HA – dating
and matchmaking perhaps?
My new project that is work in progress
is HA 8 which is a new revolutionary
approach in online assessment of both Eligibility integrated with Suitability that will
assist employers to screen their potential
candidates more effectively and accurately
over the Net before the shortlisted candidates are recommended for interview.

Anything else that
you’d like to share with
MANAGEMENT readers?
It is very important we do what we love and
enjoy. By doing what we enjoy, we will do
it better and we can become very effective
in it. When the situation gets challenging,
it is the love and passion that we have for
the things we enjoy that keeps us going.
The monetary reward will come along with
the performance and achievement that we
gain. Especially for the new young job
seekers, they must be more committed and
perseverant to stay the course and focus on
their career path rather than moving on too
fast to another job. Hence, choosing the
right first job is so critical to ensure that
they are motivated correctly by the right
reasons, which is job satisfaction aligned to
their own goals.

