




The GC Index will underpin any Recruitment Framework. It is designed to serve as a practical and adaptable framework with
outcome focussed language to:

a) Enable the hiring manager to practically articulate the impact and contribution they require from the successful candidate
within a specific role and/or team.

b) Provide the framework for the hiring manager to effectively assess and benchmark candidates against the desired impact
and contribution to a role and/or team.

The GC Index® is not a measure of experience or competence but will provide data to a recruitment process along a number of
areas, not limited to the below examples:

• THE CAPACITY FOR CREATIVITY: i.e. Do our candidates need to have an openness for original ideas and
creativity?

• THE ENERGY AND CAPACITY FOR INNOVATION (different from creativity): i.e. Insights into, and energy for,
continuously improving things.

• INCLINATION FOR COLLABORATION: i.e. Do our candidates value shared endeavour, team work, building
complementary relationships?

• ADAPTABILITY: i.e. Do we need adaptable individuals?

• TASK FOCUSSED: i.e. A focus on pragmatism and realising tangible outcomes.

• CONCEPTUAL THINKING: i.e. An ability to make sense of complex/abstract notions and ideas.

• AN INCLINATION FOR CONSCIENTIOUS PRECISION: i.e. an attention to concrete details.



LOOKING TO RECRUIT INDIVIDUALS IN TECHNOLOGY FOCUSSED ROLES WHO:

• HAVE AN OPENNESS TO CHANGE AND TO LIVE IN AN AMBIGUOUS WORLD;
• HAVE AN ABILITY TO DEAL WITH COMPLEXITY (SOMETIMES BUT NOT ALWAYS WITH INNOVATIVE SOLUTIONS);
• ARE COLLABORATIVE IN THEIR APPROACH;
• DEMONSTRATE A BURNING DESIRE TO PUSH TO COMPLETION;
• POSSESS A DEGREE OF AGILITY.

RECRUITMENT FRAMEWORK PRINCIPLES:

OPENNESS TO CHANGE/POSSIBILITIES: We would look for a GC Index score on the Game
Changer profile of 5+. (It is worth noting though that “openness to change” and “openness to new
ideas and possibilities” ae not the same- many people like change so long as it is familiar- more of
the same. That is why we look for openness to new ideas/possibilities)

TOLERANCE OF AMBIGUITY: There is a strong correlation with individuals with dominant
Strategist role scores within The GC index and lesser tolerance of ambiguity. More specifically,
those with dominant scores on the Strategist role reflects their needs for clear direction, plans
and certainty.

DEALING WITH COMPLEXITY- The GC Index profile that reflects this most readily is the
creative, practical problem solver with combined highest scores for Game Changer and
Implementer. They tend to be resourceful individuals who trust their ability to problem solve.
They often thrive on complexity.

COLLABORATION - this is measured by the score on The GC Index Play Maker role and we
would propose a score of 4+ on the Play Maker Role

A PUSH TO COMPLETION – This reflects a Polisher inclination.

AGILITY- A profile that is balanced across all The GC Index roles (but not with all low scores)
signifies people who can adapt and make contributions in different ways.

RECOMMENDATION:
As a starting point for this framework we

would see Game Changer/Implementers or
Game Changer/Polishers as a more desired
profile for this type of role but with enough
(but not too much) Strategist and
Playmaker to be effective.

SCORING GUIDELINE:

LOOK FOR PROFILES WITH THE
FOLLOWING COMBINATION OF GC INDEX
PROFILE ROLE SCORES (SCORES ARE 1-10)

• GAME CHANGER: 5-8
• STRATEGIST : 4-6
• PLAY MAKER: 4+,
• IMPLEMENTER: 6-8,
• POLISHER: 5-7

To be clear we would want to use this as a
framework to select people IN not select
people OUT.
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• Give an example of how you like to start a 
new project

• Give an example of how you go about 
understanding an unfamiliar problem/task

• When do you struggle to get ‘stuck into’ a 
task?

• Give an example when you are at your 
most creative

• What motivates you most at work?
• Who are the people that you work best 

with and why? What are they like?

• What frustrates you most at work and 
why?

• Give an example of a project that gave you 
most satisfaction

• When are you at your most innovative at 
work? Give an example

• Give an example of how you like to start a 
new project

• What gives you most satisfaction in your 
work?

• What sort of manager gets the best from 
you?

• What sort of people do you 
most like working with and 
why?

• What would I notice about 
your  contribution to a team?

• What gives you the biggest 
buzz at work?


