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HUB International TriMetrix Learning Bite – Video 3 
 
[00:00:02] Hi there, welcome to Hiring with TriMetrix. This is Video 3 of 3 of learning 
bites specifically for HUB International. This video is for all levels of TriMetrix expertise 
and want to make sure you don't miss Videos 1 and 2. These are all short versions, less 
than 20 minutes of training. We also have the audio file that goes with each of these for 
on the go listening. And we have the take home tool that is the Hiring Resource 
Document that is, lets you take the training with you. 
 
[00:00:36] Today we're going to cover 5 areas of impact performance. This is a great 
model to think about helping others be successful and to think about when you're 
thinking about fit. We're going to talk about how to conduct a hiring manager debrief 
conversation. So you assess the candidate, you've picked out the Superior Performance 
Attributes, you've seen where there's matches and there's gaps, now, what do I do with 
this information? How do I share it? What do I do next? And then I'm going to share 11 
tools that will help accelerate and deepen your hiring and interview expertise. 
 
[00:01:06] Hiring and interviewing is so important. It's the silent killer of productivity and 
profitability. So when people aren't a match to a role, they struggle. So there's your 
trouble or challenge with productivity. And when they're not a match in the hiring 
process and they end up in a role, it's very expensive to have to find a new position for 
the person, and or let the person go. So these tools are designed to help you continually 
grow your expertise. It's something that we just continually have to work on is helping us 
focus on fit, making sure we stay focused on getting the right people in the right seats 
and TriMetrix is one of the tools that we use to help you do that. 
 
[00:01:51] Want to talk about 5 areas that impact performance, in the other videos we've 
talked about the car analogy and this is what TriMetrix measures, how we drive, gas in 
tank and horsepower. And so we want to focus on those because we are using 
TriMetrix and we want to consider those when we are hiring. But the other areas that 
are impactful to performance is roads traveled and future plans. "What's my 
background, what's my knowledge, what's my experience and where do I want to go?" 
And so if any of that is not a match, someone will struggle in the role and we need to 
help them get development support or maybe put them in another role, or maybe not 
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hire them. Another thing that's important to performance is culture and team, where are 
they parked? Are they going to work well with the team that's there, with the kind of 
environment, with the culture within HUB International? All 5 of these areas are insight 
and information that can help you make a great selection and help you focus on fit, it 
can also help you figure out how to help others be successful if they're challenged in the 
role. And we have many tools to help you increase development and growth within 
DISC, motivators and horsepower. But you want to just think about all of these areas. 
It's not always a training class that's needed to gain knowledge. Sometimes it's 
something else that might not be working. So keep this model in your back pocket as 
you're trying to help others be successful and as you're making hiring decisions. 
 
[00:03:22] Here's an example of how to use the 5 areas of fit. When you look to the left, 
you'll see the TriMetrix areas that are highlighted, gas in tank, how they drive, under the 
hood. But also the 2 new areas that I'm reminding you of that are being shared today, 
roads traveled, future plans, and where they're parked and overall fit to the role. We've 
got 2 candidates; we've got Sam and Jane. And I'm just quickly showing you how this 
works. So, Sam, here's where we've got a fit, and here's where we have some question 
marks. So roads traveled, some that's a good fit. Gas in tank, there's some mismatch. 
Under the hood, there's some items that were scored poor. And then there was some 
question from the interview team about fit in the culture based on different things that 
Sam shared in the interview. So we've got some questions. We know where we need to 
follow-up, and so we will follow up in those areas and have very specific interview 
questions. And if we hire Sam, we will have very specific opportunities for growth that 
we can focus on and know where we need to go with that.  
 
[00:04:24] With Jane, we've got Jane is fitting everywhere. She doesn't quite have the 
background and experience. So maybe if Jane's going to be hired, then we know we're 
going to help Jane get the experience through mentoring, maybe through some 
courses. So we figure out, and this is how we use the 5 areas of fit, we can figure out 
how we can help people be successful, figure out whether they're fit or not. 
 
[00:04:49] Now, how do we hold a hiring manager conversation? As I mentioned, you've 
assessed the candidate, you have used the Superior Performance Attributes 
Worksheet, and now you need to share the results. The 1st step is always, as a great 
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facilitator, if you're working with a hiring manager or an interview team, there needs to 
be some discussion about what they like about the candidate and what concerns they 
have, as opposed to just walking in and saying, "Let me tell you how they scored." Get 
some feedback from them if you haven't already got it or recap it if you have and then 
go into what you've discovered. And then here's where we're going to review the top 
priorities and Superior Performance Attributes for the role. So we're going to talk about 
those. And hopefully you've been able to talk to the interview team or to the hiring 
manager about what was selected. So you want to remind them of that. 
 
[00:05:38] The next step is to talk about where the candidate matched those areas and 
where there were potential gaps. And then you talk about is there a risk, and that would 
look like this. So if you were going to do a summary sheet, it would look like this. If it's 
Account Coordinator, here is the top priorities to the to the left and remind the hiring 
manager, "You shared that these are most important. And from that, we selected this 
template, 7 personal skills, 1st one's Customer Focus and 3 motivators, we said that 
these things are most important based on these priorities and your feedback. And then 
here's the communication style that we need on the job now." 
 
[00:06:17] Sandy Sample, here's how Sandy Sample scored, had a poor score in 2 
areas that seemed very important and a poor score in Traditional Regulatory, matched 
every other area. So that would be how you would summarize what you found. 
 
[00:06:34] And then the last thing you would do is after you've had a conversation, you 
could discuss those and you can read the definition where they didn't match, go back 
and read from the assessment what it says about Customer Focus and the areas, 
what's the definition? And then there are sample interview questions you can use for 
any of the gap areas. It was interesting. I had a HUB Leader tell me that they like the 
interview questions to help them be a better business partner to the people that they 
support in the interviewing and hiring process. So it gives them something to do to 
specifically follow up on and to help make the decision in the 2nd interview whether this 
person is going to be hired or not hired. And for this Sandy Sample, Customer Focus 
was one that was very important to the job and Sandy didn't match it. And so there are 5 
or 6 questions in the interview questions, and I'll show you where you can access those 
in a moment. But I pick 2 of my favorite. There's the definition of Commitment to 
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Customer Satisfaction. And what you want to do with these interview questions is 
encourage people, these are competency, behavioral based interview questions. And 
what you want to do is encourage the hiring manager to use them and to listen to the 
answers and to press for examples. Past behavior predicts future performance, so 
they're very good, focused interview questions. 
 
[00:07:50] Another key part of the job was Planning and Organization, and Sandy 
Sample didn't score very strong there. So they still liked her as a candidate, so they're 
trying to figure out, "Okay, let's go back and talk about this, see if we can get some 
examples and see if we can get more comfortable with this." Part of the job was about 
following and enforcing the rules, and so we she didn't score strong in that. So we want 
to just kind of test the waters on that and see if that's going to be a problem within the 
role and what the expectations are, always keeping in mind the job when we're 
answering the questions, or asking the questions and thinking about their answers.  
 
[00:08:27] Want to let you know that if we hired Sandy Sample, I want you to take a 
note of this page, pricelessprofessional.com/learningbites. Learning bites is lowercase, 
all one word. Those are development tools. So for Customer Focus, so we say, say we 
said, "Okay, there's some risk there because Sandy Sample did not match some key 
attributes, but we really think she would be a good fit because of culture and 
background. And there are so many things that we liked about her and we need to fill 
this position. We're going to hire Sandy Sample, but we're going to help her grow in her 
understanding of Customer Focus." And this is just a screenshot from a dropdown box 
on that learning bite's page, pricelessprofessional.com/learningbites. There's a 
workbook, video and several articles that can help people grow their Customer Focus. 
So maybe in the mentoring of Sandy Sample and the onboarding, we would make this 
as part of the onboarding process, to help her be successful and understand these 
skills. These workbooks are real good, so go check those out. 
 
[00:09:32] We have the TriMetrix Hiring Reference Document that has the information in 
here. We've been sharing it with you and the different videos and we're in Step 4. This 
is the last part of of the document. There is an overview on the hiring manager process. 
You'll see that here. And I do a 2-minute video as a reminder. So 2 months down the 
road when you need to pick this up again, there's a 2-minute video. There's the 
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TriMetrix interview questions, they're all alphabetical and they are based on science. 
You'll see horsepower first, and you'll be able to find those and use those. 
 
[00:10:08] We also have a tool that I haven't talked about yet, but it's how to conduct a 
revealing reference check if you're hiring an executive level position or high impact 
position, this process could be very helpful. I've had many executives use this and it 
worked. So I want you to know that that's there. There's a link to it. 
 
[00:10:26] And then last but not least, if you would like to become more expert in the 
assessment and move from being competent to proficient and maybe even an expert, 
here are some graphs. These are graph-reading cards. They give you more information 
about the different sciences. The 1st one is for under the hood, the 2nd one is for gas in 
tank, and the 3rd one is for how we drive. So if you're interested in learning more about 
the graphs, these are some tools for you. And I want to just show you what they look 
like. This is the how we drive memory jogger car. This is the gas in tank memory jogger 
card. And it just tells you, you can look it up and see what the tendencies are or the 
behaviors are with the most interested in, what the stressors are. Tells you a little bit 
more about 1 and 2, and number 6, what they most want, number 1 and 2 is gas in 
tank, I like it, I want to do it, I'm interested in it. Number 6 is empty tank, I don't really like 
it, I can do it, but I don't want to do it 5 days a week. And then this is the horsepower 
and dimensional balance graph document. 
 
[00:11:35] I told you that I would share with you some interviewing and hiring tools and 
reminded you of the importance of interviewing and hiring. What we've covered in these 
3 videos are these tools here and those are immediately available and hopefully will 
help you be successful with TriMetrix. There is a good eBook that, The Three Biggest 
Mistakes Interviewers Make. Maybe that becomes something you review in your 
meetings if a lot of people are interviewing. The 3 biggest mistakes are made all the 
time. They're quick to understand and there's a link there that you can download that 
little PDF eBook. I also wrote a book on How to Hire Superior Performance, and you 
can use this link to access it. There's an email program that they'll send you a tip, a tip 
of the day, until you get through all the 70 tips or best practices. There's a quiz about 
mistakes. There's a link to that. There's the Conducting Revealing Reference Checks. 
That document is in your Hiring Resource page for TriMetrix. And I have a podcast with 
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episodes that are related to TriMetrix, so if you love to learn or take walks and listen to 
podcasts, check that out. 
 
[00:12:42] TriMetrix helps you focus on fit. That's what we're focused on here today. 
Hopefully you're fully convinced that that matters and that you feel like you have the 
tools and resources to help you do that. Basically, what we want to know is, are they 
going to be happy? Are they going to be productive? Will they stay on their job? Will 
they contribute their talent generously? That's what we're trying to determine before we 
really know them. And so these tools are all designed to help us, TriMetrix is so much 
more than just an assessment, it's an opportunity to help people be successful and help 
people be productive and help your business thrive. Reminding you of the 5 areas of 
impact, use that use this model to help you understand how you can help others 
succeed in the role. And this is Video 3 of 3; these are your learning bites. My name is 
Suzie Price. I'm Suzie at suzie@pricelessprofessional.com, if you have any suggestions 
or questions. And thank you for being a Priceless client. 
 
 


