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Introduction

The Nova assessment platform will be used of assessing candidates and employees globally, but
with close regional alignment for Saudi Arabia and the GCC Region. It will initially deliver the
following assessments:

A personality questionnaire, which will then allow a number of reports to be generated (e.g.
overall traits, leadership behaviours profile, leadership derailment profile, team profile,
career profile). Approx 30-40 screens of 4 multiple choice questions (from Strongly Agree to
Strongly Disagree).

A set of three cognitive assessments to measure numerical, verbal and cognitive reasoning.
Approximately 15 questions in 15 minutes, drawn from a bank adaptively based on how well
the candidate is performing as they progress. All questions are multiple choice response.

A competency profiler where the client can define the key behaviours for a role, and from
this the personality and abilities data can be compared to indicate candidate fit and provide
a report and interview guide.

A 360 degree feedback tool which enables candidates to be assessed against behavoiurs for a
range of competencies at work. Feedback is provided on each question via multiple choice
(from Strongly Agree to Strongly Disagree). Approx. 4 to 10 questions may be presented per
screen, with around 60-100 per questionnaire depending which competencies are selected
by the client.

A situational judgment assessment to measure candidate behaviours, where a situation,
image or video are presented and the candidate picks from 4 multiple choice options to
indicate how they would respond. The format is similar to that for the cognitive
assessments.

An emotional intelligence assessment, using the same presentation format as the personality
guestionnaire but focused on how someone manages their emotions at work.

In essence, the solution comprises different types of question presentation that can then be
deployed as ‘assessments’ which the candidate can complete.

There are three user levels:

Super admin user —access at the top level, which is the same as for a client admin user but
able to view the whole dataset in the platform. Super users can switch also switch on access
to the different assessments one by one for each client user

Client admin user — access of a client company to their own area of the platform, where they
can then add and manage candidate projects, invitations and reports

Candidate — access by an individual candidate to go in and complete their own assessments,
or 360 degree feedback forms on other individuals

The candidate experience, admin user experience and reporting designs are all covered in depth in
the Nova User Design deck which accompanies this document. The purpose of this document is
primarily to outline how each section operates in practice.



Candidate User Experience

The key steps in the candidate journey are as follows:

A candidate receive an invitation email from the admin user, with a unique token link they
click on to then access the portal to complete their assessments
They then enter their candidate homepage which shows them the tasks they need to
complete, i.e. please complete the following assessments. Please note, an admin user may
ask a candidate to just complete a single assessment (e.g. the personality tool), or multiple
assessments.
The candidate is then expected to go into each task where they complete the assessment.
For example, if they then click to complete the personality questionnaire:
o They will be presented with a data agreement screen where they agree for their data
to be processed
o They then have an intro screen describing what they need to do in the assessment
o Thereis then a practice question to ensure they understand how to complete the
test
o Then they can begin the full assessment. This might be for example 30 screens of 4
guestions each screen. Most of the assessments are untimed, but for the cognitive
ability assessments these may have an overall time limit after which the candidate
assessment will end at the point they have got to (e.g. they may have done 12 out of
15 questions).
Once completed on an assessment, they return to their candidate homepage to complete
any further tasks. They can come back into the page later to complete the other tasks if they
wish.
Reminder emails may also be received by the candidate while the project is live, for example
to encourage them to complete (these are controlled by the admin user)
Once completed, a candidate report may be made available to the candidate for which they
will receive an email. When they return to their homepage, they can then access the PDF
report.
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An example of the candidate home page is shown below:
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Key features of the candidate journey

Responsive design: The solution needs to have responsive design so render cleanly on both mobile
and desktop. Mobile questions will generally stack with the stimuli at the tope and multiple choice
response options below. On desktop, the stimuli would go on the left and response options on the
right.

Languages: The assessment needs to be able to complete in multiple languages. Initially the two
options will be Arabic and English, with the capacities to add other languages later (see data model
later in this document).

Branding controls: The candidate experience can be branded in the following ways (through
branding controls by the admin user):

e Change background image on candidate home screen

e Add client logo

e Change primary, secondary, tertiary colours on user experience

e Change background image on cover page, and 1%t/2"/3™ colours in PDF report



Assessments

The more detailed journey for each individual assessment type is broken down in more detail here.
Please note here, the summaries below outline the key steps and experience in each assessment
once it has been started by the candidate.

Personality Assessment

Once the candidate clicks on the relevant option in the candidate portal to start the personality
assessment, the user journey is as follows:

1. First of all they will be presented with a data agreement screen where they agree for their
data to be processed. They must accept this agreement to then continue.

2. They then have an intro screen describing what they need to do in the assessment. This will
present a brief text summary of what the Personality assessment involves and what is
measures.

3. As afirst step, they then complete a ‘practice question’ to ensure they understand how to
complete the test. This is simply an example survey item to ensure the candidate
understands how it works. Then they confirm they are ready to start and move to the first
question.

4. There will be approximately 30 screens measuring Behavioural Preferences and each screen
contains four statements, and a grid to rate on a five point scale from ‘Most Like Me’ to
‘Least Like Me”.

The questions and exact wording for each screen will be provided as we write the assessments over
the coming two weeks.

The candidate has to rate each of the four statements, however the grid has a forced choice element
so they cannot click an option in the same COLUMN twice. An illustrative example is shown below.

11ry out new ways of doing things, even Itry out new ways of doing things, even Itry out new ways of doing things, even
if they're risky if they're risky if they're risky




If they click on the same COLUMN an alert needs to pop up saying you can only pick one column. It
will by default ‘unclick’ the earlier selection and select the most recently clicked item in that
column.

Once the candidate has made a valid selection for all four statements, the NEXT bar is then active

and they can progress to the next page.

As each question screen is completed, the scores on those question will be recorded to the

database. ) . . .
5. Once the candidate has completed the 30 screens on Most Like Me/Least Like Me, they will

then complete a Motivation section.

This will have exactly the same format except for saying ‘Very Important To Me’ and ‘Not Important
To Me’ as the scale labels.

They will have 6 screens in this format to complete, with 4 statements on each screen.

As each question screen is completed, the scores on those question will be recorded to the
database.

6. Atthe end they will then see a Thank You screen, which will present a brief text summary
thanking them for completing the assessment with a button to return to their candidate
home page.

Scoring

Once the personality questionnaire is completed, the responses will have been stored for all the
items in the assessment they completed.

At this point, items will be scores onto ‘Scales’ which are essentially groups of questions. For
example, 8 items (questions) may load onto a particular scale such as Collaborative, Influencing or
Complex Thinking.

Scoring is fairly straightforward for the personality questionnaire, using norm based scoring. This is
explained in more depth in the ‘scoring methods’ document.

Basically let’s say we have scores of 1, 3, 4, 4, 5, 4, 1, 3 across the eight questions loading onto the
Collaborative scale.

The total score is 25 (the sum of these responses).

Please note that different questions can be scored positively (where Most Like Me gets a 5) or
negatively (where Most Like Me gets a 1) when loading onto a particular scale.

This then has to be compared to a benchmark group before it makes any usable sense.

So let’s say the mean average for the benchmark group is 30, and the standard deviation (spread) is
5. This means the standardized score is

Raw score minus Mean Average divided by Standard Deviation

25 minus 30divided by 5. This equals -1



We then convert the standardized score to a 1 to 10 ‘Sten Score’ as follows:
Z score of -1, multipled by 2 plus 5.5. Then round o to the nearest integer number.
So in this example, the individual gets a sten score of 4 on Collaborative, out of 10.

This is done for all scales in the personality assessment, and would be run later at the point of
running the report generation.

An important point to note is the results on the one personality questionnaire will generate
different reports which are then available for different purposes.

Trait report profile

Leadership derailers report

Team profile (with a radar chart graphic showing fit to each of 8 team styles)
Career options fit profile

Competency fit and Interview Guide

o O O O O

Emotional Intelligence assessment

This is being added at a later phase but utilises the same format and scoring approach as the
Personality Assessment.



Cognitive assessments

This comprises a set of three cognitive assessments to measure numerical, verbal and cognitive
reasoning. Approximately 15 questions in 15 minutes, drawn from a bank adaptively based on how
well the candidate is performing as they progress. All questions are multiple choice response.

Please note the three cognitive tests can be allocated individually to a project. So just Verbal could
be used, or all three might be allocated. They each have a separate button on the candidate portal
to access and start the test.

Once the candidate clicks on the relevant option in the candidate portal to start each of these tests,
the user journey is as follows:

1. First of all they will be presented with a data agreement screen where they agree for their
data to be processed. They must accept this agreement to then continue.

2. They then have an intro screen describing what they need to do in the assessment. This will
present a brief text summary of what the particular Cognitive assessment involves and what
is measures.

3. As afirst step, they then complete a ‘practice question’ to ensure they understand how to
complete the test. This is simply an example survey item to ensure the candidate
understands how it works. Then they confirm they are ready to start and move to the first
question.

4. There will be a screen for each question (these are outlined below in more detail for verbal,
numerical and abstract.

The questions and exact wording for each screen will be provided as we write the
assessments over the coming two weeks.

Once the candidate has made a valid selection from the answer options, the NEXT bar is then active
and they can progress to the next page.

As each question screen is completed, the scores on those question will be recorded to the
database.

5. Atthe end they will then see a Thank You screen, which will present a brief text summary
thanking them for completing the assessment with a button to return to their candidate
home page.

There are right and wrong answers to each question, typically there will be 3 to 5 responses with one
coded as ‘1’ for the right answer and the other options all coded as ‘0’ for the wrong answers.

The scoring uses an IRT (item response theory) algorithm using the ‘NumPy’ stats package which can
be loaded into Python.

The details of this are laid out in the accompanying scoring document, but basically how it works is
as follows:

Candidate answer a question



Based on cumulative difficult level and differentiation of the questions answered so far, the
candidates ability level of ‘Theta’ is estimated

This is used to pick the next best question to ask the candidate

Once the statistical confidence level is tight enough, and we have enough information to know the
candidate’s ability level, the test will finish. This might typically be between 8 to 15 questions on
each test.

We will set a minimum (e.g. 8) and maximum number of questions (e.g. 15) which can be answered,
alongside an overall maximum time of 20 minutes per test. Typically most candidates will however
finish before that. The test does not need a timer counting down but can alert them when they are
at 5 minutes left, then 2 and 1 minute left. This reduces the anxiety level versus watching a timer
going down.

The question formats look like the following for each of verbal, numerical and abstract reasoning.
Verbal example

The verbal reasoning items will use a captioned video clip, using avatar like SYnthesia. This both
enables easy translation, makes the item more interesting than just reading pure text. And
importantly, cannot be as easily cheated by the candidate with Chat GPT or similar.

Most complaints about online grocery
shopping concern unwanted substitutos

Each verbal item has three options, True, False or Cannot Say. The candidate can select/highlight one
answer, and makes their final section by clicking Next to submit that is their answer. The correct
answer if selected is scored as ‘1’ and the wrong answers if selected are scored as ‘0’.

Please note there are parallel images and answers depending on which language is selected (Arabic
or English initially, other languages to follow later).



Numerical Example

nova.

nova.

Numaricol Reatonng. Numericol Reatoning

1 Please watch the video 1 Pioase wotch the video

Customerinterest  Total Customers: 165,192 Customer interest  TOtaI Customers: 165,192

2. Answer
How many customers are interested in the
tablet brand Hob?

2. Answer

How many customers are interested in the
tablet brand Hob?

31570 31,570

32,345 32,345
36,838 36,838

38,654 38,654

Each numerical question will present an image on the left, (or top if on a mobile), and there will then
be four multiple choice options which will have numbers pertinent to the question. The candidate
can select/highlight one answer, and makes their final section by clicking Next to submit that is their
answer.

The correct answer if selected is scored as ‘1’ and the wrong answers if selected are scored as ‘0’

Please note there are parallel images and answers depending on which language is selected (Arabic
or English initially, other languages to follow later).



Abstract logical example

nova.

e

0l0/G

Which of the options below follows in the
sequence shown?

S O

The abstract logical reasoning questions present an image on the left (or top if on mobile) showing a
series of items. Please note these are left to right in English, so we would have a reverse image to
show for Arabic.

The candidate then selects one of the six images (which are effectively buttons to highlight) and then
clicks Next to confirm their answer.

Please note there are parallel images and answers depending on which language is selected (Arabic
or English initially, other languages to follow later).



Situational Judgment test

A situational judgment assessment will be added in a later phase. This will measure candidate
behaviours, where a situation, image or video are presented and the candidate picks from 4 multiple
choice options to indicate how they would respond.

The format is similar to that for the cognitive assessments.

nova. nova.

B onesonstsodgmant B thuctonst ntgrment

1. Please watch the video 1. Please wotch the video
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‘query wasat followed up but the customer hos.
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Competency mapper and role profiling
It's important to note this is a capability on the Admin side of the system rather than for candidates.

This enables an Admin to create a Role Profile, capturing what competencies are needed for a
particular role. This progresses through a series of stages as outlined below.

When a candidate has completed the Personality and Cognitive assessments, this will enable their
scores to be compared to the competencies needed for the role, to then provide a role fit profile.

Firstly, the Admin User can upload an existing job description if available and the Agentic Al in the
Nova platform will use this to indicate the best fit competencies for the role.

0

& create Project

Inecount vamel }

Praject Name
Uplead Job Description

Al Anolysing

The Admin User will then have the opportunity to manually review and edit the competencies in the
new Role Profile.

[Z create Role Profile

{AccountName)  (Project Nome]

Select Competencies

rptavoney @ orverornesis @

Complexthinting (@) Upskis Taent (@) v



Following this the assessments which will be used to assess against the Role Profile can be
confirmed:

& select Assessments

{AccountName}  [Froject Nome}

Select Assessments

Personaiity Questionnaire

Logical Reasoning

Numerical Reasoning

mewy Pt oy

situational Judgment Test

Show only relevant ossessments

Back save s Bt Seiect Candidoter >

This will show how they score versus the requirements (example image below) in the Project
Dashboard for each candidate:
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The specific Competency Role Mapper results then feed into the individual PDF for each candidate
(the competency mapped report) as shown below:

83 interpersonal

Teamwork ° 88 Building \g Strong Networks

Tell me about a time when you have successfully
collaborated with a group of people in order to
achieve a result

0> Inspiring Others

Can you outline a time when you encouraged
teamwork and cooperation amongst colleagues?

T Change Orlented

360 degree feedback

The 360 degree feedback tool which enables candidates’ performance in role to be assessed against
relevant behaviours for a range of competencies at work.

When a 360 assessment is created, the Admin will make a selection of 6 to 12 competencies from
the library of around 40 competencies. When people complete the 360, they only complete
guestions for those selected competencies.

Individual raters can then be allocated by the Admin as follows:

e Self (i.e. the candidate is rating their own performance)

e Manager (the respondent is the candidate’s manager)

e Directreport (the respondent is someone who reports into the candidate)

e Peers (the respondent is a colleague of the candidate)

e Other (the respondent is another stakeholder, such as a customer or external to the firm)

As noted later on in under ‘Data Model’, every item answered in the 360 has a ‘Ratee’ (the person
being rated) and a ‘Rater’ (the person doing the rating). In the case of self report, the candidate is
both the Ratee and Rater at the same time.



Once the candidate clicks on the relevant option in the candidate portal to start a 360, the user
journey is as follows:

1. First of all they will be presented with a data agreement screen where they agree for their
data to be processed. They must accept this agreement to then continue.

2. They then have an intro screen describing what they need to do in the assessment. This will
present a brief text summary of what the particular 360 assessment involves and what is
measures.

3. As afirst step, they then complete a ‘practice question’ to ensure they understand how to
complete the test. This is simply an example survey item to ensure the candidate
understands how it works. Then they confirm they are ready to start and move to the first
guestion.

4. There will be a screen for each batch of questions, to rate on a 1 to 5scale. See an
illustrative example below (though we would have 5 options).

1. Question Page (Englisch) & O X
Please rate [Feedback-Person]
1. Communication & information:
does not apply partly apply apply exceeds expectations

[Feedback-Person] actively collects feedback

[Feedback-Person] is determined and shows

confidence, detached from the hierarchy

[Feedback-Person| can balance interest groups

[Feedback-Person] provides positive feedback

[Feedback-Person] is able to accept fair and

impersonal crticism

[Feedback-Person] can deal with critical

suggestions and new ideas

[Feedback-Persan] promotes an open

communication atmosphere

[Feedback-Person] choases to express according

tothe concerned audience

" ®
[umpon~]
2. Question Page (Englisch) G EOOX

The questions and exact wording for each screen will be provided as we write the assessments over
the coming two weeks.

Once the candidate has made a valid selection for all the items on screen, the NEXT bar is then active
and they can progress to the next page.

As each question screen is completed, the scores on those question will be recorded to the
database.

5. Atthe end they will then see a Thank You screen, which will present a brief text summary
thanking them for completing the assessment with a button to return to their candidate
home page.

Feedback is provided on each question via multiple choice (from Strongly Agree to Strongly
Disagree). There will be approx. 8 questions presented per screen, with around 36-72 per
guestionnaire depending which competencies are selected by the client.



All items are scored 1 to 5 and like with the Personality Assessment, scores on items can be
mapped into Scales to give an overall and normed score on that scale.

Firstly the key to interpretation is provided.

360 Report Overview

This summa w of all your results across

the competeancie:

Number of Reviewers

Self . Manager ‘ Direct Report Poers
1 1 3 2

novea. [ Report Title Dote Crealed | 14



Then the profile shows results for each rater group on each competency in the 360 (based on the
chosen Role Profile).

380 Report
Reviewer
Competencies 1 2 3 4 5 Mean
= &
—— == (2s)
piog (e)
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Managing Conflict | 3.9
.\ J
4.0 |
/
e
written 41 |
Negotiating G;)
Customer Focus ICE. )

&

nova. Report Title Date Created:



Nove.

Following this, there is accompanying developmental narrative reporting against each competency in
the 360 assessment.
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Admin User Experience

The admin user will typically be either the super user centrally, or the client admin user in each
individual client company who are using the system. For instance, this might be members of the
recruitment or talent development team in a specific company who are using the tools to hire and
assess their people.

The key steps in the admin user journey are as follows:
The Admin User can securely access the admin area of the platform via username and password.

Once in the platform, the Admin User homepage allows them to navigate between the following
activities:

Create and manage accounts and projects

The admin user can create an ‘account’, which might for example be for all activity in a division of
their company

The admin user can then create projects within an account. For example, a project may be a
recruitment campaign for this years graduate entrants to that division of the company.

View project dashboard

Within a project, the candidate can then view the candidates in that project, what assessment they
have been invited to complete, status (invited, in progress, completed), summary scores and access
the available PDF reports on individual candidates. When a new project is created, the assessments
to be used are selected by the admin user at this point. Admin users will be able to filter and sort
candidates by date, completion status or scores within the project view.

Manage email templates

The admin user can draw on existing email templates for Invitation, Reminders and Sharing Reports.
There will be a default ‘parent’ template for each and in this screen the admin user can edit and save
their own templates to match the particular campaign or activity.

Add and invite candidates

In this view, which is accessible while in View Project Dashboard, the admin user can add new
candidates to the project; and invite new or existing candidates to complete the assessments for
that project.

Summary dashboard

Linked to the project dashboard, as well as the tabular view of all candidates in that project, the
admin user can view some summary analytics for the project. This will show:

e % completion of each assessment type
e Number of candidate completions over time (in a column chart by day/date)
e Average scores on key scales within the project



Generate individual reports

These are accessed via the View Project Dashboard screen, and a specific PDF report (e.g. the
Personality Trait Profile report) can be generated from this screen. Any batched reports would be
sent to the admin user via email link. Note any reporting will run as a background process or on a
separate reporting server to ensure it does not clog up the regular flow of candidates going through
the system.



Individual PDF Reporting

The reports on individuals, which are then typically shared within the organization with hiring
managers, will need to be output into PDF form. A range of illustrative examples are included in
the examples pack. These will include:

e Template reports for personality questionnaire outputs :
o Trait report profile (same format for leadership reports)
o Team profile (likely with a radar chart graphic showing fit to each of 8 team styles)
o Career options fit profile
o Competency fit and interview guide

e Template profile chart for percentile scores (covering both cognitive ability and situational
judgment tools)
e Template profile chart for 360 degree feedback

This will require a PDF report generator tool to be selected and included in the platform, based on a
templated model so new templates can be added to the solution at a later date if needed.

These report designs are all covered in depth in the User Design deck which accompanies this
document.



Notes on Data Model Structure

We will be providing a much more in depth overview of the data model needed to support the
solution, but a few key points are noted below.

Account and project structure

The overall structure of the users in the system will be hierarchical as noted below:

e Account
e Project
e Candidates

Assessment content

One consistent data model will be used for all questions, to ensure consistency across the platform
and avoid unnecessary complexity.

There will be different ‘front end’ screen formats for different question types
However, the structure within each assessment is consistent as follows:
Assessment

A series of questions are assembled in an Assessment. The assessment provides the running order
for the intro screens and questions.

There will be a branching feature available, where different responses can then mean the candidate
‘skips forward’ to a particular question. E.g. They get question 1 wrong and go to question 2. Or get
question 1 right, and skip to question 3.

Item Screen Wrapper

Each screen presented can contain the following:

A selected item screen wrapper, determining how the content is presented on screen.

One or more stimuli — e.g. text, an image or video file (we can restrict to standard formats).

One or more response options (e.g. rate this from Strongly Agree to Strongly Disagree on a five point
scale).

Stimuli

As noted above, within the Item Screen Wrapper, different stimuli information can be added be that
text, image or a video file.

Response options

Response options can be (a) a radio button option, (b) an image to click on, or (c) an open response
text box.



All response options for a and b above will capture a numerical score associated with the particular
choice of button (e.g. Strongly Agree =5, Agree = 4, etc). This can be specified when we build the
assessments for each response option.

Every response completed will have a Rater (the candidate doing the rating) and the Ratee ( the
candidate in the system it is about).

When candidate X completes a personality questionnaire it is ‘Self Report’, meaning they are
completing a question about themselves. They are Rater AND Ratee.

When candidate X completes a 360 question about candidate Y, then candidate X is the Rater and
candidate Y is the Ratee.

Languages

All text including all items in the system can be available in any language that has been made
available. For example, the candidate user will be able to switch between Arabic or English in the
system on their homepage. They will stick to the language they choose throughout an assessment
once its started.





