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The Personal Reference (PR) Process

Like the OBSERVED BEHAVIOR REVIEW (OBR) instrument, the PERSONAL REFERENCE (PRF) instru-
ment is used as part of the performance evaluation component of the AVA system. The PR evalu-
ates how an individual is perceived on a personal level using an adjective checklist. As its name
implies, the PR was intended for use in obtaining personality (behavioral) information about job
applicants from current and former employers.

PICTURE OF PERSONAL REFERENCE (PR) FORM)
The current PR instrument consists of 2 pages:

V' Page 1- Information about the rater (reference source) and ratee (applicant) and instructions
for completing the analysis.

V' Page 2- A list of 91 adjectives in which the reference source is asked to select those adjectives
describing the applicant.

The PR instrument takes approximately 10 minutes to complete and 3-5 minutes to score via a
computer. An Analyst can interpret those scored PR results within several minutes.

How has the PR instrument been used?

Today, we hear the term “360 degree” approach in evaluating employees’ performance. This ap-
proach generally utilizes performance evaluation information provided by 4 sources (SELF
(Employee), BOSS, PEERS, SUBORDINATES) to gain a composite view of that employee’s overall
contribution to the business. For years, that same “360” approach has been available to our cli-
ents through assessing the results of the Individual Analysis, JAR, OBR and PR instruments work-
ing in concert with each other.
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Other uses specific to the PR are:

We conveyed a marketing and training application whereby a client had its sales distributors
complete the OBR to determine a sales representative’s typical job behaviors (tasks) required to
ideally service the needs of their accounts. A second phase of that study involved the use of the
PR instrument. Participating distributors were asked to complete the PR addressing this state-
ment: “Put an “X” next to very word that you feel describes the ideal person to service your ac-
count”. From this information, the client derived the specific individual behavioral style reported
by each sales distributor to best service the needs of its account. Again, there were likenesses
within a sales distribution channel, but some significant differences between distribution chan-
nels. Like the OBR information obtained, the PR information gathered was very useful in develop-
ing valuable in-house training programs for sales representatives calling on various sales distribu-
tion channels. These in-house training programs aided the sales representatives in precisely de-
picting “key” behavioral attributes reported back by the sales distributors via the PR instrument.

Similar to the sales distributor study above, we have a banking client who used the PR instrument
to survey customers entering the bank. Customers were give the equivalent of the PR to volun-
tarily complete addressing this statement; “Put an “X” next to every word that you feel describes
the desired relationship you would like to experience with our bank”. From this study, a signifi-
cant number of PR instruments were completed, and their results tended to cluster around high
Vector 3 (V-3) behavior. With this information, the bank reduced the size of its annual report to
provide clear, but concise information to which the high V-3 tendency strongly relates. Addition-
ally, the bank emphasized the concepts of “team” and “family” much stronger in their promo-
tional materials. The bank considers this AVA based application to be an example of how AVA
has helped contribute to the success of its business.
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