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PeopleBest: The Powerful Advantage of
Predicting Performance Through Behavioral
Intelligence

Introduction

Organizations have spent decades refining the way they recruit, train,
develop, and retain talent. Human resources teams have become
increasingly sophisticated in their use of assessments, leadership
frameworks, coaching methodologies, learning technologies, and
performance management systems. Yet despite these advancements, a
fundamental challenge remains remarkably difficult to solve.

Why do some individuals consistently outperform others in the same role,
under the same conditions, with access to the same resources?

The answer has traditionally been attributed to experience, technical
expertise, motivation, leadership, or culture. While each of these factors
plays an important role, many organizations continue to discover that
conventional approaches often fail to fully explain performance differences
between employees, managers, salespeople, technicians, leaders, and
executives.

PeopleBest was created to address this challenge. By combining behavioral
science, predictive analytics, and performance modeling, the company
focuses on understanding the underlying human factors that influence
success. Rather than relying solely on resumes, interviews, personality
assessments, or manager observations, they seek to identify the behavioral
characteristics that consistently correlate with high performance within
specific organizational environments.

This approach represents a significant shift in how organizations think about
workforce readiness, leadership development, talent acquisition, and
employee growth. Instead of asking whether someone possesses the
necessary credentials to perform a role, PeopleBest helps organizations
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explore a more important question: what characteristics make someone
successfulin this environment?

The answer has implications that extend far beyond hiring. It influences
onboarding, learning and development, coaching, succession planning,
workforce planning, organizational culture, and long-term business
performance.

Company Background and Mission

PeopleBest was founded in 2006 with a mission centered on a deceptively
simple concept: predicting success within people, teams, and organizations.

The company's origins emerged from the intersection of technology,
executive search, behavioral assessment, and statistical analysis. Founder
Jim Hunter's professional background spanned technology sales, startup
leadership, internet infrastructure, and business development. While
helping an executive search practice evaluate assessment technologies,
Hunter became intrigued by the growing field of behavioral measurement.

At approximately the same time, the publication of Michael Lewis's
Moneyball introduced a new way of thinking about performance prediction.
The Oakland Athletics demonstrated that statistical analysis could uncover
hidden indicators of success that traditional scouting methods overlooked.
Rather than relying exclusively on observation and intuition, organizations
could use data to identify the characteristics most closely associated with
superior outcomes.

This concept sparked a broader question. If analytics could predict athletic
performance, could similar methodologies predict workplace performance?

The answer became the foundation of PeopleBest.

Over the next two decades, the company invested heavily in building
proprietary assessment methodologies, behavioral measurement systems,
competency models, and predictive algorithms capable of identifying the
traits and characteristics most strongly associated with success.
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Today, they operates globally and serves organizations across a wide variety
of industries, helping clients improve hiring decisions, develop employees
more effectively, strengthen leadership pipelines, improve retention, and
increase organizational performance.

The Learning and Performance Challenge

One of the most persistent challenges facing organizations is the
assumption that technical competence alone predicts success.

Traditional hiring practices frequently emphasize education, certifications,
previous experience, industry expertise, and technical knowledge. While
these qualifications remain important, organizations routinely discover that
individuals with impressive credentials do not always become top
performers.

Similarly, organizations often invest substantial resources into training
programs without fully understanding why certain employees rapidly adopt
new skills while others struggle to apply the same learning experiences.

These challenges become particularly significant as organizations scale.
Growing companies must hire more employees, onboard them faster,
develop future leaders, improve retention, and ensure consistent
performance across increasingly complex operations.

The challenge becomes even more pronounced in distributed environments
where workforce consistency directly impacts business outcomes. Similar
challenges frequently emerge in customer education initiatives, partner
enablement programs, franchise operations, and extended enterprise
environments where organizational performance depends upon individuals
operating effectively across multiple locations and organizational structures.

Many organizations attempt to solve these issues through standardized
training programs, leadership development frameworks, coaching initiatives,
and competency models. While these approaches create value, they often
begin with assumptions about what drives success rather than empirical
evidence.
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As aresult, organizations frequently struggle to answer critical questions.

Which employees possess the greatest potential for advancement?

O

Which individuals are most likely to respond positively to coaching and
development?

What characteristics distinguish top performers from average performers?
How should training resources be allocated for maximum impact?

Why do some employees thrive while others struggle within the same
environment?

These questions form the foundation of the PeopleBest methodology.

The Technology Approach

They approaches workforce performance through a combination of
behavioral measurement and predictive analytics.

The company's methodology begins with understanding individuals at a
highly granular level. Rather than relying on broad personality categories,
they evaluates twenty-nine distinct behavioral traits measured across a
scalable framework designed to capture significant depth and nuance.

These traits serve as the building blocks for understanding how individuals
naturally operate. Characteristics such as creativity, structure, recovery,
emotional tendencies, and behavioral preferences combine to create unique
behavioral profiles.

From these foundational traits, PeopleBest derives more than 700
competencies that relate directly to workplace performance. Competencies
such as strategic agility, sales prospecting, leadership effectiveness,
reliability, influence, collaboration, presentation skills, accountability, and
goal orientation emerge from combinations of underlying behavioral traits.

The innovation lies in what happens next.

Rather than applying generic competency models across all organizations,
they allows organizational data to define success.
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Organizations identify employees who consistently achieve desired
outcomes. Predictive analytics then examine the behavioral characteristics
shared by those high performers. @

The resulting analysis reveals the specific traits and competencies most
strongly associated with success within that unique organizational
environment.

This approach acknowledges an important reality.
Every organization is different.

The characteristics that drive success within one company may differ
significantly from those that drive success elsewhere. The same role, title, or
function can require different behavioral profiles depending on culture,
strategy, leadership expectations, customer requirements, and business
objectives.

Rather than imposing a predefined model, PeopleBest allows the data to
identify what success actually looks like.

Defining Success Before Building Capability

One of the most significant aspects of the PeopleBest methodology is its
emphasis on defining outcomes before implementing solutions.

Organizations frequently approach workforce development with broad goals
such as improving sales, increasing retention, developing leaders, or
enhancing performance.

They begin by clarifying exactly what success means within the client's
environment.

This process resembles many of the principles outlined within the
LatitudeLearning Training Program Roadmap, where learning initiatives begin
with desired outcomes and work backward to determine the capabilities
required for success. The same philosophy applies to workforce
performance.
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Without a clearly defined destination, development efforts often become

fragmented and difficult to measure.

Once organizational goals are clarified, predictive analytics identify the @
competencies and behaviors most closely alighed with achieving those
objectives.

This creates a data-driven roadmap that connects employee development
directly to organizational performance.

The Learner and User Experience

Although PeopleBest is often associated with hiring and talent analytics, its
value extends significantly into workforce development and learning
strategy.

Employees receive insights that help them better understand their strengths,
opportunities, behavioral tendencies, and developmental needs.

Managers gain visibility into team dynamics and performance drivers.

Executives obtain a clearer understanding of leadership capabilities and
organizational readiness.

Learning and development teams receive actionable data that helps
prioritize development initiatives and personalize learning experiences.

Perhaps most importantly, the system helps organizations move beyond
one-size-fits-all development strategies.

Traditional training programs frequently assume that all learners begin from
the same starting point. In reality, individuals possess different strengths,
motivations, learning preferences, and developmental opportunities.

By understanding these differences, organizations can create more targeted
interventions that improve learner engagement, accelerate skill
development, and increase knowledge transfer.

This aligns closely with contemporary approaches to personalized learning,
contextual learning, and continuous workforce development.
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The Science of Trainability

One of the most intriguing elements of the PeopleBest methodology is its
focus on trainability. @

Organizations often assume that employees who lack certain competencies
simply require additional training. In practice, the effectiveness of any
developmentinitiative depends heavily upon the learner's willingness and
ability to change.

To address this challenge, they developed a metric known as the Trainability
Quotient.

This measurement evaluates characteristics associated with learning
readiness, including self-awareness, coachability, openness to feedback,
adaptability, and developmental motivation.

These factors provide insight into how effectively an individual is likely to
respond to coaching, mentoring, training programs, and professional
development initiatives.

For learning leaders, this concept has significant implications.

Effective learning experiences require more than content delivery. They
require learner engagement, behavioral readiness, motivation, and a
willingness to apply new knowledge.

The Trainability Quotient helps organizations identify individuals who are
most likely to benefit from development efforts while also highlighting
potential barriers to learning success.

This creates opportunities for more effective coaching strategies, stronger
learner support systems, and improved developmental outcomes.

Best Practices and Learning Theory

Their approach aligns naturally with several established learning and
performance principles.
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Adult learning theory emphasizes relevance, self-direction, and practical
application. By connecting development directly to organizational outcomes
and individual performance, PeopleBest reinforces these principles.

Performance support concepts emphasize delivering the right guidance at
the right moment. The behavioral insights generated through predictive
analytics provide organizations with a roadmap for targeted interventions
rather than generic development programs.

Continuous learning frameworks encourage ongoing growth rather than
isolated training events. Because behavioral data provides a long-term
developmental perspective, organizations can create sustained
development pathways that evolve over time.

Within the context of the LatitudelLearning Training Program Roadmap, the
methodology supports both Stage 1 Foundation and Stage 2 Knowledge
Acquisition initiatives. Organizations can establish stronger developmental
foundations by understanding learner characteristics before implementing
structured training experiences.

As learning ecosystems continue to evolve, the integration of behavioral
intelligence and learning strategy becomes increasingly valuable.

Operational and Business Impact

The operational value of the PeopleBest methodology extends across
multiple dimensions.

Organizations improve hiring effectiveness by identifying candidates whose
behavioral characteristics align with successful employee profiles.

Retention improves when employees are placed in environments where they
are more likely to thrive.

Leadership development becomes more strategic because organizations
gain visibility into leadership potential and developmental readiness.

Training investments become more effective because development efforts
can focus on specific competencies and behavioral opportunities.
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Managers gain clearer direction regarding coaching priorities.

Succession planning becomes more objective through the identification of
future leaders based on measurable indicators rather than subjective
observations.

Perhaps most importantly, organizations gain a framework for continuous
improvement.

Instead of relying solely on intuition or anecdotal evidence, leaders can use
behavioral data to support workforce decisions and development strategies.

This creates stronger alighment between talent management and business
performance.

Strategic Implications for Learning Leaders

The broader significance of the their approach extends beyond talent
assessment.

The methodology reflects a larger shift occurring across workforce
development, learning technology, and organizational performance
management.

Organizations increasingly recognize that training effectiveness depends on
understanding the learner.

Content alone is no longer sufficient.

Learning platforms, coaching initiatives, leadership programs, and
enablement strategies generate greater impact when they are informed by
data about the individuals participating in those experiences.

As Al, analytics, and workforce intelligence continue to evolve, organizations
will increasingly seek solutions that connect learning activities directly to
performance outcomes.

Behavioral intelligence represents an important component of that future.
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Looking Ahead

The next phase of workforce development will likely involve deeper
integration between behavioral analytics, artificial intelligence, coaching
systems, and learning technologies.

They view Al not as a replacement for human potential but as an
enhancement to human development.

Future systems may provide increasingly personalized recommendations,
developmental pathways, coaching guidance, and performance support
based upon an individual's behavioral profile and organizational goals.

As workforce expectations continue to evolve, organizations will require
more sophisticated methods for understanding employee potential,
supporting growth, and aligning development with strategic objectives.

Predictive analytics and behavioral intelligence are positioned to play a
growing role in that evolution.

Conclusion

PeopleBest represents a distinctive approach to workforce performance,
talent development, and organizational effectiveness.

Rather than focusing exclusively on skills, credentials, or traditional
assessments, the company seeks to understand the behavioral
characteristics that influence success. By combining behavioral science,
predictive analytics, and competency modeling, they help organizations
identify what high performance actually looks like within their unique
environments.

The result is a framework that supports hiring, employee development,
leadership growth, succession planning, coaching, and workforce readiness.

For organizations seeking stronger alignment between talent strategy and
business performance, the PeopleBest methodology demonstrates how
behavioralintelligence can create meaningful operational advantages.
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As organizations continue navigating increasingly complex workforce
challenges, understanding people may become one of the most valuable
capabilities they can develop. @

For more information on PeopleBest, visit their website -
https://peoplebest.com/
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