Chapter 11

Exercise 11.1

1)

2)

3)

Mechanisms for preventing cheating:

e Make candidates aware at the outset of the possibility of reassessment

e Randomised questions and choices to prevent any two participants
from taking the ‘same’ test

e Secure browsers that can ‘lock down’ a participant’s PC

e Use invigilators in high-stakes tests

e Tamper-detection tools and even iris recognition

Other potential problems:

e Limits selection pool. Not everyone has access to the internet, or are
as technologically literate as others. This latter is especially important
when the job you are recruiting for does not require significant
computer use

e Possibly seen as discriminatory (age, disability)

e Tests not always technically sound as an assessment of the skills
required for the job

e |mpersonal

e Possible server problems

Student response — should be justified.

Exercise 11.2

1)

The major criticism of existing tests is that they identify patterns of
behaviour, but it is hard to relate these to what creates effective leadership
— especially across cultures. There are cultural differences in behaviour,
but not in personality. The tests also suggest that people are one type or
another, instead of allowing for combinations of types.

2) Could be improved by adding additional options to the question answers

that allow for a middle ground, instead of types being mutually exclusive.
This would enable the researcher to determine the propensity for an
individual to reconcile dilemmas and therefore demonstrate trans-cultural
competence.

Arguments do hold true for selection in a UK context because UK
organisations are increasingly multi-cultural. They frequently include
employees from overseas (Eastern Europe, etc) and/or involve
international interaction/transactions dialogue. This means that
employees, especially managers, are required to reconcile different styles
on a regular basis.

Exercise 11.3

1) Good example of best practice because:



Tailor-made exercises that simulate the key-aspects of the work
(investigatory through operational to policy). This enables the
assessment of candidate key skills, the matching of candidates to the
most suitable type of work, and provides the candidate with a realistic
view of what work would be like.

Exercises regularly reviewed and updated (to reflect changing
priorities)

Internal assessors are used, who know the job

Internal assessors receive thorough training

There is senior management support and considerable investment

2) Poor practice would be:

To use off-the-shelf exercises that falil to reflect the skills needed for the
job

Failing to review the event and update exercises

Inadequate preparation, or not allowing sufficient time for the event
Inadequate assessor training

HR only — no management involvement or support

3) Characteristics required for M15 would include:

Leadership

Team-working

Discretion

Intelligence

Problem-solving

Organisation and prioritising
Remaining calm under pressure
Patience
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Personality assessments open the doors to smarter
hiring
12 Jan 2017 By Dr Katharina Lochner

Today's tests move far beyond Myers-Briggs, helping employers to identify candidates with the right traits to
cope with on-the-job challenges

Personality assessments are a fundamental part of the selection process in many organisations. Whereas an
‘ability’ test — such as a verbal, numerical or logical reasoning test — will show whether a candidate is
capable of performing well in a role, a personality questionnaire will reveal how they’re likely to perform.
By combining these assessments, recruiters can gain a greater insight into each applicant, enabling them to
make a more informed selection decision. But the advantages of personality testing go far beyond this.

Myers-Briggs, the first mainstream personality tool, was first published in 1943. But in the decades after this,
psychologists and researchers began to favour the so-called ‘big five’ personality traits: openness to
experience, conscientiousness, extraversion, agreeableness and emotional stability. These were seen as
desirable workplace traits; conscientiousness, for example, implies that an applicant will want to perform
diligently, that they’ll meet deadlines and deliver high-quality work. Extraversion suggests strong social
interaction skills, such as the capacity to influence and work well with others.

The use of tests to assess these five traits in recruitment gathered pace in the 1980s, driven largely by a desire
to select employees who fit the organisational culture — and to avoid bad hiring decisions — despite concerns
that candidates were able to lie and give what they thought were the ‘right’ answers.

Assessments have since become more sophisticated; questions are more meticulous, scoring models and
algorithms are more complex, and adaptive testing has helped to improve the applicant’s experience and cut
test times. All of this means it’s now not only much harder to cheat on — or fake — a personality assessment, it
is also less likely that good candidates will drop out of an employer’s selection process because the tests are
too long and boring.

Today’s questionnaires can also measure the finer details of job-specific competencies. For example, you can
assess subtler aspects of extraversion, such as the ability to interact with others, or to deal with risk. But it is
not always one ‘pole’ of a trait that is desirable. Extraversion has been shown to be a predictor of job
performance but, in some roles, introversion may be a more desirable quality.

New traits can also be assessed. ‘Integrity’, for example, has grown in importance following recent corporate
scandals. Organisations now want to determine whether their employees are at risk of acting irresponsibly,
dishonestly, unethically or unreliably. Safety — and the predisposition to follow rules and procedures — has
also become a key concern for some employers.

The demand for ‘situational judgement’ has grown, too. Assessments that measure this focus on the
decisions a candidate makes, or how they react, when they’re faced with a specific work scenario. Situational
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Judgement questionnaires not only give employers an insight into an applicant’s likely behaviour, they also
help to inform the applicant about the issues and challenges that can arise in the role.

Assessment reports are now more detailed; some enable you to create an interview guide for line managers
that dynamically generates relevant and probing questions for each candidate, based on their assessment
results. Feedback reports, and reports that explain the developmental implications of results, can be
generated as well.

Crucially, the results of personality assessments can now be used beyond the initial selection process. By
analysing the competencies required in any given job role, and the personality traits of high-performing
employees, you can create a very precise profile of ‘what good looks like’ in that role — and, just as
importantly, what ‘bad’ looks like too. You can then assess your candidates and shortlist those who have the
personality traits and the abilities required for success in that role.

By conducting a validity study, you can correlate your assessment results against the ‘success criteria
measures’ in the role. This may prompt you to tweak certain aspects of your selection process, such as
changing the ‘cut off” score of your assessments. When you recruit new employees at all levels — against a
validated profile that highlights exactly what it takes to succeed in each job — you can transform the
performance of your organisation.

In the future, personality assessments will be even more focused on specific job traits. They’ll be shorter and
more cost effective, so more employers can use them earlier on in the recruitment process. More tests will
likely be available on tablets and smartphones, and some might embrace gamification principles.

Whatever the future holds, the impact of a person’s personality on their work will not diminish. As a result,
personality assessment will always be a vital and desirable aspect of organisational recruitment.

Dr Katharina Lochner is research director at cut-e, a psychometric assessment firm
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Workplace Big Five Profile™ 4.0
Norm Group: Global

N: NEED FOR STABILITY

THE DEGREE TO WHICH WE RESPOND TO STRESS

> SRR

N2: INTENSITY
N3: INTERPRETATION
N4: REBOUND TIME

E: EXTRAVERSION

THE DEGREE TO WHICH WE TOLERATE SENSORY
STIMULATION FROM PEOPLE/SITUATIONS

E1: WARMTH

E2: SOCIABILITY

E3: ACTIVITY MODE
E4: TAKING CHARGE
ES: TRUST OF OTHERS
E6: TACT

0: ORIGINALITY

THE DEGREE TO WHICH WE ARE OPEN TO NEW
EXPERIENCES / NEW WAYS OF DOING THINGS

01: IMAGINATION
02: COMPLEXITY
03: CHANGE

04: SCOPE

A: ACCOMMODATION

THE DEGREE TO WHICH WE DEFER TO OTHERS

AT: OTHERS' NEEDS
A2: AGREEMENT
A3: HUMILITY

A4: RESERVE

C: CONSOLIDATION

THE DEGREE TO WHICH WE PUSH TOWARDS GOALS

C1: PERFECTIONISM
C2: ORGANIZATION
C3: DRIVE

C4: CONCENTRATION

[-- %) - (24%) | = (38%) | + (24%) [+ (79%)|
I N S e T e 60 38 el v

RESILIENT (N-): RESPONSIVE (N=) REACTIVE (N+)

Snmn concem from fime to time Frequently worrles

Usually calm Occaslonally heated Quicker tempar

Less optimlstic

Rapld rabound time Moderate rebound time Longer rebound time

INTROVERT (E-): AMBIVERT (E=) EXTRAVERT (E+)

Hotds down pu-iﬁvu fnnll-np Damonstrates some poslilve feelings Shows a lot of posltive feelings

Prefers working with othera

Malintalna a moderate ectivity level Prafers lo b physically active

|a skeptical of olhers Is somewhat trusting of others Readily trusts others

Tenda to speak mare direcily Exorta medornte care in salecling words Carefully selects right words

PRESERVER (0-): MODERATE (0=) EXPLORER (0+)

Creales and Implements equally Creates new plans and ideas

Balance of simpileity and eomplexity Seeka complexity

Wanta to malntain exlltlng methods Is somawhat accepling of changes Readlly accepts changes and Innovations

Aftentive to detalls Attends to dotails if neaded Prefors b brond view and resiste dotails

| | €

CHALLENGER (A- ) NEGOTIATOR (A=) ADAPTER (A+)

More Interested In sell needs Interested in needs of others and self More Intarested In olhers’ needs

Welcomes m—aqetnm Sesks resolution Seeks harmony

Usually expresses opinlans Expresses opinlons somewhat Keaps opinions {o self

0 [P (e 51 S|

FLEXIBLE {C-): BALANCED (C=) FOCUSED (C+)

Continual need to refine or polish

Keeps averything organized

Craves even more achievemant

Shifts pasily between an—nulnn tukx Can shift between tasks Prafers completing taska before shifting
C5: METHODICALNESS : = w0 NI SR EIC STEW
Operates In a more apontaneous mode Does some planning Develops plans for everything
[~ | : | = | . |+ |
0 35 45 55 65 100
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A Customized Report for: Julie Potter Workplace Big Five Profile™ 4.0
Date: November 17, 2015 Norm Group: Global
- (7%) | - (24%) | = (38%) + (24%) [ ++ (%)

C: CONSOLIDATION

THE DEGREE TO WHICH WE PUSH TOWARDS GOALS

O T . -1 S I

FLEXIBLE (C-): Tends to approach BALANCED (C=): Tends to keep both work FOCUSED (C+): Tends to work toward
goals in a relaxed, spontaneous, and  demands and personal needs in good balance. goals in an industrious, disciplined, and
open-ended fashion. Easily capable Mind typically operates like both a parallel dependable fashion. Mind may be like
of multi-tasking and being involved in  processor and like a serial processor, both a serial processor, proceeding in a
many projects and goals at the same  switching tracks and proceeding linearly. Probably linear, sequential manner. Has a strong
time. Mind may be like a parallel more ambitious than a Flexible, yet probably more will to achieve, doing so with
processor, able to switch tracks on prone to enjoy leisure than a Focused. preparation and organization.

the run. May be a procrastinator. At ~ Occasionally, able to interrupt focus on goals with  Consolidates time in pursuit of

times, could be perceived as casual some spontaneous diversions. established goals. May be perceived as
about responsibilities, unorganized, or a workaholic, overbearing, compuisive,
less productive than others. meticulous, stubborn, or inflexible.

C1: PERFECTIONISM

THE DEGREE TO WHICH WE STRIVE FOR PERFECTIONISM

=l s e ————— ©_

Low Perfectionism (C1-) Medium Perfectionism (C1=) High Perfectionism (C1+)
Low need to continually refine or Occasional need to refine or polish Continual need to refine or polish
polish

C2: ORGANIZATION

THE DEGREE TO WHICH WE STAY ORGANIZED

[ e ——— e gy —— |

Low Organization (C2-) Medium Organization (C2=) High Organization (C2+)
Comfortable with littte formal Maintains some organization Keeps everything organized
organization

C3: DRIVE

HOW PUSHED WE FEEL TO ACHIEVE

[ [ e o S e e e — gy ——— |

Low Drive (C3-) Medium Drive (C3=) High Drive (C3+)
Satisfied with current level of Needs some additional achievement Craves even more achievement
achievement

C4: CONCENTRATION

HOW SUSTAINED OUR ATTENTION IS

[P —————————————

Low Concentration (C4-) Medium Concentration (C4=) High Concentration (C4+)
Shifts easily between on-going tasks Can shift between tasks Prefers completing tasks before shifting

C5: METHODICALNESS

HOW MUCH PLANNING WE NEED TO DO

e s e S . () S

Low Methodicalness (C5-) Medium Methodicalness (C5=) High Methodicalness (C5+)
Operates in a more spontaneous Does some planning Develops plans for everything
mode

-- ] - | = + | ++
0 35 45 55 65 100
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A Customized Report for: Julie Potter Workplace Big Five Profile™ 4.0
Date: November 17, 2015 Norm Group: Global
--(7%) | - (24%) [ = (38%) +(24%) | ++(7%)

A: ACCOMMODATION

THE DEGREE TO WHICH WE DEFER TO OTHERS

AN | At vt o = AV i A S LR | R N e e i i | |

CHALLENGER (A-): Tends to relate = NEGOTIATOR (A=): Tends to shift between ADAPTER (A+): Tends to relate to

to others by being expressive, tough,  competitive and cooperative situations fairly others' authority by being tolerant,
guarded, persistent, competitive, or easily, usually pushing for a "win-win" strategy. agreeable, and accepting. Often defers
aggressive. Often independent in Has a clear sense of personal identity, neither to others and is seen as helpful, easily
thought, asking tough questions to dependent nor independent. Works well either as moved, promoting harmony, and a team
protect self-interests and to make a team member or as an independent. Atworst,  player. Typically, allows others to “win"
sure of being right or winning. May might be regarded as “sitting on the fence” or be right more than allowing self. At
not accept information without between opposite views while trying to help both  times, may come across to others as
checking. Could come across to sides compromise. naive, submissive, conflict averse,
others as hostile, rude, self-centered, dependent, or unprincipled (because of
hard-headed, or not a team player. yielding a position).

A1: OTHERS' NEEDS

HOW WE INCONYENIENCE OURSELVES FOR OTHERS

P e e e s e e e |

Low Others' Needs (A1-) Medium Others’ Needs (A1=) High Others’ Needs (A1+)
More interested in self needs Interested in needs of others and self More interested in others' needs

A2: AGREEMENT

OUR DRIVING FORCE DURING CONFLICT

(== Sam s e e i o IR i ko 10 A SRR R e s QEICJD IR S s BT AR |

Low Agreement (A2-) Medium Agreement (A2=) High Agreement (A2+)
Welcomes engagement Seeks resolution Seeks harmony
A3: HUMILITY

OUR DESIRED LEVEL OF RECOGNITION

T 4 e

Low Humility (A3-) Medium Humility (A3=) High Humility (A3+)
Wants acknowledgement Likes some acknowledgement Uncomfortable with acknowledgement
A4: RESERVE

THE DEGREE TO WHICH WE VOICE OPINIONS TO OTHERS

e 3 e e e T e T T e T R R AT Sl T S T S |

Low Reserve (A4-) Medium Reserve (A4=) High Reserve (A4+)
Usually expresses opinions Expresses opinions somewhat Keeps opinions to self

- ; | - : |+ |
0 35 45 55 65 100
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A Customized Report for: Julie Potter Workplace Big Five Profile™ 4.0
Date: November 17, 2015 Norm Group: Global
- (7%) | - (24%) l = (38%) +(24%) [ ++(7%)

0: ORIGINALITY

THE DEGREE TO WHICH WE ARE OPEN TO NEW EXPERIENCES / NEW WAYS OF DOING THINGS

Mt | MRS AT TR 1 8 |V SRtemge o S = v e i R

PRESERVER (O-): Tends to possess MODERATE (O=): Tends to be middle of the road EXPLORER (O+): Tends to have a

expert knowledge about a job, topic,  and somewhat down-to-earth, but will consider variety of interests. Likes cutting edge
or subject. Tends to be down-to-earth new ways of doing something if convincing technology and strategic ideas. Seeks
with a here-and-now view of the evidence is available. Not usually known for new experiences, and thinks about the
present. Approach to work is creativity or curiosity, but they can surface. May  future. May describe self as a strategic
practical, tactical, and efficient. adopt and then expand upon a good idea from thinker, creative, imaginative, or artistic.
Comfortable with repetitive kinds of someone else. Appreciates both innovation and Is probably more liberal than most and
activity in the job. Could be viewed efficiency, but neither one to the extreme. enjoys theory and concepts. May be
as conservative, too narrow in perceived as impractical and easily
thinking, set in ways, or rigid. Prefers bored.

tried-and-true, traditional methods.

01: IMAGINATION

OUR PREFERENCE FOR INVENTING PLANS AND IDEAS
[ e e e T () e e T R T PR

Low Imagination (O1-) Medium Imagination (01=) High Imagination (O1+)
Implements plans Creates and implements equally Creates new plans and ideas

02: COMPLEXITY

THE DEGREE TO WHICH WE MAKE THINGS COMPLEX

e e e - = e e e e e B |

Low Complexity (02-) Medium Complexity (02=) High Complexity (02+)
Prefers simplicity Balance of simplicity and complexity Seeks complexity
03: CHANGE

HOW EASILY WE ACCEPT CHANGE

e e e e T e . 50 T

Low Change (03-) Medium Change (03=) High Change (O3+)
Wants to maintain existing methods Is somewhat accepting of changes Readily accepts changes and
innovations

04: SCOPE

OUR TOLERANCE FOR HANDLING DETAILS

e e e e S R R L T S | SO ST T TR, 7 K|

Low Scope (04-) Medium Scope (04=) High Scope (04+)
Attentive to details Attends to details if needed Prefers a broad view and resists details
- |- - = _J + r ++
o 3% 45 T "85 65 100
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A Customized Report for: Julie Potter Workplace Big Five Profile™ 4.0
Date: November 17, 2015 Norm Group: Global
-~ (T%) | - (24%) | = (38%) + (24%) [ ++(7%)

E: EXTRAVERSION

THE DEGREE TO WHICH WE TOLERATE SENSORY STIMULATION FROM PEQOPLE/SITUATIONS

I e [ Rl DUVt 50 STEE T i

INTROVERT (E-): Prefers working AMBIVERT (E=): Tends to shift easily from EXTRAVERT (E+): Prefers being
alone. Typically, is serious, skeptical, ~working with other people to working alone. Finds around other people and in involved in
quiet, private person who may prefer  too much of either kind of work dissatisfying. Has  activities. Naturally talkative,

writing to talking. Enjoys handling a moderate threshold for sensory stimulation from  enthusiastic, sociable, warm, trusting,
individual assignments without the work environment. To extraverts, may come and fun-loving. May become the formal
interruptions. May come across to across as an introvert or may appear as an or informal leader in a work team.
others as cool, aloof, or hard to read.  extravert to introverted co-workers because of Usually comfortable with lots of sensory
May aiso appear to be a loner. operating from the mid-range. stimulation and meetings. May be
Prefers work environment with very perceived as talking too much. May also
little sensory stimulation and away lack some listening skills because of
from the action. tendency to dominate conversations.
E1: WARMTH

HOW MUCH WE EXPRESS POSITIVE FEELINGS TO OTHERS

S NSNS, 57 WS o ||

Low Warmth (E1-) Medium Warmth (E1=) High Warmth (E1+)
Holds down positive feelings Demonstrates some positive feelings Shows a lot of positive feelings
E2: SOCIABILITY

THE DEGREE TO WHICH WE ENJOY BEING WITH OTHERS

-_——e ]|

Low Sociability (E2-) Medium Sociability (E2=) High Sociability (E2+)
Prefers working alone Occasionally seeks out others Prefers working with others

E3: ACTIVITY MODE

NEED FOR KEEPING ON THE MOVE

—  —  —ceeesieesesneseasedGb el |

Low Activity Mode (E3-) Medium Activity Mode (E3=) High Activity Mode (E3+)
Prefers being still or in one place Maintains a moderate activity level Prefers to be physically active

E4: TAKING CHARGE

THE EXTENT TO WHICH WE WANT TO LEAD OTHERS

s cusaee aeosnecstacandoopinl

Low Taking Charge (E4-) Medium Taking Charge (E4=) High Taking Charge (E4+)
Prefers being independent of others Accepts some responsibility for others Enjoys responsibility of leading others

E5: TRUST OF OTHERS

HOW EASILY WE BELIEVE OTHER PEOPLE

S o el

Low Trust of Others (ES-) Medium Trust of Others (E5=) High Trust of Others (E5+)
is skeptical of others Is somewhat trusting of others Readily trusts others
E6: TACT

THE DEGREE OF CARE WE TAKE IN SPEAKING

oo e oloosaseeptil I

Low Tact (E6-) Medium Tact (E6=) High Tact (E6+)

Tends to speak more directly Exerts moderate care in selecting words Carefully selects right words
- - = ] + | ++
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A Customized Report for: Julie Potter Workplace Big Five Profile™ 4.0
Date: November 17, 2015 Norm Group: Global
- (%) | - (24%) | = (38%) +(24%) [ ++ 7%)

N: NEED FOR STABILITY

THE DEGREE TO WHICH WE RESPOND TO STRESS

| [ i eS| DR S (el [ |

RESILIENT (N-): Tends to handle RESPONSIVE (N=): Normally tends to be calm, REACTIVE (N+): Tends to respond in
stressful workplace situations in calm, secure, and steady. Some surprises, pressures, alert, concerned, attentive, or excitable
steady, and secure way. Usually difficult situations, and stressful circumstances way. May experience workplace stress
stress-free, managing with few can lead to some worry, anger, discouragement, more than others and often serve as
difficulties even when stress occurs. or other stressful responses. Has a moderate group's conscience. May accept
Moves into problem-solving mode threshold for handling workplace stress. May need responsibility for problems caused by
rapidly and proceeds in a rational, a moment to get over a crisis before resuming others. Under stress, could be
analytical way. May appear too regular activities or moving into a problem-solving  perceived as anxious, tense, angry,
relaxed, uncaring, insensitive, mode. discouraged, or worried. May need to
unaware. May not interpret or view recover before resuming work or
critical problems or stressful situations problem solving.

seriously enough.

N1: WORRY

THE AMOUNT OF CONCERN WE EXPERIENCE

—=_ oy

Low Worry (N1-) Medium Worry (N1=) High Worry (N1+)
At ease most of the time Some concern from time to time Frequently worries
N2: INTENSITY

HOW FREQUENTLY WE EXPERIENCE ANGER

T el . S < B R o R P R S SRS (T TR N ——— |

Low Intensity (N2-) Medium Intensity (N2=) High Intensity (N2+)
Usually calm Occasionally heated Quicker temper

N3: INTERPRETATION

HOW WE EXPLAIN SITUATIONS
_702
Low Interpretation (N3-) Medium Interpretation (N3=) High Interpretation (N3+)
More optimistic Realistic explanations Less optimistic

N4: REBOUND TIME

THE AMOUNT OF TIME WE REQUIRE TO GET OVER STRESS

[ e T e e e — i ———— |

Low Rebound Time (N4-) Medium Rebound Time (N4=) High Rebound Time (N4+)
Rapid rebound time Moderate rebound time Longer rebound time
- [ - [ = I + ++
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A Customized Report for: Julie Potter Workplace Big Five Profile™ 4.0
Date: November 17, 2015 Norm Group: Global
- (%) | - (24%) | = (38%) + (24%) | ++ %)

N: NEED FOR STABILITY

THE DEGREE TO WHICH WE RESPOND TO STRESS

T T | e T vy NN [ i o0 S i

RESILIENT (N-) RESPONSIVE (N=) REACTIVE (N+)

REACTIVE: Tends to respond in alert, concerned, attentive, or excitable way. May experience workplace’ké
stress more than others and often serve as group’s conscience. May accept responsibility for problems
caused by others. Under stress, could be perceived as anxious, tense, angry, discouraged, or worried. May
need to recover before resuming work or problem solving.

E: EXTRAVERSION

THE DEGREE TO WHICH WE TOLERATE SENSORY STIMULATION FROM PEOPLE/SITUATIONS

PR I e R 55 S

INTROVERT (E-) AMBIVERT (E=) EXTRAVERT (E+)

EXTRAVERT: Prefers being around other people and in involved in activities. Naturally talkative,
enthusiastic, sociable, warm, trusting, and fun-loving. May become the formal or informal leader in a work
team. Usually comfortable with lots of sensory stimulation and meetings. May be perceived as talking too
much. May also lack some listening skills because of tendency to dominate conversations.

0: ORIGINALITY

THE DEGREE TO WHICH WE ARE OPEN TO NEW EXPERIENCES / NEW WAYS OF DOING THINGS

e e e e o e O e -5 e e g O

PRESERVER (0O-) MODERATE (O=) EXPLORER (O+)

MODERATE: Tends to be middle of the road and somewhat down-to-earth, but will consider new ways of
doing something if convincing evidence is available. Not usually known for creativity or curiosity, but they
can surface. May adopt and then expand upon a good idea from someone else. Appreciates both
innovation and efficiency, but neither one to the extreme.

A: ACCOMMODATION

THE DEGREE TO WHICH WE DEFER TO OTHERS

B PR, 12 T e e S e oo ] [ L e o T

CHALLENGER (A-) NEGOTIATOR (A=) ADAPTER (A+)

CHALLENGER: Tends to relate to others by being expressive, tough, guarded, persistent, competitive, or
aggressive. Often independent in thought, asking tough questions to protect self-interests and to make
sure of being right or winning. May not accept information without checking. Could come across to others
as hostile, rude, self-centered, hard-headed, or not a team player.

C: CONSOLIDATION

THE DEGREE TO WHICH WE PUSH TOWARDS GOALS

I R A e e @ |

FLEXIBLE (C-) BALANCED (C=) FOCUSED (C+)

BALANCED: Tends to keep both work demands and personal needs in good balance. Mind typically
operates like both a parallel processor and like a serial processor, both switching tracks and proceeding
linearly. Probably more ambitious than a Flexible, yet probably more prone to enjoy leisure than a Focused.
Occasionally, able to interrupt focus on goals with some spontaneous diversions.

= ] : | - | : e
0 35 45 55 65 100
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