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Frequently Asked Questions 
About the Chally Assessment™  

1. What is the purpose of the Chally Assessment? 
The Chally Assessment provides quick, easy access to valid, specific predictions of sales capacity and 
insights into the competencies and motives of your candidates and current client-facing staff. Assessment 
results may be used as a part of the hiring process to ensure the best match between candidates and a 
particular job; to help those currently in the role maximize their efforts; and/or to help sales leaders 
transform their sales functions. 

2. What does the assessment measure? 
It measures the respondent’s inherent aptitude, motivations, and traits in order to identify natural 
strengths and predict potential to exhibit the competencies that correlate with success in specific sales, 
service, and sales management roles. 

3. Against whom are respondents being compared? 
A global database of over 500,000 candidates and incumbents.  

4. How long does it take to complete the assessment? 
Approximately 45 minutes. Some respondents may find it takes longer while some complete it in less 
time. The assessment is not timed and does not have to be completed all at once. If needed, an 
individual can log out and log back in later to complete. 

5. Some of the questions in the assessment seemed silly or odd. How do they determine aptitude? 
The questions were designed to be non-face valid, meaning that it is not clear to the respondent what is 
being measured. This is an important requirement for a predictive assessment as it ensures that the 
results cannot be “gamed”. The answer to any one question does not actually determine an individual’s 
score. Rather, scoring is based on the patterns in their answers. We’ve analyzed these patterns for 
thousands of respondents over many years to determine the pattern of responses from individuals who 
are strong in a competency as compared to individuals who are not as skilled in that competency. 

6. If a respondent had a bad day when they completed the assessment, would this impact the 
results? 
No. The questions are phrased in such a way that responses don’t focus on a point in time and they are 
geared to one’s general frame of reference. Situational factors, such as not feeling well, being in a bad 
mood, or having a bad day, will not affect the results. Of course, if an individual is dealing with an 
extreme situation, it is suggested that the respondent wait until the stress is reduced before completing 
the assessment. 
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7. Can’t the questions be answered in a way you think the employer is expecting, therefore 
manipulating the results to look good? 
One can try, but because the content of the questions is not directly related to the competencies they 
help to measure, it makes it difficult, if not impossible, to manipulate the results.  

8. Do women get different scores from men? 
Not significantly. Research ensures that assessment items are put together in such a way as to minimize 
differences between groups so differences in scores represent real differences in output of the skill. 

9. Do scores change over time? 
Although an individual’s scores may fluctuate slightly over time, significant shifts in scores are rare. Such 
shifts may result from significant life changes, changes in guardedness, or increased self-awareness. 

10. Should we have respondents retest to ensure their results are still good? 
Generally, retesting is not necessary since significant shifts in scores are rare. In some cases, concerns 
such as perceived fairness may be justification for retesting. In these instances, we generally use the 
guideline of waiting three to five years, unless there is a dramatic personal challenge or change.   

Role Profile Reports: 

11. How are the competencies for a specific job chosen? 
A company validation study measures the difference between the responses of performers rated as high 
and those rated as less effective. Additionally, a previously validated role profile can be used when the 
current job is very similar to the one originally analyzed to develop the profile. 

12. What do the assessment scores mean? 
The assessment scores are percentile scores and not “school test” scores where 70 is passing and 50 is 
failing. So, a score of 57 means that a participant scored better than 57 percent of the database and not 
as high as 43 percent of the database. 

13. What determines if an individual is recommended for a given job? 
A candidate is considered a good fit for the role if the adjusted average of the predictive competency 
scores is between 50-65 and no individual competency scores are at or below 30; or an adjusted average 
of 66 or higher regardless of any scores at 30 or below. The Chally Assessment uses an adjusted 
average of all predictive competency scores which means that each of the scores up to 80 are added 
together and divided by the number of competencies on the profile. 

14. What if a respondent hasn’t had experience in the type of position for which they are being 
considered? 
The assessment will indicate the likelihood that they would be successful in the position assuming they 
have opportunities to be exposed to effective techniques and practice time. 
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15. Does having one or more low competency scores mean the respondent will never be successful 
in a role? 
No. Most individuals will have a range of high to low scores on the competencies that predict success for 
a role.  Having a couple of low scores does not mean someone will never be successful. Some 
individuals just figure out ways to get the job done without possessing all the predictive competencies. 
For example, one can use a tool or job aid to minimize the negative impact of low natural aptitude. In 
other cases, an individual can succeed by leveraging natural strengths to make up for their gaps.   

16. Is it possible to work hard and change a score on a given competency, if it is low? 
Since the Chally Assessment measures natural aptitude (not current skill) scores are unlikely to change. 
However, respondents can improve actual performance with management coaching and tools that 
support skill development. 

17. If a respondent looks bad on a profile for a job, does that mean they can’t succeed? 
No, some individuals are successful through their hard work, support from their manager, and figuring out 
innovative and different ways to get things done. 

18. Does every individual that looks good on a given job profile succeed in the role? 
No, one also needs the motivation to be successful and fit with the culture and values of their 
organization. Likewise, someone with all the appropriate strengths can be distracted by other issues in 
their lives and choose not to use their abilities to achieve the outputs that are necessary to succeed in the 
given job. 

19. For what amount of time are the results valid? 
Validity is the extent to which a test measures what it claims to measure. For this reason, it’s the role (not 
time) that is the key factor for validity. This means that once a respondent completes the assessment 
once, their results can be used to determine fit for any number of roles. The validity of the results comes 
from ensuring that the right report is being used for the right position or role. Any time a position 
description or the expectations for performance change, it’s important to revisit the profile selection to 
ensure the appropriate report is being used. 
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