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No matter where you are in your career,

from fresh out of college to a well-known

and respected professional in the

recruiting world, honing your skills and

increasing your knowledge are always a

good idea. Even if you are incredibly

talented at what you do, it never hurts to

add a few more tools to your toolbelt or

sharpen those you already use often.

Being intentional about consistent

professional development can pay out in

exponential career growth.

Increasing your knowledge of strategies

and tools available to boost your

effectiveness is a great place to start. In

this eBook, we’ll discuss ways you can step

up your recruiting game, like how Cultural

Fit Assessments will help you find better

candidates; therefore, giving you a

competitive advantage, making you the

“go to” person for finding the most

talented candidates for companies you

work with.

At this point, you may be wondering what

exactly a cultural fit assessment is and

how it works. More importantly, you likely

want to know the value it can bring you

and your work. Well, it’s time to dive right

into it.

PART  1 :  HELP  YOUR  C L I ENTS ,  JOB

CAND IDATES ,  AND  YOURSE L F  -

AL L  AT  THE  SAME  T IME

Priority Bridge LLC. uses a proprietary,

analytical process that increases the

cultural fit of employees to an

organization—improving job performance,

satisfaction, and employee retention.

Priority Bridge Cultural Fit Assessments

developed a bias-free and anonymous

cultural fit assessment software based on

finding the right cultural fit for

organizations in the hiring process. These

Cultural Fit Assessments can be leveraged

at any stage in the hiring process but

typically work best when used for pre-hire

screening or in the final selection process

to help you make more informed and

data-driven decisions.

A three-step process of utilizing Priority

Bridge’s Cultural Fit Assessments will take

you from understanding a candidate well

to having a much clearer picture of what

truly motivates them and what they value.



The recruiter and/or other

members of the hiring team

identifies key cultural fit

characteristics of a successful

candidate beyond looking at

the traditional attributes of

knowledge, skills, and abilities

(KSAs), such as adaptability or

confidence. The team then

takes the assessment to set a

baseline sentiment for those

priorities. This gives you a solid

foundation based on the

team’s feedback right from the

beginning.

The comparative judgment

process paired with our

innovative predictive analytics

engine guides participants

through the assessment that

enables us to measure the

magnitude of importance

between the criteria based on

the candidate’s results. There

is no more accurate, more

reliable way to gauge an

individual’s true sentiment.

A Candidate Match Index

Score is calculated to show

how well the candidate’s

priorities fit with those of the

hiring team. In the summary

output, you easily see how well

the candidates align with your

unique culture and the job

criterion. The perfect person for

the job not only has the

necessary skills but also

understands and shares your

company’s priorities.

L EVERAG ING  PR IOR I T Y  BR IDGE
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These results provide clear,

quantifiable insights about

individual candidates and

illuminate what is truly important

to them—valuable information

when you are investing in a new

hire. Having a clear understanding

of the attitudes of both the

company and candidate

regarding what is important for

the position not only saves you

time, it helps you determine the

best cultural fit possible.

Anonymously screen candidates

by looking beyond qualifications

to find the individual with

outlooks that closely align with

those of the organization.

Introducing systems into the

recruitment process that promote

bias-free hiring is essential for

more well-rounded and inclusive

workplaces. Objectively identify

not just the best person for the

job, but the best fit for your

organizational culture.

WHAT  THE  

RESUL TS  MEAN  FOR

RECRU I T ERS  &  THE

H I R I NG  TEAM



PART  2 :  1 0  SUPERPOWER

STRATEG I E S  FOR  F I ND ING  &

RETA IN ING  TOP  TA LENT

1) Highlight Organizational Culture
Cultural alignment is a critical factor in

whether a prospective employee will stay

with a company for the long haul. Of

course their technical skills and abilities

related to the position are very important

indicators of success, but culture is the

unlying foundation. The fact that a

candidate is the most qualified

professional on the job market; if their

personal values do not align with those of

the organization, they will never feel fully

comfortable and are more likely to leave.

This is why tools like the Priority Bridge

Cultural Fit Assessments are so beneficial.

Hiring with cultural fit in mind is not about

hiring clones of existing employees,

instead it is about finding professionals

who prioritize or value certain attributes

already found in the company while

bringing their uniquely diverse

experiences and perspectives to the table.

2) Don’t Put on a Facade
Anytime you meet someone new, you

want to put your best foot forward. Making

a great first impression is important;

however, that should not come at the

expense of the truth. Deceiving someone

about who you are by being intentionally

ambiguous or leaving out certain

information is not acceptable in a

personal or professional sense. When

discussing the organization with a job

candidate, promote the great qualities it

has to offer, but be sure to not paint a false

picture in their mind. Misrepresenting the

company will likely only end in the new

hire feeling misled and on the hunt for a

new job—leaving you back at square one

looking for another professional to fill the

position. Make an effort to be authentic

when describing the culture,

responsibilities, workload, and overall

atmosphere so that no one ends up as

disappointed as that time your parents

said you could get a puppy and instead

bought you a stuffed animal.

Now that you know about one tool that can take your recruiting game to the next level, it’s

time to look at other strategies. If implemented correctly, these techniques have the potential

to make you the superhero recruiter of your dreams. Below is a mix of out-of-the-box

strategies alongside more traditional suggestions because it can never hurt to brush up on

old knowledge, or better yet, to give those techniques new life with a fresh spin.



3) Know Your Target Audience
This may sound obvious, but having a

comprehensive understanding of

what exactly you are looking for in a

candidate is essential. While you may

not be conceptualizing the company’s

next marketing strategy, you have your

own very specific target market to

consider. Know the position you’re

recruiting for like the back of your

hand. Truly understanding the

qualities, skills, and experience that

will help a professional excel in that

particular position will help you dial

into what you need to look for in a

candidate. This then provides more in-

depth criteria to look for during the

recruiting process, helping narrow

your search to professionals that are

best suited for the position.

4) Remember the Golden Rule
We all know the Golden Rule, but

sometimes we forget to put the theory

into practice. The principle of treating

other people as you want to be

treated seems very basic, but you may

be surprised how showing others

respect can make a big impact on

them. The job search can feel very

clinical at times, devoid of meaningful

interpersonal connections. Putting in

just a little bit of effort to be

welcoming and courteous when

interacting with potential candidates

may make a very positive impression

and help them feel more comfortable

during the conversation. It is not just

you as the recruiter who is trying to

see if the candidate would be a good

fit, but the candidate is making those

same judgements, so treating them

with respect is essential.

5) Prioritize Professional Development
Individuals that are motivated, high-

performers often have big plans for their

future. Thus, it is very important to promote

the professional development programs the

organization offers to appeal to these

candidates. These professionals have a desire

for continuous learning as well as the

application of that knowledge acquired.

Offering seminars, presentations, workshops,

and other programs like networking events

provide opportunities for employees to

become more educated on various topics

while simultaneously helping to strengthen

the company’s culture and sense of

community. While some people say that you

are just helping employees gain skills that

will help them find a new job elsewhere, this

is not the only outcome. In fact, professional

development programs help both

employees and employers. By giving

employees more skills and strategies to

succeed, they can turn around and apply

that knowledge in the work they do every

day. Additionally, internal promotions helps

employees find a job that aligns with their

skills while remaining at the same company.



6) Leverage Existing Employees
Many brands utilize brand ambassadors to help promote their products or services to support

sales efforts. This same concept can be translated into the recruiting process. Encouraging

employees to talk about the great things they and the organization are doing, both in person

and online, increases the likelihood that a broader pool of potential job candidates will hear

positive things about the company. Instituting a referral program could be another way to get

employees involved in bringing talented professionals into the organization. To that same end, it

is critical to address employee concerns in a timely fashion because it takes much more effort to

rebuild a candidate’s positive view of the company after they hear about challenges some

employees faced.

7) Look to Organizational Connections for Talent
When you are on the lookout for candidates to fill open positions, don’t forget about the

organization’s extended network. Thousands of individuals have come into contact with the

company over the years, so take advantage of those people already familiar with the brand.

Reaching out to qualified past job candidate hopefuls or employees that parted well from the

company are a great place to start. They are already familiar with the company’s mission and

depending on where they are at in their professional career, may be interested in making a

change. Even researching customers, speakers, or anyone else in the organization’s network

could produce professionals that may show interest. It never hurts to reach out and ask, because

if you don’t, then you will never know.

8) Keep Your Sales Skills Sharp
As a recruiter, it’s important to make sure your selling abilities are up to par. You must have the

ability to effectively sell the position and the company to candidates to get them excited and

interested. At a minimum, use the FAB (features, advantages, and benefits) method. When

communicating with candidates it is standard practice to describe the features of the position

and the organization, like the requirements, duties, and organizational structure. You can take

your sales pitch to the next level by clearly describing the advantages and benefits that the job

and the company will provide the candidate. Highlighting culture, unique aspects of the job,

and opportunities for promotion are just a few examples of how you can show candidates that

the organization can provide them value, not just vice versa.

9) Utilize Social Media
Social Media is a powerful tool at your disposal. Encouraging employees to be brand

ambassadors by posting on a variety of social media platforms about what they and the

company are doing is a great opportunity. This extends your reach to new potential candidates

that may not necessarily be in your direct geographic location or were simply unaware of the

organization. The same idea holds true for job postings. Yes, the company website and the usual

job listing site are essential but showing social media users content related to job opportunities

may attract talent that would not have been interested before seeing a post or advertisement.



10) Remain Objective
It’s so easy to let your biases get in

the way when choosing from a

pool of candidates, whether you

know it or not. Unconscious biases

are some of the most difficult

things to work around simply

because you are unaware of them.

Working around those personal

biases is key to finding unique

talent that will increase the

diversity of thought and

experience in your organization,

Thankfully, Priority Bridge’s bias-

free Cultural Fit Assessments gives

you the opportunity to review

candidate information while

hiding distinguishing personal

characteristics such as their name

to help you make decisions

supported by data.

Finding new strategies to help you find
the best talent in the industry should
always be one of your top priorities. This
success can then supercharge your own
career so that you become the go-to
recruitment expert. As there is no one
simple answer to the question of ‘how do
I find the perfect candidate?,’ utilizing
several of the strategies discussed in this
book can help you test the waters to see
what works best for you.



An important aspect of recruiting is

determining how well a candidates’ values

align with those of the organization. While

cultural fit does not provide insight on

how well a candidate may perform the job

requirements, it is a critical indicator of an

individual’s overarching performance and

satisfaction with their job and the

organization. Taking a holistic approach to

recruiting by not simply looking at the

specific abilities of a candidate but the

diversity of their thoughts, perceptions,

experiences, and what they find most

meaningful in life helps you better

understand whether they are a good fit for

the organization — and if the organization

is a good fit for them.

Much rides on the decision of which

candidate to hire. Making a bad hiring

decision has serious implications for both

the unhappy employee and the company.

Here are just a few statistics on why it is so

essential that a well researched and

resonated choice must be made when

searching to fill an open position.

Here are a few  data points that illustrate

the importantance of making good hiring

decisions.

50% of hiring decisions are wrong

(HBR)

80% of turnover is due to bad hiring

(SHRM)

25% of new hires turnover within one

year (SHRM)

The average cost of an entry level new

hire is $4,129 (SHRM, 2016)

The average cost of turnover for a mid-

level employee is 3x their salary (Robert

Half)

37% of tech leaders say cultural fit is

the hardest thing to judge (SHRM)

Cost of a bad hire includes: damage to

reputation, lost customers and

revenue, disrupted production,

potential bias and litigation suits

(SHRM)

Like in a game of chess, one wrong move

can shatter your chances of success. As

you can see, making sure you select a

candidate that is well-qualified and feels

comfortable and welcomed in the

company’s culture is essential to prevent

negative impacts on the organization.

Making a poor hiring decision does not

simply mean the entire hiring process

must start from square one again but

time, training, and other investments into

the new employee were all for naught.

This is where Priority Bridge comes in.

PART  3 :  BR ING ING  I T  AL L

TOGETHER



The Priority Bridge Cultural Fit

Assessment is a simple tool

that empowers recruiters and

hiring teams to make more

well-informed decisions

regarding how well a

candidate’s priorities align with

those of the company. It is

especially helpful because it

allows you to make bias-free

hiring decisions based on

anonymous, data-driven

insights. According to a 2018

Consumer Criteria Comparison

Study, current algorithms are

36% less efficient than Priority

Bridge’s predictive analytics

engine. Priority Bridge helps

you take the subjectivity out of

hiring to find the diverse

candidates you search for that

will feel comfortable and

prosper in your organization.

Pre-Hire: Priority Bridge

Cultural Fit Assessments are

very effective for pre-hire

screening. Asking

candidates to take the

assessment allows you to

get a sense of what they

value, and to what degree

of importance, in relation to

the hiring team’s priorities.

Then, candidates that have

a low calculated Candidate

Match Index Score can be

filtered out of the

candidate pool. Only

looking at candidates that

have a certain threshold of

cultural match to your

organization ensures that

they will feel more at home

in the company’s culture.

Priority Bridge Cultural Fit

Assessments often work best

when used for pre-hire

screening or in the final

selection process. Let’s take a

look at why that is.

Final Selection: Priority
Bridge Cultural Fit

Assessments are also

effective in a scenario

where it has come down to

the final selection. When

you have narrowed the

potential candidates down

to two or three candidates

that look like they may be

the right hire for your

organization, it is a great

opportunity to have them

take the Cultural Fit

Assessments. At this point,

many organizations revert

back to a subjective

decision; however, using

the Priority Bridge Cultural

Fit Assessment will allow

you to choose the

candidate that has the best

cultural match for the job

in addition to their

qualifications, skills, and

experience.



Cultural fit is an integral component in

the determination of job satisfaction,

performance, and employee retention.

Thus, as you improve your skills and

implement strategies to increase the

success rate of recruiting candidates

that fit well into an organization’s

culture and are there for the long haul,

you become more desirable as a

recruiter. Do you want to be the go-to

trusted recruiting professional in your

professional niche or the wider

market? Well, the strategies shared

earlier paired with Priority Bridge’s

software can take your skills to the

next level.

Utilizing the Priority Bridge Cultural Fit

Assessments will help you find better

candidates that are not only highly

qualified but also have values that

align with the organization. This then

gives you a competitive advantage.

This is a great opportunity to add skills

and knowledge to your toolbelt to

advance your personal career.  Other

recruiters will want to know the

secrets to your success and potential

employers will be sure to reach out, or

at the very least, keep an eye on your

growing success.

Our goal is to help organizations find

the right hire, the first time, every time

using our bias-free Priority Bridge

Cultural Fit Assessment solution. If you

try Priority Bridge Cultural Fit

Assessment, we are confident that you

will love it. If you love it, we would be

thrilled to see you as customers and

would greatly appreciate your

feedback. 

CUL TURAL  F I T  I S  KEY



CUL TURAL  F I T

ASSESSMENT

B IAS - FREE

H I R I NG

Priority Bridge LLC. Is dedicated to helping organizations of all types achieve

greater success by using a proprietary analytical process that increases the

cultural fit of employees to an organization. Eliminate Bad Hires. For Good. Hire

right the first time, every time with the right cultural fit using Priority Bridge.


