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▪ Workplace Behavior Expert & Award-Winning Business Coach
▪ 30+ years of experience in Human Capital Management, Talent Optimization, 

Executive Coaching, Leadership Development, Talent Acquisition, Training, Executive 
Search, Talent Development, and Change Management

▪ Certified as a Talent Optimization Consultant, Workplace Behavioral Analyst, Business 
Coach, Corporate Trainer, Leadership Architect, Career Coach, Resume Writer, 
Interview Coach, Interview Architect, and Internet Recruiter

▪ Placed over 500 CEOs, Coached thousands of CEOs, Business Owners, and Executives
▪ 3-time CEO and Business Owner
▪ Top-Ranked Influencer on LinkedIn with over 25,000 followers
▪ Writes for Talent (TLNT.com), Raconteur, and the Business Section of The Huffington 

Post
▪ Featured in Money Magazine, Fortune Magazine, and Men’s Health
▪ Collaborator on the #1 Best-Seller, The NEW ROI (Return on Individuals)

Dave Nast



Business As Usual

Business Strategy Business Results

Improve

Business
Plan

Invest

Operate



Competitive Differentiators

Access to capital Operational excellence Access to information Product excellence



Design

Inspire

Hire



Take-Aways

People = Investment

Analytics = Awareness

Predict Performance = Prevent Problems



Talent Optimization

Business Strategy Business Results

Diagnose

Every good business has a 
strategy that demands 
results. What stands between 
success and failure is in the 
hands of its people. 

Talent optimization provides 
business leaders with a 
framework and tools to design 
culture, roles, and teams that 
maximize business results.

Design

Inspire

Hire

Informed Talent Decisions 



“Average managers play checkers, while great managers
play chess. The difference? In checkers, all the pieces are
uniform and move the same way; they are
interchangeable. You need to plan and coordinate their
movements, certainly, but they all move the same, on
parallel paths.

In chess, each type of piece moves in a different way, and
you can’t play if you don’t know how each piece moves.
More important, you won’t win if you don’t think carefully
about how you move the pieces.

Great managers know and value and unique abilities and
even the eccentricities of their employees, and they learn
how best to integrate them into a coordinated plan of
attack.”

—Marcus Buckingham

Are you playing Checkers or Chess?



Workforce Analytics = People Data

How can we maximize the ROI (Return On Individuals)?

Valuation Data: People
are Expenses on the 
Income Statement

89% of CEOs say that 
their most valuable 

Asset = their People

If People are the largest Expense and the most valuable 
Asset, then People are THE most crucial Investment in 

your business



Workforce Analytics = People Data

▪ How can we Predict Performance of Employees?

▪ What if we could…?

• Hire better and faster

• Onboard and train faster

• Reduce turnover and retain top talent longer

• Identify Change-Agents

• Define Benchmarks to find Alignment and ease 

operational friction

• Get Discretionary Effort from employees

• Uncover and mitigate Blind-spots

• Map Your Company’s Genome to prevent future 

problems

• Design and navigate re-organizations

• Take the guesswork out of Succession Planning

• Smooth out The Transaction- M&A, Integrations, 

Buying & Selling



The Current Talent Landscape:  Business Continuity

70% of CEO’s state the biggest challenge facing their business today 
is ensuring they have the “right person in the right seat”…

Triage/Response:
▪ Tourniquet- stop the 

bleeding
▪ Too tight = gangrene 
▪ Right-sizing
▪ Managing smaller 

workforce
▪ Scalpel vs Hatchet

“All business problems are people problems” – David Cancel, CEO of Drift

The New Normal:
▪ Managing Remotely
▪ From .72 to 1.2
▪ 70% will change jobs 

in next 12 months
▪ 17 – 11 = 6 months
▪ The Great Resignation 

& the cost of turnover

Recovery:
▪ Redistribution of work 
▪ Strategy alignment
▪ Engagement
▪ 12Q growth
▪ Covid fatigue
▪ Management by 

attrition: 31 vs 42

Why They Leave?
▪ 85% - Manager
▪ 10% - Money

“The grass is greener 
where you water it…”



The Predictive Index 

The Predictive Index has been in business for over 65 years, 
and our assessments are scientifically valid and reliable. 
Available in over 80 languages and scientifically validated 
for use in hiring and selection.

The Predictive Index assessments and recommended 
practices comply with:
▪ Equal Employment Opportunity Commission (EEOC) 
▪ Uniform Guidelines for the Development and Use of 

Personnel Selection Procedures (1978) 
▪ American Psychological Association (APA) 
▪ Society for Industrial and Organizational Psychology (SIOP) 
▪ International Test Commission (ITC) 
▪ General Data Protection Regulations (GDPR)

All of our assessments are scientifically validated against 
populations large enough to be used for any job, in any 
industry, in any location worldwide.



Assess the “Whole” Person

HEAD
Behavioral drives &
Cognitive ability

HEART
Passions, Interests &
Shared beliefs

BRIEFCASE
Education, Knowledge,
Skills & Experience

Workplace Performance
When we look at our people, we 
think about the head, the heart 
and their briefcase.

We frequently put too much 
emphasis on the briefcase—factors 
like where they were educated, 
what other jobs they’ve had. 

We don’t spend enough time 
understanding what makes them 
tick. 

The sad reality is that often people 
are hired for what they know and 
fired for who they are.





Not Scalable



PROVEN SCIENCE



Analytics vs Assessments

Assessments

Analytics

Not just observable behavior…

But what DRIVES the behavior…



How do you predict behavior?

People have 

DRIVES

Response to needs

BEHAVIORSDrives create

NEEDS



Working Late: People can masquerade

Driven to win
Driven by perception

Driven by precision



What Drives Behavior

Dominance: 
The drive to exert one’s influence on people or 
events

Extraversion: 
The drive for social interaction with other people

Patience: 
The drive for consistency and stability

Formality: 
The drive to conform to rules and structure



Reading a Behavioral Pattern

DOMINANCE

EXTRAVERSION

PATIENCE

FORMALITY

HIGHLOW



Dominance

“Allow me to include others.” “Let me put my mark on the idea.”

Needs High ALow A

Deferential     |     Supportive Determined     |      Assertive

Behaviors High ALow A



Extraversion

“Give me time to think it through.” “Let me discuss with others.”

Needs High BLow B

Private     |     Reflective Sociable     |      Influential

Behaviors High BLow B



Patience

“I am comfortable with pressure and 
change.”

“I am comfortable with 
familiarity.”

Needs High CLow C

Intense     |     Prompt Composed     |      Habitual

Behaviors High CLow C



Formality

“Don’t confine me to rules and 
structure.”

“Give me structure and 
framework.”

Needs High DLow D

Spontaneous     |     Flexible Diligent     |      Structured

Behaviors High DLow D



Understanding Workforce Analytics Data/Patterns

Self: One’s Natural Style/DNA Stable over time

Changes each time you 
take it- The Finger On 
The Pulse of your 
workforce

How they are showing 
up

Self-Concept:  How one perceives 
they need to adapt to their current 
work environment

Synthesis:  How one is seen

LOW HIGH
E: Independent Measure- How we make 
decisions (Objective vs Subjective)



Three key dimensions for any role

Is it critical that the 
person in this role 

understand people more 
or tasks/process more?

Does the job require dropping 
work to address surprises, or is 

time predictable and largely 
controllable?

Does one take risks in this role, 
keep an eye out for risk, or 

avoid risks? Is one accountable 
for results or activities?

RISKPACESTYLE



Job Target



Job Assessment

Shape job to behavioral requirements



The Job Target/Benchmark Tool

Clark Kent- CFO

Bruce Wayne- CEO

Barry Allen- COO

Diana Prince- VP HR

Hal Jordan- Coordinator

Looking for 
Alignment

Clark Kent

Bruce Wayne

Sales

Diana Prince

Barry Allen



Creating The Job Target

Tony Stark

Steve Rodgers

Peter Parker

Bruce Banner

Out of Alignment



Job Target



Job Target Report



Job Target Profile



Job Target

Attract Repel



Match a PI to the Job Target for a custom 
Competency-Based Interview Guide

Bruce Wayne



Match a PI to the Job Target for a custom Coaching Guide to ensure 
top performance, faster onboarding, & better promotions

Bruce Wayne



What else do workforce 
analytics measure?

▪ Perception of Risk:  risk equals opportunity or need to 
mitigate risk

▪ Decision Making:  quickly/easily or carefully/cautiously

▪ Need for Rules and Processes: minimal need or needs 
clarity around rules

▪ Response to Pressure: thrives under pressure or 
tentative/with caution

▪ Taking Action:  proactive or responsive

▪ Adapting to Change: adapts easily or takes time

▪ Communication: direct to the point or empathetic/social

▪ Delegating: authority and/or details- finds it hard or 
delegates easily

▪ Decision Making: objective (based on data/facts/logic) or 
subjective (based on gut/intuition)



Don’t accommodate 
differences.

▪ Increase ROI – Return on Individuals

▪ Move People from Liabilities to Assets

▪ Realize Discretionary Effort

Leverage them.



Using The Placard



What type of leader do you need?

START UP
Entrepreneurial Drive

Push Change
Compete

RAPID GROWTH
Organization Building While Multi-Tasking

Tension Between Democratic/Participative vs. 
Autocratic/Entrepreneurial

MATURITY
Expert Maintenance

Process Control
Task Management



Case Study:  Who 
would you hire 
and why?

You are the Hiring Manager at 
Oshkosh Bank looking for a 
new Client Relationship 
Banker…



See how your team’s behaviors work 

together with Group Analytics™



Sales Team

▪ Goal oriented 

▪ Proactive and driven

▪ Forward thinking and strategic

▪ Fast paced, quick to change

▪ Direct in communication

▪ Fast decision making

▪ Freedom from structure



Senior Team: 
At a Hospital

▪ Risk averse

▪ Careful and cautious

▪ Steady approach to 

change

▪ One thing at a time

▪ Compliance driven

▪ Focused on 

protecting hospital 

from risk



Group Analytics: 
Identify Blind-Spots 
on your Team



Group Analytics



Group Analytics - Strategy Insights



Group Analytics - Team Work Styles



Group Analytics - Communication



Group Analytics - Taking Action



Group Analytics - Decision Making



Group Analytics



Group Analytics



Group Analytics



Relationship Guide



Reference Profiles



Reference Profiles



Take the Guesswork out of 

Succession Planning



Succession Planning
CMO

VP Strategic 
Communication

VP Product 
Development

VP Demand 
Generation

Social Media 
Manager

Creative 
Director

Market 
Analyst

Product 
Manager

Marketing 
Program 
Manager

Content 
Marketing 
Manager
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Preparing for Sale

The Sell Side…



Mergers, Acquisitions, and Integrations
Envision the leadership team you want to acquire and integrate with…

The Buy Side…

CEO

CFO President COO

VP Finance Controller VP Sales VP Marketing VP Ops GMVP HR
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Mergers, Acquisitions, and Integrations
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The Buy Side…

CEO

CFO President COO

VP Finance Controller VP Sales VP Marketing VP Ops GMVP HR



Things to consider… 
what’s to come…

“The value of a business is a function of how well
the financial capital and intellectual capital are
managed by the human capital - so you'd better
get the human capital part right.”
– Dave Bookbinder, Valuation Expert & Best-Selling Author

Late last year, The Human Capital Management
Coalition, a global group of 25 organizations
representing $3Trillion in assets, submitted a
rulemaking petition to the SEC to adopt standards
requiring companies to disclose information on human
capital management policies, practices, and
performance. They are looking at everything from
workforce demographics, skills, stability,
retention/turnover, culture, productivity, engagement,
compensation, incentives, and more.



PI Cognitive Assessment™

12min timed 
assessment

Measures learning speed 
and the ability to manage 

complexity

Scientifically Valid



The assessment measures 3 factors of cognition:

Numerical Abstract Verbal

#



Environmental Complexity

Takes Time

CHANGE 

TIME

Learns Quickly

Due to Change in Business Environment

Environmental Complexity



Environmental Complexity
Customers, Product, Industry, Process

Takes Time

CHANGE 

TIME

Learns Quickly

Environmental Complexity



Assessment suite

Measures the Job
“Benchmark”

Measures the 
Drives of a Person

Measures the 
Cognitive Ability of a 

Person

The PI Cognitive 
Assessment™

The PI Behavioral 
Assessment™

The PI Job 
Assessment™



Take-Aways

People = Investment

Analytics = Awareness

Predict Performance = Prevent Problems



Questions?

dave@nastpartners.com


