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Executive Summary

Goal: Identify which candidates are most likely to flourish in a changeable work environment by

creating an effective Adaptability Assessment.

Outcome: Analysis confirms Weirdly’s assessment is effective in identifying people with high

levels of adaptability; defined as a combination of resilience, growth, resourcefulness and

openness. Validation, reliability and bias checks are all statistically sound.

Surveys of the Weirdly recruiter database,

and wider talent acquisition community show

adaptability as the #1 trait any employee, in

any role, needs to have in order to be

successful in the modern workplace.

Industries are less certain than they once

were, jobs change more readily, and people

more frequently juggle multiple roles and

income sources. Lifestyles are also changing

in response to flexible work practices,

work/life patterns and public health events.

With Adaptability so sought-after, we created

an assessment to give recruiters a way to get

confidence and insight about any candidate’s

strength in this area.

What follows outlines the creation and

validation of our Adaptability assessment.

Our analysis of testing data shows the

assessment has strong content, criterion and

construct validity. Reliability is satisfactory

and bias checks ruled out the possibility of

any influence of age, gender or ethnicity on

results.
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Method

To ensure strong content validity, research

into definitions of adaptability and the

attributes that comprise it covered academic

reports, resilience guidance published by

healthcare institutions and business and

coaching texts.

Four attributes to constitute adaptability

were established (resilience, openness,

growth and resourcefulness) along with high

and low descriptors.

Most questions were sourced from the

Weirdly question database using attribute

definitions. The Weirdly question database is

organised by a number of constructs, which

are, for the most part, organisational values or

preferred soft-skills. These constructs have

been defined and validated by Weirdly and

our customers across years of testing and

usage. A number of new questions were

created to fill gaps in order to satisfy the need

for high content validity of the assessment via

the above research sources.

Over 5000 Australia and New Zealand

residents completed the assessment for

testing and all received percentile-based

feedback on their results across the four

attributes. Participants ranged in age from 15

to 69 and were 69% female, 29% male and 2%

gender diverse. Average time to complete

was 10 minutes and the mean score was 65%

with a standard deviation of 9.3.

Participants also responded to a number of

related survey questions around stress and

work experience. In addition, most had

completed additional assessments offered by

Weirdly, including Customer Service

�N�2820�, Work Ready �N�1776� and

Organisational Values �N�287�, analysis of

which are included in this report.

While self-report assessments are not always

perfect predictors of behaviour, the validation

results discussed below indicate that the

assessment has strong validity indicators that

give us confidence that it is an effective

measure.
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Attribute Definition High Description Low Description

Resilience Persistence,
optimism and
coping

Persistent and positive in trying circumstances.
High coping ability across most situations.
Potentially unstimulated by low intensity work.

Lower ability to cope with stress, which may
impact ability to be persistent in challenging
environments. More suited to low intensity
work as resilience skills are developing.

Growth Always improving
and learning

Constant desire to learn more and improve
practices at every opportunity. Less concerned
about the possibility of failure so likely to take
on new challenges. May dislike environments
that lack opportunities to grow and improve.

Likely to be happiest where learning and
training expectations are low. Content with
current knowledge and has low desire for
constant improvement.

Resourcefulness Problem solving
with innovation
and creativity

Enjoys opportunities for innovation and will
gravitate towards these opportunities.
Prefers a creative path over doing something
as it was done before. May become
disengaged with repetitive tasks.

Prefers direct instructions and
tried-and-tested methods. No need for
creative opportunities to enjoy work.

Openness Curiosity,
flexibility of
thought and
openness to
ideas and
experiences

Welcomes change, finding it stimulating, and is
highly curious and flexible. Unlikely to be
stubborn and may be disinterested in very
static environments without new ideas or
progress.

Less positive reaction to change and lower
overall flexibility. Contented with own views
and generally disinterested in alternatives.
Suited to work that is unlikely to vary.
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Adaptability Assessment
Validation

Analysis of the relationships between

Adaptability data and self-report data

indicates that the Adaptability assessment

has strong construct validity, which is the

need for evidence that shows the assessment

is measuring what is claimed to be measuring.

Simply put, people who score high on a

range of stress experience and coping

scales also score high on the Adaptability

assessment.

In addition, analysis is also provided on the

relationships between Adaptability data and

recruitment outcomes and additional

measures. These findings support the

success of the Adaptability assessment and

are discussed below.

Experience with Stress

Weirdly hypothesised that people with more

experience in stressful work environments

would score higher on the Adaptability

measure. Using participant’s self-reported

years of experience in stressful work

environments, an analysis of variance

confirmed the hypothesis, with significant

positive differences in scores on the

Adaptability assessment between these

groups: F�154, p<.001.

These significant differences were found

across all four attributes:

ANOVA (p<.001) Experience with Stress

Adaptability F�154

Resilience F�149

Openness F�42

Growth F�50

Resourcefulness F�36

Participants scored themselves on two

additional questions regarding their

experience with stress:

A. “How would you rate your ability to

get yourself through intense or

stressful times?” �10-point Likert-style

response scale: “Very low ability” to

“Very high ability”)

Result: significant positive

correlation with Adaptability� Rho =

0.459 (p<.001�.

B. “Would you say that you think that

your life has been more or less

stressful than most other people?”

�10-point Likert-style response scale:

“Less stressful” to “More stressful”)

Result: significant positive

correlation with Adaptability, though

the relationship is weak: Rho � 0.120

(p<.001�.
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Work Experience

Weirdly hypothesised that people with work

history have developed higher levels of

adaptability than those without. It was found

that people with past work experience

indeed scored higher on Adaptability and

that this difference was statistically

significant �T statistic � 7.87, p>.001�.

All four attributes were all scored significantly

higher by those with work experience

compared to those without.

T scores (p<.001) Work Experience Years

Adaptability 7.87

Resilience 7.34

Openness 6.10

Growth 4.43

Resourcefulness 3.29

For more detail we looked at how many years

experience participants had and compared

their scores. An ANOVA comparing

Adaptability scores showed significant

differences in scores by work experience

level, with more experienced people scoring

higher �F�33.7, p<.001�1.

1 Age was examined as a potential covariate
variable moderating the relationship between work
experience and Adaptability scores. I.e., is the
above significant relationship actually because of
age rather than work experience years. A linear
regression analysis found that age did not have a
significant relationship with scores.

Candidate Success

Adaptability is not a primary focus for the

hiring of customer service representatives but

nevertheless Weirdly hypothesised that

candidates with high Adaptability scores

would be more likely to progress through the

recruitment process.

This was confirmed for the overall

Adaptability score along with three of the four

attributes. Looking at the attribute

comparison of those who were hired,

Resilience and Growth were both

significantly higher for those who were hired

into retail roles than those whose

applications were not successful.

T scores Shortlisted
Candidates

Hired
Candidates

Adaptability 3.764,
p<.001

-

Resilience 4.285,
p<.001

2.44,
p<.01

Openness 3.128,
p<.01

-

Growth 3.873,
p<.001

1.65,
p<.05

Resourcefulness - -

These results indicate that the Adaptability

assessment has some predictive validity of

candidate success.
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Summary of key positive statistical relationships between the Adaptability assessment and validation points (all reported statistics

here are p<.001�.
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Organisational Values

As seen in the table below, Adaptability

scores also positively correlated with many

Weirdly’s organisational values

assessments. These are core Weirdly

assessments used by organisations to

measure candidate suitability and fit.

The correlations are found with the values of

Bold and Creativity, which we surmise is

because they have the most overlap with the

adaptability attributes.

Rho Correlations
(p<.001)

Achievement Bold Creativity Curiosity Impact Integrity

Adaptability 0.385 0.495 0.409 0.374 0.367 0.381

Resilience 0.378 0.382 0.331 - 0.306 0.326

Openness 0.342 0.346 0.361 0.348 0.369 0.401

Growth - 0.335 - 0.335 - -

Resourcefulness 0.206 0.329 0.312 - - -

Additional Weirdly Assessments

Weirdly has also produced assessments for

Work Readiness and Customer Service

Preparedness and the hypothesis in relation

to the Adaptability assessment was that it

would have weak positive correlations with

both.

Adaptability scores were indeed found to

have significant positive correlations with

both assessments; the correlation with the

Work Ready assessment was rho � 0.387 and

with the Customer Service Preparedness

assessment it was rho � 0.441 and its

strongest correlations are with Resilience and

Openness.

Rho Correlations
(p<.001)

Work Ready
Assessment

Customer
Service
Assessment

Adaptability 0.387 0.441

Resilience 0.452 0.448

Openness 0.424 0.379

Growth 0.248 0.312

Resourcefulness - 0.108

8



Bias Checks

Gender

ANOVA of Adaptability scores by gender

showed no statistically significant differences.

This confirms that there is no gender bias in

the Adaptability assessment.

ANOVA� F�2.44, p=0.088
● Female � Male: t=2.17, p=0.13
● Female � Gender Diverse: t=-0.188,

p=0.998
● Male � Gender Diverse: t=0.786,

p=0.861

Age

Confirming that the assessment has no age

bias, age does not have a correlation with

overall Adaptability scores.

Age correlation: rho=0.08

Ethnicity

Confirming that the measure has no

ethnicity bias for the Australia region, an

ANOVA of Adaptability scores by ethnicity

showed no statistically significant differences

between groups.

ANOVA� F�0.869, p=0.456
● Aboriginal � Not indigenous: t=-0.971,

p=0.994
● Torres Strait Islander � Not

indigenous: t=1.201, p=0.626
● Aboriginal � Torres Strait Islander:

t=0.928, p=0.790

Reliability

Cronbach’s alpha � 0.73, which indicates that

the assessment has good reliability and is

internally consistent to a satisfactory level.
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