12-Aug-2003

Job Position:

There are many elements that affect job performance. Each of these must be considered when
making a hiring decision. The following format will help you to evaluate each candidate on an
effective range of criteria.

Rate the Candidate on each of these elements by placing a checkmark in the appropriate box.
Then compl ete the simple calculations to generate a Relative Composite Rating for the
Candidate.
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FirstView Summary Chart

FirstView assesses six personality traits, a measure of cognitive ability, and a measure to determine if the
candidate was answering the personality questions in a frank and open manner.

The candidate’s score is marked in each test dimension. A candidate’s score will fall into one of three possible
classifications denoted by shade or color:
e Least Concern. Candidates score indicates good tendencies, well matched to the requirements of this job
category.
e Some Concern. Candidates score indicates some low level potential for behavioral misalignment with
the requirements of this job category.
e Most Concern. Candidates score indicates more potential for a material misalignment with the
requirements of this job category.

NOTE: Social Desirability is an internal validity scale and indicates the degree to which the candidate may be
manipulating his/her answers to the implicit requirements of the job category. Scores are either in the Least
Concern area or are in the Most Concern category. The test results of candidates who score in the Most Concern
category in the Social Desirability dimension should be viewed as potentially not accurate.

Applicant results at the bottom of the chart page show the number of dimensions a candidate scored in each of
the 3 potential categories. From these results you have a comparative measure of job fit.

NOTE: Each job category will tend to have a different pattern for the level of concern for a specific personality
trait or cognitive score. The behavioral requirements for job categories are different, and may also be subtly
different from job to job within a category. FirstView results provide a good overview of job fit for a job
category, but should be viewed with flexibility when considering the specific job and behavioral requirements
of your position.

The FirstView information represents only one part of the factors that determine job performance. The
FirstView information should only be used as a percentage of any hiring decision.
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Prefers change,
resists rules

Less need to,
communicate and
work with others

Less decisive and,
confrontational,
takes direction

More competitive,
individualistic

More stable,
handles stress
and criticism

More spontaneous,
less detail
oriented

Less likely to be

shading answers

to make a good
impression

Relative lower
cognitive ability

WORK CATEGORY: Front of House
CANDIDATE NAME: Tony Michaels
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TOTALS
Key Applicant results
| LEAST CONCERN | | 0 |
| sOME CONCERN | | 0 |

Prefers consistency
and structure,
conforms to rules

More need to,
communicate and
work with others

More decisive and,
assertive, less willing
to take direction

More collborative,
group oriented

More emotional,
and sensitive to stress
or criticism

More detail
oriented, plans
and manages time

More likely to be,

shading answers

to make a good
impression

Relative higher
cognitive ability
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8/12/2003

Front of House I nterview Questions
Tony Michaels 12-Aug-2003
1- FRIENDLINESS

- How can you tell when you are really listening to what someone is saying?
- How do you know when you are talking too much?

- Give me an example of how you get “up” for interacting with guests.
2-TEAM ORIENTATION

- Give me an example of how you have worked together with coworkers to deliver ahigher level of service than you could

aone.
3-FOLLOWSTHE SYSTEM

- Give me an example of how you made an exception to rules or procedures to satisfy a guest.
4-ATTENTION TO DETAILS

- Give me an example of how you keep up with the details of a guest’s requests.
5- CONTROL OF THE EXPERIENCE

- Give me an example of how you let aguest feel in control even when they may not know exactly what to do.
6 - GUEST RAPPORT

- Give me an example of how you make certain that guests always have a positive experience even though you are having

everything go wrong.
7-HANDLING SPECIAL SITUATIONS

- Give me an example of how you have adapted to a special request or unusual situation.

- Tell me how you have dealt with the stress of unusual situations or special requests in the past.
8- PROBLEM SOLVING

- Give me an example of how you avoid appearing inflexible when a guest has an unreasonable or difficult problem.

- Give me an example of how you make sure that dealing with a guest’s problem does not become confrontational.
9- ACCEPTSCOACHING

- Give me an example of how someone has given you effective coaching.
l0- TIME MANAGEMENT

- Show me how you keep track of your schedule and priorities.
SPECIAL BARTENDER TEXT

- Give me an example of how you deal with the stress of bartending and continue to provide an enthusiastic appearance for the
guests.
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