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BACKGROUND

PRADCO has been assisting organizations in the evaluation, selection, and development of
employees since 1955. Our team is constantly learning the needs of our clients across many
industries to tailor cutting-edge solutions that help them hit their goals. It is our objective
to become an extension of your team — a trusted partner and advisor that provides insight
and guidance. PRADCO's areas of expertise include employee selection, psychological
assessments, management and leadership development, organizational dynamics, and
surveys. Professional staff members possess training and experience in psychology, human
resources, and business.

PRADCO’s Quick View™ Production Assessment was chosen as a pre-employment
screening tool to determine which people are most likely to fit the
organization’s culture and contribute to organizational goals. PRADCO partners with
clients to customize the use of the assessment for their culture through our
benchmarking process. The process was designed to conform to current legal guidelines
as well as good professional practice in the field of Industrial/Organizational Psychology.

RETENTION ANALYSIS

The PRADCO assessment system went live on November 5, 2025, creating a natural
intervention point. To understand its impact, we analyzed turnover in two complementary
ways:

1. A matched 90-day pre- vs. post-implementation comparison, and

2. Alonger-range post-implementation view (~6 months) to assess overall trends,
tenure, and timing of exits.

Immediate Impact of the Assessment Implementation
When we compare outcomes in the first 90 days of employment, the data shows a clear
improvement after assessments were implemented:
e Pre-PRADCO Implementation (90-day window):
o 172 hired
o 38 terminated

o 22% turnover
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o Post-PRADCO Implementation (90-day window):
o 117 hired
o 18 terminated

o 15% turnover (Improved)

This represents a material reduction in early turnover risk for hires made after
November 5. At a core level, this suggests the assessment is doing what it is intended to do:
improving hiring decisions and early job fit.

Understanding the Apparent Contradiction in Overall Turnover
Looking at the full post-implementation period through late April, overall turnover
appears high:
« Since November 5 (nearly 6 months):
o 183 hired
o 65 terminated

o 36% turnover

However, this aggregate number masks an important timing effect. Of the 65 total
terminations:

o 37 (57%) occurred after February 5, roughly 90 days after the assessment launch.

This concentration aligns closely with:

o Prior year February-March turnover spike, and

o A period following rapid hiring growth after a hiring freeze, which likely placed
pressure on onboarding, supervision, workload distribution, or role clarity.

Rather than a steady erosion of hiring quality, the data points to a discrete shock or
systemic stressor layered on top of otherwise improved selection outcomes.

When Employees Are Leaving—and What's Improved
Examining tenure at termination clarifies what has improved.

Pre-PRADCO Assessment Comparison Period
« Average tenure at termination: 41 days

e 17% leave within 30 days
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o 30% within 60 days
o 39% within 90 days

Post-PRADCO Assessment Hires
o Average tenure at termination: 49.4 days (improved)
o 13% leave within 30 days (improved)
e 23% within 60 days (improved)
e 28% within 90 days (improved)

Two important conclusions follow:

1. Employees hired post-implementation are staying longer before exiting (on
average more than a full week longer) which is a meaningful improvement in early
employment stability.

2. At every early milestone (30, 60, 90 days), post-assessment turnover rates are
lower than before, indicating fewer early mismatches.

This pattern of results further strengthens the case that selection quality has improved.

What This Pattern Suggests
Taken together, the evidence indicates:

The assessment system is reducing early attrition and extending tenure.

o The February-March spike is not assessment-driven and mirrors the prior year's
pattern.

o Turnover pressure appears to originate after hires are onboarded, not
immediately at the point of selection.

« The organization is likely experiencing post-hire system stress, especially during
predictable high-risk periods.

In short, the assessment appears to be mitigating risk, but it cannot fully offset
downstream organizational or operational challenges on its own.
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RETURN ON INVESTMENT (ROI) ANALYSIS

As part of the analysis, PRADCO conducted a value analysis with respect to the reduction in
turnover when using the Quick View™ Production Assessment. In addition to establishing a
benchmark for success, PRADCO provided training to support the interpretation of Quick
View™ Production results and best practices in behavioral interviewing. Through the use of
follow-up questions provided in the assessments and the PRADCO Quick View™ Production
Certification process, interview consistency improved hiring decisions which resulted in
improved selection quality.

Within the 90-day window of hire, our client experienced a reduction in turnover
from 22% to 15%, which is equivalent to a 32% improvement in overall turnover.
Based on the average cost to replace an employee within the first 90 days of $10,000
and the improvement in turnover during the 90-day hiring window, our client
realized cost savings of approximately $80,000. Annually, this results in an estimated
ROI of $320,000.

If you have any additional questions, please contact Renee Hodgens at
rhodgens@pradco.com or by phone at (440) 337-4662.
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