
Personality vs. Behavior

PAIRIN’S PROCESS does not disenfranchise or bias against any class of applicant, protected 

or otherwise. Quite the contrary, when PAIRIN works with employers to gather objective/measurable 

performance data for current employees, we help the employer to bypass subjectivity. 

 

Objective metrics are not vulnerable to subjective biases because they are based on objective data,  

not any subconscious biases like finding the employee likable, knowing that the applicant came from the 

employer’s alma mater, attends their church, etc. Other selection process data points like resumes or  

interviews often exclude applicants based on subjective, non-data driven decisions, even though research  

has shown that those data points do not correlate well with job performance. 

 

The employees used to establish a performance baseline either have a history of meeting their objective 

performance goals or they do not. Using this process, PAIRIN creates the behavioral profile of the most  

successful employees that separates them from the least successful employees based on objective,  

measurable performance data. 

 

As a result, employers select employees based on their potential to perform  
well, not based on other potentially subjective data. As a result of our focus on objective 

metrics, the employer is protected against the tendency to “disproportionately exclude people in a particular 

group by race, color, sex, national origin, religion, disability, or age (40 or older).” In fact, adding PAIRIN to  

a company’s selection procedures protects the company to the degree that the metrics provided to PAIRIN  

are, in fact, based on objective metrics. Time and again our customers find that their workforce diversity 

increases because they have added PAIRIN’s objective data to their selection practices allowing them to  

ocus on proven metrics of success.



Personality Tests vs. Behavioral Assessments—What’s the Difference? 
Our clients often ask us to explain the difference between personality tests and behavioral assessments.  

We find that companies often use the words personality tests and behavioral assessments to mean the  

same thing, when in fact, there is a difference. According to the dictionary, personality is defined as the sum 

total of the physical, mental, emotional and social characteristics of an individual; behavior is defined as the 

response to stimuli. Not only is there a difference between personality tests and behavioral assessments,  

but equally important is the employer’s reason for administering one of these tools and what the employer  

is trying to determine. While personality tests attempt to identify an individual’s personality type, behavioral 

assessments expose information relative to the individual in one’s work environment. 

 
Personality Test 
With personality tests, after someone’s personality “type” is identified, it may allow people to better  

understand how to work alongside one another. Unfortunately, a variety of personality tests have entered  

into the workforce, many of them with questionable validity. While interesting, they may provide little insight 

for employers. While most are descriptive, few of them are predictive.  

Behavioral Assessment 
With a reliable behavioral assessment, managers can have valuable insights into how potential hires can be 

expected to behave in a given role or work situation. This helps ensure they hire and onboard only the best-

fitting candidates. Such assessments can also provide guidance for team development, giving team members 

awareness into better ways to communicate and understand each other.  

Predicting Job Performance 
Personality testing is commonly used inappropriately to assess job placement and candidate fit. There are a 

number of popular instruments for measuring personality. The most widely known is the Myers-Briggs Type 

Indicator. You can discover personality types through assessments, however, you cannot change them. On 

the other hand, a behavioral assessment will show how individuals adapt to their surroundings – how they 

work within situations. When predicting job performance, the “Person X Situation Interaction” yields the most 

accurate job placement and candidate fit. Overall, there is much more to be gained from understanding how a 

person adapts and how their particular behaviors will fit within a particular job and environment than merely 

identifying hard-wired personality traits, thus making it a more predictive measure of overall job performance.


