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Overall

Candidate Interpretation

Elizabeth Wantsajob ‘ _— B S—
Q 25 0 &5 0 100

beth.wantsajob@gmail.com

Engineer - Al-Enabled Systems

May 23, 2026

Summary: Moderate to High Performance Potential Key

Potential Risk Areas ¥ Candidate Score

e Low Integrity score could indicate potential issues with reliability. mmm Higher Risk

B | ower Risk
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Competency Summary

Competency Score Interpretation

Cognitive Abilities (relates to job performance, problem-solving, ability to learn, etc.)

Analytical Thinking and Attention to Detail 68 ———LL—

o 3B w0 65 &0 100
Multitasking 66 — IS
3 2 oo &5 B 100

Skills/Knowledge (relates to immediate readiness)

i H il

Al Agents & Multi-Stage Agentic Workflows 65 - N o e -
Al System Guardrails, Security & Responsible 66 — h__
Deployment ) ET) s &5 0 100
API Integration, Data Engineering & System 90 _——LH_
Connectivity a ac B e &0 100
Large Language Model (LLM) Integration & Prompt 32 — n__
Engineering 0 35 50 &5 &0 100
Retrieval-Augmented Generation (RAG) Systems 65 el h——
& 35 s0 &5 &0 100

Personality Characteristics (relates to fit with the job/team environment)

Adaptability 98 _.-50 h—-!

a %5 =] A 1060
Drive 70 0 35 = == A 100
a 35 4] =) ] 100
Resilience 98 o h—-l
a %5 =i =] A 1060
Teamwork 75 #L
0 35 = == A 100

Emotional Intelligence (relates to situational judgment, performance and teamwork)

Empathy and Emotional Self-Control 63 ———Llh—

Behavioral History (relates to performance and turnover)

History Survey - Performance 96 ———Lu

a 3 =y &5 &) 100
History Survey - Tenure 97 el h—-l

) 3 =0 &5 &0 100
Comparison

Percentile scores indicate how the candidate compares to other test-takers within various groups. The candidate scored equal
to or better than the fraction of test-takers indicated by the percentile.

Test-Taker Group Percentile 0 10

Global 77th I
North America 64th I

United States 64th I

Example Company 71st I
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Artificial Intelligence (Al) Generated Scores

This table includes one or more scores derived from a large language model Al query. Al-derived scores are non-deterministic.
That is, they are not precisely repeatable. Therefore, these scores should always be treated as supplementary information and
should never be used exclusively or compared to hard cutoff values.

Estimated Value Score Confidence Interpretation

Personality Summary - - Summary Points (Al):
L]

(Generic Text for Sample Report) Exceptionally high drive and
resilience — pursues goals with strong energy, persistence, and
the ability to bounce back from setbacks.

e Highly adaptable — adjusts effectively to changing
circumstances and new challenges.

e Strong integrity — trustworthy, principled, and reliable in her
actions and commitments.

¢ Moderate empathy and emotional self-control — reasonably
aware of others' emotions and generally manages her own, with
some room for growth.

e Low teamwork score is a key development area — may prefer
working independently and could struggle with collaboration,
shared responsibility, and group-oriented goals.

Narrative (Al): Shantel Cunningham demonstrates a compelling
combination of drive, adaptability, and resilience that positions her as
a highly motivated and determined individual. She pursues her goals
with exceptional energy and persistence, and is able to pivot and
adjust effectively when faced with new or changing circumstances.
Her strong resilience means she recovers well from setbacks and
maintains her focus under pressure, making her a dependable
performer in challenging environments.

Shantel also shows solid integrity, suggesting she is honest, principled,
and trustworthy in her actions and decisions. Others can generally
count on her to do the right thing and follow through on her
commitments. Her moderate level of empathy and emotional self-
control indicates she has a reasonable awareness of others' feelings
and can manage her own emotions in most situations, though there
may be occasional moments where emotional regulation could be
further developed.

The most notable area for growth for Shantel is teamwork, where her
score falls significantly below her other traits. This suggests she may
prefer working independently and could find it challenging to
collaborate closely with others, share responsibilities, or prioritize
group goals over individual ones. In team-based settings, she may
come across as less cooperative or engaged with her colleagues,
which could create friction or limit her effectiveness in roles that
require strong interdependence and collective effort.

Overall, Shantel is a driven, resilient, and adaptable individual with
strong personal values. To maximize her impact in team
environments, she would benefit from intentionally developing her
collaborative skills, actively seeking opportunities to contribute to
group success, and building stronger interpersonal connections with
teammates.

Computed on: April 3, 2026, 1:56:47AM EDT
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Estimated Value Score Confidence Interpretation

Knowledge, Skills, and Abilities - - Summary Points (Al):

Summary * (Generic Text for Sample Report) Strong performer in Drag and
Drop Files tasks, indicating comfort with file management and
basic computer interactions.

e Demonstrates solid numerical accuracy in Recognizing and
Confirming Numbers, a valuable asset in detail-oriented roles.

¢ Moderate overall performance in Analytical Thinking and
Attention to Detail, with adequate grammar skills but room for
improvement.

e Struggles with Reading and Analyzing Problems, which may limit
effectiveness in roles requiring critical reading and complex
problem-solving.

e Lowest performance in Navigating Between Screens, suggesting
difficulty with multi-screen software workflows that could
impact productivity in computer-intensive roles.

Narrative (Al): Elizabeth Wantsajob demonstrates a mixed profile of

knowledge, skills, and abilities across the assessed competencies.

Elizabeth shows a strong aptitude in Drag and Drop Files, performing
well on this technical task and suggesting she is comfortable with this
type of computer interaction. This is a notable strength that would
translate well into roles requiring file management and basic

computer navigation tasks.

In the area of Analytical Thinking and Attention to Detail, Elizabeth
performs at a moderate level. She demonstrates solid ability in
Recognizing and Confirming Numbers, which suggests she is careful
and accurate when working with numerical data — a valuable skill in
detail-oriented work environments. Her Grammar performance is
adequate but leaves room for improvement, indicating she may
occasionally make written communication errors. Her weakest area
within this competency is Reading and Analyzing Problems, where she
struggled to consistently interpret and work through written problem
scenarios. This may impact her effectiveness in roles that require
critical reading, written comprehension, or complex problem-solving.

Elizabeth's most significant area for development is Navigating
Between Screens, where she scored considerably lower than the
other competencies. This suggests she may have difficulty efficiently
moving through software interfaces or multi-screen workflows, which
could slow productivity in roles that rely heavily on navigating
computer applications or data entry systems.

Overall, Elizabeth brings some useful technical strengths, particularly
in file management and numerical accuracy, but would benefit from
targeted development in software navigation and analytical problem-
solving to be fully effective in roles that demand these skills.
Computed on: April 2, 2026, 11:09:49PM EDT
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Detail

Candidate: Elizabeth Wantsajob, beth.wantsajob@gmail.com

Assessment: Engineer - Al-Enabled Systems

Authorized: May 23, 2026, by Sara Maple, Example Company, gamailsaram.mike@hravatar.com
Started: May 23, 2026, 11:53:06AM EDT

Completed: May 23, 2026, 11:53:06AM EDT

Overall Score: 77

Cognitive Abilities Detail

This section contains a list of job-related cognitive abilities that have been evaluated in a job-like context using simulation
technology. Studies have demonstrated that cognitive abilities are highly correlated with job performance for many jobs.
Abilities also correlate with problem-solving and the ability to learn quickly.

Detail Interview Guide

Analytical Thinking and
Attention to Detail

Score: 68
m— L
0 %5 5 = o] 100
Description:

This scale indicates both the capacity to think in
a thoughtful, discerning way, to solve problems,
utilize resources, analyze data, and apply
attention to detail. Individuals who demonstrate
high amounts of analytical thinking are able to
recognize patterns rapidly, navigate through
problems, and resolve difficult problems
systematically. Individuals who demonstrate high
attention to detail produce work products that
are consistently accurate and require little
checking. They rarely forget schedule
commitments or overlook even the smallest
details.

Interpretation:

Strong scores in this area correlate with above
average performance for many jobs.

Usually able to think in a thoughtful, discerning
way. Capable of solving difficult problems,
planning many-featured tasks and projects,
organizing multiple resources, and analyzing
complex data with only occasional assistance.
Usually able to quickly recall and use information
when needed or appropriate. Additionally, can
usually achieve a high degree of thoroughness
and accuracy in work tasks.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

Can you give me an example of where your attention to detail or your
thoughtful analysis of a situation helped make a project successful?

e e g D¢ Ny
1 2 3 4 5

Poor example. Moderately relevant or Strongly relevant
Does not show impactful example. and clear example.
attention to detail

or analytical ability.

How do you handle a situation when you've messed up due to overlooking
an important detail?

7 e o Nikg N
1 2 3 4 5

Is unable to handle Demonstrates the ability Demonstrates the
the situation. to admit to their error ability to admit to
and quickly fix the error, their error and
but didn't put quickly fix the
preventative systems in error, but didn't
place. put preventative
systems in place.

Page 6 of 25
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IS EN Interview Guide

Multitasking

Score: 66
Can you tell me about any experience or education you may have that
L_ helped you develop your Multitasking ability?
) 35 s &5 & 10K ) ) ) i )
.. <= < = iy = alier
Description: 1~ 1~ 1~ 1~ 1~
This assessment evaluates an individual's ability 1 2 3 4 5
to multitask while performing simple tasks and No relevant Some relevance Directly relevant
simultaneously listening to stories, with an experience or experience or
emphasis on maintaining attention and education education.

processing information effectively.

Interpretation:

Strong scores in this area correlate with above
average performance for many jobs.

Scores indicate a strong ability to listen and
comprehend a story while completing tasks
simultaneously. The candidate is likely to perform
well in roles that require multitasking.

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 7 of 25
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Knowledge and Skills Detail

This section contains a list of job-related knowledge areas and skills that have been evaluated. Low scores in these areas often
indicate that additional learning may be required before top performance can be achieved.

Detail Interview Guide

Al Agents & Multi-Stage

Agentic Workflows

Score: 65 Describe how you would architect a multi-stage agentic workflow for a
business process — for example, a pipeline that researches a topic,

‘ summarizes findings, and drafts a report — including how you would handle

failures, loops, and quality control between stages.

0 35 =0 55 o] 100
Description: S S s S S
Covers the design and implementation of Al o o o
agents — systems in which an LLM 1 2 3 4 5
autonomously reasons, plans, and takes actions The candidate The candidate describes The candidate
by calling tools, APIs, or other agents across describes a linear breaking the workflow outlines a well-
multiple steps to complete complex tasks. This sequence of LLM into discrete agent steps structured multi-
includes understanding agent frameworks, tool calls without with defined inputs and agent architecture
use, memory management, and orchestration of addressing agent outputs, and mentions with clearly defined
multi-agent pipelines, which are increasingly orchestration, basic error handling, but agent roles, shared
central to advanced Al business applications. inter-stage data does not address state or scoped
Interpretation: passir)g, error management, guardrails, mempry/state, tool
’ handling, retry human-in-the-loop definitions,
Candidate should achieve above average job logic, or checkpoints, or orchestrator logic,
performance in this area with little or no mechanisms to evaluation of inter-stage
training. prevent infinite intermediate outputs. validation, failure
loops or runaway handling with
The candidate demonstrates a solid and applied agents. fallbacks, guardrails
understanding of Al agents and multi-stage to constrain agent
agentic workflows, including agent frameworks, behavior, and
tool and APl integration, memory management, optionally human-
and multi-agent pipeline orchestration. They are in-the-loop review
well-positioned to contribute meaningfully to the — demonstrating
design and implementation of agentic Al systems, awareness of
with some room to deepen expertise in more reliability and
advanced or nuanced scenarios. safety in agentic
systems.

How would you describe what an Al agent is, and how does it differ from
simply sending a single prompt to an LLM and receiving a response?

e p T T e
1 2 3 4 5

The candidate The candidate correctly The candidate
cannot clearly identifies that an agent clearly explains
distinguish an can take multiple steps that an agent uses
agent from a and use tools or external anLLM as a
standard LLM call, resources to complete a reasoning engine
or describes an task, but cannot explain that iteratively
agent in a way that how the agent decides decides which tools
is indistinguishable what actions to take or or actions to
from a basic how results are fed back invoke, observes
chatbot with no into the reasoning loop. the results, and
tool use or multi- continues
step reasoning. reasoning until a

goal is achieved —
and can describe
the think-act-
observe loop (e.g.,
ReAct pattern) and
give a concrete
business example.

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 8 of 25
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IS EN Interview Guide

Results by Topic for Al Agents & Multi-Stage Agentic Workflows
Agent Tool Use & Orchestration: 0 of 2 Correct
Agent Memory & State Management: 0 of 4 Correct

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 9 of 25
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Al System Guardrails,
Security & Responsible

Deployment
Score: 66

il 35 50 55 o] 100
Description:

Covers the practical measures required to deploy
Al-enabled applications safely and responsibly in
business environments, including input and
output validation, prompt injection defense,
content filtering, access controls, and monitoring
for model misbehavior or drift. These practices
are essential for any production Al system and
are applied continuously across the application
lifecycle.

Interpretation:

Candidate should achieve above average job
performance in this area with little or no
training.

The candidate demonstrates a solid and well-
rounded knowledge of Al system guardrails,
security, and responsible deployment practices,
including input and output validation, prompt
injection defense, content filtering, and
monitoring for model misbehavior or drift. They
are likely capable of applying these measures
effectively in most production Al environments
with only occasional need for guidance on more
advanced or nuanced scenarios. This individual is
well-positioned to contribute meaningfully to the
safe and responsible deployment of Al-enabled
systems.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

What guardrails and safety mechanisms would you put in place when
deploying an LLM-powered application for business use, and how would you
monitor the system over time to catch issues before they impact users or the

business?

1
The candidate
mentions only
surface-level
measures such as
'add a content
filter' without
describing input
validation, output
validation, access
controls, logging,
alerting, or a plan
for ongoing
monitoring and
response to
incidents.

3
The candidate describes
a reasonable set of
guardrails including
input/output filtering,
rate limiting, and
logging, and mentions
monitoring for
inappropriate outputs,
but does not address
adversarial testing,
model drift, audit trails,
incident response, or
role-based access
controls.

5
The candidate
outlines a
comprehensive
safety and
monitoring strategy
covering input
validation and
sanitization, output
filtering and
schema
enforcement,
prompt injection
defenses, role-
based access
controls, audit
logging, real-time
alerting on
anomalous
outputs, periodic
red-teaming or
adversarial testing,
monitoring for
model
performance drift,
and a defined
incident response
process —
demonstrating
mature,
production-
oriented thinking.

What is prompt injection, and why is it a concern when building a business
application that uses an LLM — can you give an example of how it might

happen?

1
The candidate
cannot define
prompt injection or
confuses it with
SQL injection
without drawing
any meaningful
analogy, and
cannot provide a
relevant example in
the context of an
LLM-powered
application.

3
The candidate correctly
defines prompt injection
as a user attempting to
override or manipulate
the system prompt
through crafted input,
and gives a basic
example, but cannot
describe mitigation
strategies.

5
The candidate
clearly defines
prompt injection,
provides a concrete
and realistic
example (e.g., a
user embedding
instructions in their
input to make the
model ignore its
system prompt or
reveal confidential
instructions), and
describes at least
one mitigation
strategy such as
input sanitization,

Page 10 of 25
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IS EN Interview Guide

strict output
validation, privilege
separation, or
sandboxing tool
access.

Results by Topic for Al System Guardrails, Security & Responsible Deployment

Input/Output Validation & Content 0 of 4 Correct
Filtering:
Al Monitoring, Access Controls & 2 of 4 Correct

Responsible Deployment:

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 11 of 25
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API Integration, Data
Engineering & System
Connectivity

Score: 90
il 35 50 55 o] 100
Description:

Addresses the practical skills needed to connect
Al components to external data sources,
services, and business systems through APls,
data pipelines, and integration patterns. This
includes ingesting and preprocessing data for Al
consumption, managing data flows between
services, and ensuring that Al applications can
reliably read from and write to the systems they
are embedded in.

Interpretation:

Candidate should achieve superior job
performance in this area with little or no
training.

The candidate exhibits an advanced and
comprehensive mastery of APl integration, data
engineering, and system connectivity within Al-
enabled environments. They are well-equipped to
architect robust data pipelines, lead complex
integration efforts, and ensure seamless, reliable
connectivity between Al components and the
broader ecosystem of external data sources and
business systems.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

How would you design a data ingestion pipeline that keeps the knowledge
base of a RAG system up to date as source documents change, and what
challenges would you anticipate and address?

1

The candidate
describes only a
one-time batch
load of documents
without addressing
incremental
updates, change
detection, re-
embedding of
modified content,
deletion of stale
records, or pipeline
scheduling and
monitoring.

9
3

The candidate identifies
the need for incremental
updates and describes a
basic approach such as
polling for changes or
using timestamps, but
does not fully address
document versioning,
deduplication,
embedding consistency,
or failure recovery.

5

The candidate
describes a well-
designed pipeline
covering change
detection (e.g.,
webhooks, polling,
CDC), incremental
ingestion with
deduplication and
versioning, re-
chunking and re-
embedding of
changed
documents,
deletion or
invalidation of stale
vectors, pipeline
scheduling and
monitoring, and
handling of failures
— demonstrating
practical data
engineering
competency in the
context of Al
systems.

When building an Al application that needs to pull data from an external
source — like a company database or a third-party APl — what are the basic
steps you would take to make that connection work reliably?

Vg

1
The candidate
provides a very
vague answer (e.g.,
'just call the API')
without
mentioning
authentication,
error handling,
data formatting, or
how the retrieved
data would be
prepared for use by
the Al component.

Vg
3

The candidate describes
the basic mechanics of
making an API call and
handling a response, and
mentions
authentication, but does
not address data
validation,
transformation for Al
consumption, rate
limiting, retries, or
monitoring.

Vg
5

The candidate
describes a robust
integration
approach including
authentication and
credential
management,
request/response
handling, data
validation and
transformation
(e.g., cleaning,
formatting for
embedding or
prompt injection),
error handling with
retries and
fallbacks, rate limit
awareness, and
logging —
demonstrating
readiness to build
production-grade

Page 12 of 25
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IS EN Interview Guide

integrations.

Results by Topic for API Integration, Data Engineering & System Connectivity
API Integration & Service Connectivity: 1 of 2 Correct

Data Ingestion, Preprocessing & Pipeline 2 of 3 Correct
Management:

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 13 of 25
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Large Language Model
(LLM) Integration &
Prompt Engineering

Score: 82
il 35 50 55 o] 100
Description:

Covers the practical knowledge required to
integrate large language models into business
applications, including selecting appropriate
models, constructing effective prompts,
managing context windows, and controlling
model outputs. This is a foundational skill for
building Al-enabled applications and is applied in
nearly every stage of development.

Interpretation:

Candidate should achieve superior job
performance in this area with little or no
training.

The candidate exhibits a comprehensive and
sophisticated command of the technical concepts
required to build, deploy, and maintain secure,
scalable, and highly functional Al-enabled
business applications. Knowledge spans the full
breadth of the domain, including advanced topics
such as Al agent design, multi-stage workflows,
LLM integration, Retrieval-Augmented
Generation, and system guardrails, reflecting the
level of expertise expected of a highly proficient
practitioner in Al-enabled systems engineering.

Walk me through how you would design and iteratively refine a prompt for
an LLM that needs to extract structured data (e.g., key fields from a customer
support ticket) reliably and consistently in a production application.

1
The candidate
describes a basic
prompt without
addressing
consistency,
structure, or
iteration. They do
not mention output
formatting,
validation, or how
to handle edge
cases.

3
The candidate describes
using clear instructions
and possibly few-shot
examples to guide the
model, and mentions
testing the prompt
against varied inputs,
but does not address
schema enforcement,
fallback handling, or
systematic evaluation.

5
The candidate
outlines a
structured
approach including
defining the
desired output
schema (e.g.,
JSON), using
system and user
message roles,
incorporating few-
shot examples,
testing against
diverse and
adversarial inputs,
using output
parsers or
validation layers,
and iterating based
on failure analysis
— demonstrating
production-
readiness thinking.

Can you describe what a prompt is in the context of working with a large
language model, and give an example of how you might write a prompt to
get a useful response from an LLM in a business application?

1
The candidate
provides a vague or
incorrect
description of a
prompt, or gives an
example that is
generic and shows
little understanding
of how prompt
structure affects
model output.

3
The candidate correctly
describes a prompt and
provides a reasonable
example, but does not
demonstrate awareness
of techniques such as
role assignment, few-
shot examples, or
output formatting
instructions.

5
The candidate
clearly explains
what a prompt is,
provides a well-
constructed
example relevant
to a business use
case, and mentions
at least one
technique (e.g.,
system messages,
few-shot
prompting, output
constraints) that
improves response
quality and
reliability.

Results by Topic for Large Language Model (LLM) Integration & Prompt Engineering
0 of 3 Correct
LLM Integration & Output Management: 0 of 2 Correct

Prompt Construction & Optimization:

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 14 of 25
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Retrieval-Augmented
Generation (RAG)

Systems
Score: 65

il 35 50 55 o] 100
Description:

Encompasses the design, implementation, and
maintenance of systems that enhance LLM
responses by retrieving relevant external
information from knowledge bases, vector

databases, or document stores at inference time.

RAG is one of the most widely used architectural
patterns in production Al business applications,
enabling models to access up-to-date and
domain-specific knowledge.

Interpretation:

Candidate should achieve above average job
performance in this area with little or no
training.

The candidate exhibits a solid and proficient
understanding of Retrieval-Augmented
Generation systems, including the integration of
vector databases, knowledge bases, and
document stores within production Al
applications. They are well-positioned to
independently contribute to the design,
implementation, and maintenance of RAG-based
architectures with minimal oversight.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

Describe the end-to-end architecture of a RAG pipeline you would build for a
business application, and explain the key decisions you would make at each
stage — from document ingestion to final response generation.

1

The candidate
describes only a
high-level flow
(store documents,
search, ask the
LLM) without
addressing
chunking strategy,
embedding model
selection, vector
database choice,
retrieval ranking,
prompt
construction with
context, or
response quality
evaluation.

9
3

The candidate describes
most of the major stages
including document
chunking, embedding,
vector storage, similarity
search, and context
injection into the
prompt, but does not
address trade-offs such
as chunk size, hybrid
search, re-ranking, or
handling retrieval
failures.

5

The candidate
provides a
thorough pipeline
description
covering document
preprocessing and
chunking
strategies,
embedding model
selection, vector
database indexing,
hybrid or semantic
search with
optional re-ranking,
dynamic prompt
construction with
retrieved context,
handling of context
window limits, and
evaluation of
retrieval and
generation quality
— demonstrating
practical
production
experience.

In simple terms, can you explain why a business might use a Retrieval-
Augmented Generation (RAG) approach instead of just sending a question

directly to an LLM?

N

1

The candidate
cannot explain the
concept or gives an
incorrect
explanation, such
as confusing RAG
with model fine-
tuning or being
unable to articulate
why retrieved

context improves
responses.

N
3

The candidate correctly
identifies that RAG
allows the model to
reference external
documents or data not
in its training set,
improving accuracy for
domain-specific
questions, but cannot
describe the retrieval
mechanism or its
components.

Mg
5

The candidate
clearly explains
that RAG grounds
the LLM in
relevant, current,
or proprietary
information by
retrieving
documents at
query time,
reducing
hallucination and
enabling use of
private data — and
can name the core
components: a
retriever (e.g.,
vector search), a
knowledge store,
and the LLM that
synthesizes the
answer.

Page 15 of 25
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IS EN Interview Guide

Results by Topic for Retrieval-Augmented Generation (RAG) Systems

Retrieval Pipeline Design and 2 of 3 Correct
Optimization:

RAG System Evaluation and Quality 2 of 3 Correct
Assessment:

Personality Characteristics Detail

This section contains a list of personality characteristics that are frequently associated with job performance. Remember, these
are not skills and do not indicate the ability to do a job. Rather, they can be used to evaluate the candidate's fit with the general
needs of the job and the organizational culture. Sample interview questions are provided to gather more information.

Detail Interview Guide

Adaptability

Score: 98
Describe a time where you had to adapt to some significant changes at work.

h_! How did you feel? How did you handle the change?

o 3|/ W 65 & 100
Description: W Pt W e W
This scale reflects how accepting a person is of 1 2 3 4 5
frequent or substantial changes in his or her job Feelings: Strong Feelings: Unfazed or Feelings: Excited or
requirements. Changing work requirements Dislike or Very Slightly Resistant. Comfortable.
usually cause stress and put pressure on an Resistant. Weren't Handled the situation & Handled the
individual to adapt. High scorers usually thrive able to handle the change only impacted situation well and
under changing work conditions, while low change or needed their work in a minor in a way that didn't
scorers may burn out or become paralyzed. In significant help. way. interfere with their
more stable job circumstances, high scorers may work.

become bored, while low scorers would remain
satisfied.
Interpretation:

The candidate's score in this area should

contribute to enhanced overall job performance. What are some of the techniques you use to keep yourself from getting

burnt out when faced with ever-changing conditions?
Thrives on change. Sees self as very flexible and

easy-going. However, he or she may often be Mg N1 vy N7 Mg
perceived as disinterested, unmotivated, or too o N o o o
easy-going in times of upheaval. 1 2 3 4 5
Candidate doesn't Candidate is only able to Candidate explains
have an effective explain one effective multiple effective
technique to keep technique to keep them techniques
them from getting from getting burnt out. allowing
burnt out. themselves to not

get burnt out.

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 16 of 25
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Drive
Score: 70
— L
0 %5 5 = o] 100
Description:

This scale reflects the degree to which an
individual will work hard to achieve goals and
solve critical problems in the organization. High
scores on this scale indicate a person will be
diligent in their work and use all necessary
sources to solve problems. Low scores on this
scale indicate a person may be unenthusiastic
about work and may struggle with complex tasks
and challenges.

Interpretation:

The candidate's score in this area should
contribute to enhanced overall job performance.

Motivated by challenging goals and tasks,
financial reward, and/or recognition, and willing
to work hard to succeed. Focused on
understanding and following guidelines, personal
achievement, and meeting or exceeding quality
and production standards.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

Describe a time when you had some extra time available at work. How did
you use this extra time?

3 4 5

Used their time in a Used time in a

work related way, but beneficial way and

those efforts didn't added value to the

demonstrate hard work organization.

or added value (easy). Showed ability to
work hard and
willingness to put
in extra effort.

1 2
Did not use their
time in a beneficial
way, or in a way
that added value to
the organization.

How do you react when you are faced with obstacles while trying to achieve
a goal? How do you overcome them?

1 2 3 4 5

Reaction: Reaction: Ready but not Reaction: Excited
Overwhelmed. excited. Candidate and ready.

Candidate shows
they are able to
overcome the
obstacle by putting

shows they are able to
overcome the obstacle
but only by doing the
bare minimum.

Struggles to come
up with a clear way
to overcome the
obstacle and

doesn't in extra effort and
demonstrate hard being diligent.
work.
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Integrity
Score: 10
v — L
0 %5 ] [ foal 1060
Description:

This scale reflects the degree to which an
individual acts positively towards the
organization, avoids unnecessary risk, and,
simply put, does the right thing. High scores on
this scale indicate a person will act in the
organization’s best interest, follow the rules, and
work hard under limited supervision. Low scores
on this scale indicate a person may engage in
risk-taking behaviors, work to undermine the
organization, and only do the bare minimum.

Interpretation:

The candidate's score in this area indicates risk of
a negative impact on performance for some jobs.
Additional probing is strongly recommended.

Distrusts the organization and management.
Frequently assumes new ideas or changes will
have a negative individual impact. Can be
defensive regarding his or her own work, or show
hostility towards management or company
policies. May take unnecessary risks on the job.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

What circumstance(s) might cause you to withhold information from your
supervisor? How would you judge whether doing so would be justified?

Y Y it o i
1 2 3 4 5
Shows that they Explains only situational Explains only
are not concerned circumstances. situational
about ethics or Judgement does not circumstances, or
organizational stem from an ethical no circumstances.
values/rules. standpoint. Judgement stems

from ethical
standards.

Do you think it's ever okay to withhold information from your supervisor?
How would you judge whether doing so is okay or not?

Y Y o v N
1 2 3 4 5
Answer shows that Explains only situational Explains only
they are not circumstances. situational
concerned about Judgement does not circumstances, or
ethics or stem from an ethical no circumstances.
organizational standpoint. Judgement stems

values/rules. from ethical
standards.
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Resilience
Score: 98
— M
4] ) 50 L] A 106
Description:

This scale reflects the degree to which an
individual can withstand adversity, bounce back
from difficult events, and be persistent in doing
work tasks despite difficulties that come their
way. High scores on this scale indicate a person
will likely be able to deal with difficult situations
with ease, perceive they have control over
events in their life, and continue to push forward
to achieve goals. Low scores on this scale
indicate a person may claim that
mistakes/failures were out of their control. Low
scorers tend to not cope well with on-the-job
stress and don't put in the extra effort to achieve
success when obstacles come their way.

Please note that resilience is not a fixed trait.
Unlike many other personality characteristics,
resilience can be developed over time.
Additionally, multiple factors can influence how
resilient a person is within a specific situation. In
recognition of these features, additional probing
using suggested interview questions is strongly
recommended.

Interpretation:

The candidate's score in this area should
contribute to enhanced overall job performance.

Responses indicate that the candidate can
effectively work through difficulties at work by
exhibiting positive emotions, having control over
the events, being proactive, remaining hopeful,
and learning from the experience. Candidate can
always be expected to push forward to achieve
their goals, even when obstacles come their way.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

Describe a time when something at work/school didn't go as planned. How
did you feel? How did it impact your work moving forward?

1
Feelings had a
negative outlook.
Event impacted
their work in a
negative way, they
weren't able to
learn from it or
persevere.

3
Feelings are true to the
situation. Event
impacted their work in a
negative way but were
able to learn from it and
persevere.

5
Feelings are true to
the situation but
with a positive
outlook. The event
impacted their
work in a positive
way or didn't
impact their work
atall.

How do you normally react to bad news?

1
They get upset and
don't know how to
work through the
challenges.

3
They get upset, however
they see the positive
outlook and have a plan
to fix the challenges.

5
They are able to
see the positive
outlook in the long
run and it doesn't
impact their work.
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Teamwork
Score: 75

Describe a time when you worked in a team. What was your role? How did

L_ you delegate tasks with the other team members?

a 25 50 & &1 M
Description: P P 0 0 P
This scale reflects the degree to which an 1 2 3 4 5
individual works well with teams and maintains They describe their They describe their role They describe their
positive interpersonal relationships. High scores role in a way that in a way that doesn't role in a way that
on this scale indicate a person will thrive in does not show show significance. shows significance.
collaborative team settings and maintain high- significance. Delegation tactics were Delegation tactics
quality relationships with coworkers. Low scores Delegation tactics efficient and helpful. were efficient and
on this scale indicate a person will prefer working were not efficient helpful.
on individual projects and may struggle to or helpful.
maintain close working relationships with
colleagues.
Interpretation:

The candidate's score in this area should

contribute to enhanced overall job performance. Do you prefer working in teams or by yourself? Why?

Actively cultivates relationships. Comfortable T7 S 57 57 T7

meeting new people and sensitive to how others o . o o .

feel. Works with colleagues and seeks input to 1 2 3 4 5

develop friendships and meet goals. They choose teams They feel they would Response reflects
or individual and work well in either rational reasons for
feel they would be environment but are why they prefer
incapable of unable to back that up teams, individual,
working in the with rational reasons. or both. They feel
opposite they would work
environment. well in either

environment.
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Emotional Intelligence Detail

This section contains a list of emotional intelligence characteristics that indicate how tuned in a candidate is to his or her own
emotions, and those of others, as well as the candidate's ability to control his or her behavior in light of the emotions he or she
is experiencing. These traits can often impact performance in groups or teams. Sample interview questions are provided to
gather more information.

IS EN Interview Guide

Empathy and Emotional
Self-Control

Score: 63

o i = 65 0 100 N Y T Y7 N

How well can you sense how others around you are feeling? How do you use
this information when interacting with them?

Description:

This scale reflects both the ability to sense and
understand other people's feelings, feel
sympathy for others, and see things from other
people's point of view, and the ability to manage
the desire to satisfy urges or impulses, showing
restraint and managing behaviors to ensure
appropriate and effective interactions with
others.

Interpretation:

The candidate's score in this area indicates
neither a positive nor a negative impact on
performance.

Demonstrates moderate strength in sensing the
emotional needs of others, sympathizing with
other people's problems, and seeing things from
other people's point of view. Likely to generally
be effective at demonstrating to customers or
coworkers that they understand and care about
them, maintaining current levels of customer
loyalty, work relationships, and conflict in the
workplace.

Copyright 2026, HR Avatar, Inc. All Rights Reserved.

1

Demonstrates that
they are unable to
sense how others
around them are
feeling.

3

Provides examples on
how they are able to
sense other's feelings.
They don't use this to
show understanding and
care.

5

Provides examples
on how they are
able to sense
others' feelings.
They use this to
show they
understand and
care about them.

What do you typically do when you are working closely with someone who is

very upset?
N
1
They have an
inappropriate
response and don't
demonstrate

understanding or
care.

Vi
3

They (1) have an
appropriate response
and (2) demonstrate
understanding but
unable to show the
customer that they care.

N

5
They (1) have an
appropriate
response (2)
demonstrate
understanding and
(3) show the
customer that they
care.
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Behavioral History Detail

This section evaluates answers the candidate gave concerning his or her work-related history. Studies often show that a
candidate''s past behavior often indicates his or her future behavior. Potential caution areas (if any) are specified in each detail

section.
Detail Interview Guide
History Survey -
Performance
Score: 96 How does your work compare with your peers? Do you produce more or
less? How do you know?
0 3k 50 &5 &0 100 3
Description: 1 2 3 4 5

Evaluates elements of the candidate's past work
and education history to identify indications of
high or low performance potential.

What kind of feedback have you received about your performance from your

Interpretation:
managers and your peers?

The candidate's score indicates past behaviors
that contribute to high job performance.

Exhibits past behaviors and achievements that 1- 2. 3. 4. 5-
are likely to enhance job performance.

The following potential performance risk areas
were identified:

Below average productivity history
Below average performance reviews

Further probing is recommended for each of
these items.

History Survey - Tenure

Score: 97
Review your last few jobs with me, explaining why you left the old job and
L_l what attracted you to the new one.
—
0 35 0 &8 B0 100
Description:
Evaluates a candidate's past employment history 1 2 3 4 5

and related factors for indications of potentially
low job tenure.

Interpretation:
. What is the longest distance you have had to commute to work? What did

The candidate's score indicates past behaviors o cliing de te? How | did k that iob?
that contribute to high job performance. LRIl I v S e alend R e e A U

Exhibits behaviors likely to result in longer than LTl - L 1 1
average job tenure. 1 2 3 4 5

The following potential performance risk areas
were identified:

Frequent job changes
Potential long commute

Further probing is recommended for each of
these items.
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Identity Confirmation Photos

The following photos of the candidate and any identification were uploaded during the assessment session.

Photo Analysis Results

- Risk: Medium risk of cheating based on image inconsistencies
- Percent match among processed faces 100%

- Total images processed 17

- Total images with valid faces 14 (82%)

- Total pairs of faces compared 13

- Pairs in which faces matched 13 (100%)

In-Test Error Detected (No In-Test Error Detected (No
Face Detected) Face Detected)

In-Test Photo In-Test Photo

In-Test Error Detected (No
Face Detected)

In-Test Photo Pre/Post-Test Photo

Copyright 2026, HR Avatar, Inc. All Rights Reserved. Page 23 of 25



©hr

w |llumin

avatal' Test Results and Interview Guide

ating Talent

Resume or CV

Summary Updated on

Motivated career professional with extensive experience in office administration and management. Proven track record of
improving efficiency, reducing costs, and enhancing office operations through strategic initiatives and technology
implementation.

Objective

I am seeking a role where | can use my many skills and my exceptional judgment and empathy for customers to make a
difference to a growing company.

Education
e Associate of Applied Science in Office Administration, Portland Community College, 2020

Experience

e General Office Clerk, Paramount Office Management, 09/2023 — Present
e Administrative Assistant, Global Enterprises Inc., 04/2021 — 08/2023
e Administrative Assistant, Innovative Business Solutions Ltd., 07/2019 — 03/2021

Other Qualifications

e Microsoft Office Specialist (MQOS) Certification
o Certified Administrative Professional (CAP)
e International Association of Administrative Professionals (IAAP) Certification
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Report Preparation Notes

e Hiring decisions should never be based on a single source of information. The most effective use of this assessment
report is as a part of a multi-faceted program of candidate evaluation that includes resume review, interviews, and
reference checks.

e Qverall vs Percentiles Scores: The overall score reflects the success in the test, based on the mean (average) and standard
deviation of the test scores. The percentile score reflects the percentage of test-takers who scored equal or below this
overall score. We recommend you use the Overall Score as your primary evaluation criteria. However, percentile scores
can often be useful in comparing specific candidates against one another and with a group, such as for test takers in a
certain organization or within a certain account.

¢ Note that comparison information is calculated based on completed instances of this assessment at that time the
assessment is scored. As additional instances are completed, the comparative data may change. You can always update a
report to the current values by clicking on 'Recalculate Percentiles' within the online results viewing pages at
www.hravatar.com.

e Most competency scores are norm-based, which means that they can be interpreted in terms of their distance from the
average or mean score. For all scales, a score equal to the mean receives a score of 65 and scores above and below this
value are set so that a score change of 15 equals one standard deviation.

e For linear competencies, higher is better across the entire scale. For these scales a score between 65 and 80 (light green)
represents O to 1 standard deviation above the mean and a score above 80 (dark green) represents more than one
standard deviation above the mean. Similarly, a score of 50 - 65 (yellow) represents 0 to 1 standard deviation below the
mean, while a score of 35 - 50 (orange) equates to 1 to 2 standard deviations below the mean, and a score below 35
represents more than 2 standard deviations below the mean.

¢ This assessment makes use of data from the Occupational Information Network (O*NET), which is funded by the U.S.
Federal Government - U.S. Department of Labor/Employment and Training Administration (USDOL/ETA) - as a primary
source of occupational information. The O*NET database contains information on hundreds of standardized and
occupation-specific descriptors that are continually updated by ongoing research. These data are used in preparing
descriptive information as well as setting relative weights between competencies used in calculating the overall score. For
additional information about O*NET, visit http://www.onetcenter.org.

e O*Net Standard Occupational Code (SOC) Used: 15-1299.08

e O*Net Version: 30.3

e Sim ID: 20422-1, Key: 0-0, Rpt: 13, Prd: 9510, Created: 2026-05-23 11:53 EDT

e UA: Mozilla/5.0 (Windows NT 6.3; Trident/7.0; Touch; rv:11.0) like Gecko
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Notes

(This area is intentionally blank - it's reserved as space for your notes.)
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