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Our product focus so far: Hiring

Screen people, not resumes

Yobs analyzes the fundamental behavioral traits of talent
based on signals from a science and machine learning based
approach. Yobs then provides a system of record for talent
outcomes and dynamically provides actionable intelligence
across management platforms based on proven correlations.

Contextual engagement for 100% of applicants + employees 

Reduce cost and time to hire by 62%

More predictive and less biased than resumes (41% increase 
in on-site interview success)

THE AI ENGINE



• Five-Factor Model: 

These 5 dimensions of personality are determined in accordance to the Five factor model (FFM), commonly 
called “Big 5” (https://en.wikipedia.org/wiki/Big_Five_personality_traits), the golden standard measure for 
human personality in psychometrics and the social science for the past 75+ years.

1. Openness to Experience (Inventive\Curious vs. Consistent\Cautious)
2. Conscientiousness (Efficient\Organized vs. Easy Going\Careless)
3. Extraversion (Outgoing\Energetic vs. Solitary\Reserved)
4. Agreeableness (Friendly\Compassionate vs. Challenging\Detached)
5. Neuroticism (Sensitive\Nervous vs. Secure\Confident)

• Soft Skills: 

Most of the soft skills are reasonably straightforward and largely stem from the language and non-verbal 

behavior of a candidate in a given video assessment.  

What does Yobs assess? 



In the next section, we provide a trait-by-trait breakdown of the Big 5 to help you interpret each trait. 

How do I interpret 
“Big 5” results? 



How do I interpret “Big 5” results? 

Openness to experience

• High score: inventiveness and intellectual curiosity, having a preference for variety over routine, and 
seeking fulfillment in intense, euphoric experiences.

• Low score correlates with: consistency and caution, seeking fulfillment in perseverance, tending to be 
pragmatic and data-driven.

Conclusion: Openness to experience is a trait that measures creativity, learning, innovation, and the 
ability to ride out change and turmoil. Those who have a low score here have difficulty helping others and 
themselves to move in new directions. This can mean a loss of agility in competitive markets, a tendency 
to do things the same old way, and unnecessary resistance and hostility towards new ideas. Open people 
are good at learning, creating, and communicating new visionary ideas, which can lead to courageous 
change. People who are open to experience collect knowledge and use it for good. 

The Science: One review of studies found that, in business settings, openness is a strong predictor of 
who will become and succeed as a leader.



How do I interpret “Big 5” results? 

Conscientiousness

• High score: efficiency and organization. Tendency to be self-disciplined and dependable.

• Low score: easy-going and perhaps careless. Flexible and spontaneous, but can be perceived as 
unreliable, sloppy.

Conclusion: Conscientiousness is a measure of person’s attitude towards doing the right thing, such as 
doing a full detailed job, even when the boss isn’t watching. People who are high on a scale of 
conscientiousness tend to take on responsibility, take initiative to fix problems, and struggle through 
persistently until issues are solved. A person who is low on this scale may say things like “That’s not my 
job” and leave tasks incomplete, or finished in a shoddy way. Organization prize strength in this trait 
highly as it leads to higher levels of trust.

The Science: Psychologists say conscientiousness is the best predictor of both personal and 
professional success. It's also the strongest predictor of leadership in different contexts, including 
business, government, and school.



How do I interpret “Big 5” results? 

Extraversion

• High score: a tendency towards being outgoing and energetic. Assertiveness, talkativeness, positive 
emotions, and a tendency to seek the company of others. High extraversion can be perceived as 
attention-seeking and domineering.

• Low score: a tendency towards being solitary and reserved. Often a reflective personality, though low 
extraversion can be perceived as aloof or self-absorbed.

Conclusion: Extraversion is a personality trait that generally reflects how easily individuals mix with and 
interact with other people. Extroverts tend to thrive in group situations—in fact it energizes them. They 
speak and engage easily with strangers. They network well and generally have a wide breadth of 
acquaintances and contacts. Introverts, on the other hand, are more easily fatigued by interaction with 
people and are more likely to enjoy solitude and reflection. A richness of thought generates ideas and 
inspiration for introverts. 

The Science: Extroversion is another strong predictor of who will become a leader — though 
psychologists are increasingly discovering that introverts can do just as well in leadership roles.



How do I interpret “Big 5” results? 

Agreeableness: 

• High score: a tendency to be friendly, compassionate, and cooperative. Indicates ones trusting and 
helpful nature, and whether one is well-tempered.

• Low score: an analytic and detached tendency. Often competitive or challenging; can be seen as 
argumentative or untrustworthy.

Conclusion: Agreeableness is a reflection of how well people get along with others. It measures key 
behaviors like tolerance, friendliness, and cooperation. A person high on this scale is easy to approach, a 
good team player, and easily communicates in ways that bring people together. On the other hand, if a 
person is low on this scale, employers might expect argumentative, conflict-filled interactions that bring 
non-productive distractions that shut down productivity in the workplace.



How do I interpret “Big 5” results? 

Neuroticism

• High score: a high emotional reactiveness and vulnerability to stress. Neuroticism may correlate with 
perceiving many situations as threatening.

• Low score: tendency to be calm, emotionally stable, and free from persistent negative feelings. 
However, freedom from negative feelings does not mean that low-scorers experience a lot of positive 
feelings.

Conclusion: Neuroticism or emotional stability is a measure that speaks volumes about a person’s 
success. We’ve all noticed behavior in the workplace that seems very “out of place,” such as foul 
language, fists pounding the table at staff meetings, and even tears and sudden no-notice departures. 
Employees who have a difficult time keeping their emotions in check are disruptive and even, at times, 
dangerous. A person who is consistent, disciplined, and professional requires less negative feedback and 
oversight, and engenders trust.



- Forbes - Why Soft skills will help you get the job and then the promotion.

- Why soft skills matter.

- Scientific research on the importance of 'Big Five' personality traits for employee performance across various 
occupation groups.

- Emotional Intelligence (EQ) and soft skills lead to higher performance in customer service.

- Emotional Intelligence (EQ) leads to lower subjective stress, better health and well- being, and better 
management performance.

Why assess the Five-Factor Model and Soft skills in candidate selection?  

Additional External Resources:



YOBS

Have any questions? 

hello@yobstech.com

Send us a note!


