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GUEST COLUMN

“Job fit” has a similar effect.
• The person selected for the role gets to use his or her 

natural strengths without much adaptation
• The company experiences valuable productivity from 

the person right away
• The person chosen for the role feels confident about 

the impact he or she can have on the broader team 
and the mission of the organization

Over the past several decades, you’ve likely seen a 
lot of hiring trends and technologies that have come and 
gone. What hasn’t changed is the importance of 
objectively determining job fit in the hiring process. 
Today, job fit is even more critical than ever because of 
a full workforce and a new generation of workers who 
value meaningful work, flexibility and access to 
development over all else. 

No longer is it just about whether someone has the 
background, skills and experience to do the job. Job fit 
today must be evaluated on several levels. This article 
briefly looks at The Head, The Heart and The Briefcase 
to assess fit in the hiring process.

The Briefcase
Often in the hiring process, we focus on what 

someone has “in their briefcase.” That is, the 
knowledge, skills, abilities and experiences they can 
document on paper from their work history and 
education. While these are important to unpack, they 
are far less critical in many roles than one’s cognitive 
agility, native behaviors (i.e., what comes naturally 
when you’re not consciously trying to adapt) and 
personal values. 

Why? The world is changing too quickly. To 
succeed in just about any role, you need to be able to 
learn quickly, adapt to change, rotate on and off 
dynamic teams, and be productive in remote and 
flexible work environments.

The Head
So, what do we mean by the head and the heart? 

The “head” part of determining fit involves objectively 
assessing a person’s hardwiring or natural strengths. 
The combination of behavioral and cognitive assessment 
data from an individual is the most powerful predictor 
of on-the-job performance. 

Before collecting assessment data from candidates, 
the careful, valuable work of benchmarking and 
validating the requirements for success must be 
completed. With an accurate job target in place, you 
can use assessment data to design an interview 
experience that effectively illuminates fits and gaps 
among people who all have the right stuff in their 
briefcase.

The Heart
The heart piece of hiring involves understanding 

what an individual is passionate about and what they 
care about deeply. I’m not suggesting we delve into 
personal things like religion and politics, but I am 
indicating we understand people’s needs and aspirations. 

I’m asserting that finding the right culture and 
team fit has everything to do with one’s work values 
and who they are as a human being. Remember, 
though, that you can’t assess how well someone aligns 
with your company core values and culture if you 
haven’t clearly defined and communicated those things.

To summarize, hiring for fit involves defining job 
requirements and company culture, and objectively 
assessing candidate fit on three levels – the head 
(behavioral and cognitive), the heart (values and 
aspirations) and the briefcase (knowledge, skills, 
abilities and experiences). This approach will improve 
productivity and employee engagement from day one.
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Hiring for Fit
Go Beyond the Skills and Abilities

When you buy clothing, you try things on to see if they fit. Clothing that fits is typically 
comfortable (i.e., it feels right) and ready to wear without alterations (i.e., no extra time or 
money required to experience value). Clothing that fits can also make us feel more 
confident about doing whatever it is we do in those clothes.
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