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THE CHALLENGE  
 
As an organisation dedicated to high-performance, Kiwibank is committed to hiring the best 

people. To achieve this, they apply rigorous selection processes to ensure they hire individuals 

who will deliver high-quality work. With this goal in mind Kiwibank contracted OPRA, experts 

in predicting job performance, to develop a robust methodology for combining selection data 

they had gathered for internal candidates applying for five roles. Having assessed these 

candidates using a personality measure, selling styles assessment, cognitive ability 

assessment, role play and interview for five retail roles, they needed a rigorous method to 

combine the data to ensure they only selected high-performing individuals, without setting the 

bar so high that too many potential high-performers were ruled out unnecessarily. 

OPRA’S SOLUTION  
 
OPRA’s goal was to provide Kiwibank with a methodology that gave 

the right balance of selecting high performers and ruling out 

nonperformers without creating too many false predictions – i.e. 

selecting individuals who would not actually perform once in the role, 

or ruling out individuals who would have actually performed if they 

had been selected. To achieve the balance Kiwibank was after, OPRA 

proposed a multiple hurdle selection methodology using the selection 

data already created to rule out individuals who were unlikely to be 

able to perform the role requirements, followed by a top-down 

approach to assess relative performance of those candidates 

predicted to be able to perform to the required standard. This method 

set minimum standards on selection methods, including cognitive 

ability and the role play and the interview, that have been found 

through research to be predictive of job performance, to rule out 

individuals unlikely to perform to the Kiwibank standard. On criteria 

that were deemed important for job performance but not predictive 

enough to eliminate candidates from the selection process, such as 

the Big Five personality traits of conscientiousness and emotional 

stability, candidates were given penalties where they did not meet 

minimum criteria set by OPRA. 

 

OPRA then developed a weighted formula for calculating candidates’ 

overall scores in order to assess variance in the performance of 

candidates who passed the hurdles. Each assessment methodology 

was weighted in this formula according to its importance in predicting 

job performance and for each of the five roles competency scores on 

the role play and interview were weighted differently according to 

their importance for that particular position. Once overall scores were 

calculated, penalties were taken off for candidates who did not meet 

minimum standards on the important personality and sales factors or 

for candidates who almost failed on the hurdles. This process then 

allowed for a cut-score to be developed to ensure that individuals 

who passed the hurdles but performed to a consistently low standard 

were ruled out of the process. As the final stage, OPRA developed a 

method for additional information, such as reference checks, to be 

incorporated into selection decisions. 

 

RESULTS 

 

• By comparing candidates that 

Kiwibank assessors predicted to 

be high performers to OPRA’s 

model’s predictions of 

performance, it was found that 

the model was screening 

candidates in and out of the 

selection process well. Roughly 

70% of those predicted to be 

high performers by Kiwibank 

were also accepted by the 

model, and roughly 70% of 

those not predicted to be 

performers by Kiwibank were 

ruled out by the model. This 

indicated that the balance of 

setting a high-performance 

standard without sacrificing too 

many potential performers had 

been achieved. 

• OPRA then ran an interactive 

workshop with the HR team to 

explain the balancing act 

required to achieve a high-

performance standard, without 

ruling out too many individuals 

unnecessarily. The methodology 

developed by OPRA was 

explained so that the HR team 

was able to take the model and 

apply it to all candidates’ scores. 

Those in the HR team were 

impressed with the robustness of 

the methodology and felt 

confident using it to guide 

selection decisions. 


