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Socialization Employment Background

• Fast, accurate, cost-effective
• Uncovers poor value systems
• Helps identify 1/3 more disqualifying criteria
• Greatly reduces backgrounding hours

The PEP is one of the finest pre-employment screening tools available. 
Survey results are presented in the form of a graph allowing hiring officials to 
easily compare applicants. Itemized responses provide the interviewer with 
direct insight as to the applicant's general character and value system – 
information that may not be found in a standard background investigation. The
survey also contains several sophisticated scoring mechanisms to identify 
applicants trying to manipulate or create a “good impression” 
on the survey.

We offer a verbal consultation on every result – 
at no additional fee! Hiring experts point 
out inconsistencies in applicant statements 
and discuss areas that should be explored 
prior to hire.

The PEP may be administered on-site via the                                         
internet or paper/pencil form. PEI can also                                               
provide remote, proctored usage. Average time                                              
for completion is 25-30 minutes. Survey results                                             
are available immediately via email. 

Shown below is the graph portion of a PEP result.

Personnel Evaluation, Inc. • Milwaukee, WI • (888) 734-3988

SUCCESS STORY
Real life scenario: 
Two departments, using the PEP, 
rejected the same eligible candidate 
based on the PEP results prior to 
completing a full background 
investigation. A third department ran a full
background investigation on this same 
individual, only to reject him as a result of
the background. Their cost? Thousands 
of dollars and many wasted staff hours. 
This department now uses the PEP prior 
to running their backgrounds. 

TESTIMONIALS
“We used the Personnel Evaluation 
Profile for the first time last year when 
hiring Correction's Officers for our new 
Jail. Using the PEP to gain valuable 
insight into the applicants' work habits 
and personality traits prior to the 
interview has been very effective. The 
results were so successful that now our 
Dispatch Center and Law Enforcement 
Center are using the PEP and our other 
county departments are considering 
using it as a part of their hiring 
procedures. The feedback from PEI is 
fast and costs are budget friendly.” 

“We use the Personnel Evaluation Profile
as a part of the process for hiring new 
Police Officers. We found it to be a 
valuable tool to augment the background 
investigation. The Customer Service was 
exceptional. The Representative from 
P.E.I. spent 45 minutes on the phone 
interpreting results from three finalists. 
We would not consider hiring a candidate
without having them take the PEP.”
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Achiever® Assessment Report
  Report prepared on: Mr. Sample

Report Type: Law Enforcement Supervisor

For more information contact:

Personnel Evaluations, Inc.
11138 W. Greenfield Avenue
Milwaukee, WI  53214-2362
888-734-2727
sue@peiasap.com
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Mental Acuity
 

 
Mr. Sample is high in Mental Acuity, indicating he is a very fast thinker with superior problem-solving and reasoning
ability. With his ability to quickly comprehend matters, he is capable of making effective decisions quickly, based on
his knowledge, intuition and strong reasoning skills. Job satisfaction will be obtained by working on highly complex
projects which challenge his intellect.

Business Terms
 

 
Mr. has an above-average understanding of business terminology, indicating he has had some exposure to business
matters either on the job or in a business class.

Memory Recall
 

 
Mr. Sample has a superior knowledge of events happening in the world around him and should be strongly aware of
competitive trends, as well as the economy's effect on business.

Vocabulary
 

 
Mr. Sample's language skills are good and should enable him to communicate effectively with others.
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Numerical Perception
 

 
Mr.'s above-average Numerical Perception score indicates he can process data quickly and carefully.

Mechanical Interest
 

 
Mr. shows some interest in machines and is probably willing to devote extra time to learn the technology used at work.
Please note that this mental aptitude measures interest, not mechanical ability.

Energy
 

 
Mr. Sample has a good level of energy and takes an energetic approach to work and other matters. He has a high
drive level, but is generally able to control energy sufficiently to concentrate and accomplish assignments in a timely,
yet effective manner.

Flexibility
 

 
Mr. has a good sense of integrity and is an ethical individual who is focused on what he wants to accomplish. He will
also be flexible and adaptable to change, as well as able to handle multiple job demands and assignments. He is also
interested in obtaining customer satisfaction by providing good service. He can be creative or stick with the "tried and
true," depending on the circumstances. Even though he will try to generate new solutions to problems, and new ways
to use existing applications of products or services, he will be concerned about quality prior to implementing a change.
He can be inventive, but will test his new ideas and concepts to be certain any risks involved are minimal.

Copyright© 1999-2014 Candidate Resources, Inc.



 

Achiever
Name:
Company:

Mr. Sample Date:
Page:

1/17/2005
3

Organization
 

 
Even though Mr. Sample understands the importance of good organizational habits, he is also a good improviser who
can adapt his schedule to unforeseen contingencies. He is usually focused on deadlines and strives to make good use
of the time and resources he has available to him to reach organizational goals, but may occasionally lose sight of
priorities.

Communication
 

 
Mr. enjoys working with people and is a very open, sharing collaborator. He easily and comfortably articulates his own
feelings, ideas and knowledge to others. He would not be happy in an environment where he has no opportunity to
interact with others.

Emotional Development
 

 
Mr. Sample has a healthy level of self-confidence without being unrealistic and is not easily deterred if situations occur
which slow down his efforts. He believes in himself, and when faced with obstacles, is patient enough to wait for
results.

Assertiveness
 

 
Mr. will express his opinions and effectively and professionally defend his decisions and ideas when challenged, but is
also willing to consider the ideas of others. He will have the ability to influence others and direct their activities without
appearing too aggressive or overbearing.

Copyright© 1999-2014 Candidate Resources, Inc.



 

Achiever
Name:
Company:

Mr. Sample Date:
Page:

1/17/2005
4

Competitiveness
 

 
Mr. Sample enjoys competition and is most successful when he is contributing to a group competitive effort. He has a
competitive spirit and desire to win, and will work hard to help the team achieve its goals, but may avoid competition
against co-workers, feeling that this type of competition could ruin good relationships with others.

Mental Toughness
 

 
Mr. is sensitive to the needs of customers and others. He may take criticism or rejection personally, and will prefer to
work in comfortable surroundings free from criticism, rejection, etc. He will interact with others with a strong degree of
concern, and may at times allow emotions to take precedence over facts.

Question/Probing
 

 
Mr. has a very trusting nature and tends to accept most instructions, directives and information at face value. Even
though he has a positive, enthusiastic attitude, he may be so trusting that he allows others to take advantage. When
problem-solving or troubleshooting complex issues, his effectiveness could be reduced by his not probing far enough
into the situation to see the whole picture.

Motivation
 

 
Mr. is motivated by challenge and recognition for his achievements, and will take personal action to accomplish more
when the right rewards are offered. He will accept a risk when the potential for profit and recognition exists. He is
willing to work long hours and put in extra effort, even if it means sacrificing his family life to achieve success.
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Distortion
 

 
Mr. Sample is reasonably fair in assessing his strengths and weaknesses. He has some characteristics that he is not
completely happy with and tends not to show others. The validity may be slightly affected by his indirect answers.

Equivocation
 

 
He has scored within our acceptable equivocation range.

 

This report is confidential and is an opinion based on assessment results
only. Its contents should contribute approximately 1/3 to developmental

discussions since it is only one of several evaluatory and feedback resources.
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STANINE: The STANINE is a system of measurements which divides the population into nine parts.

AREAS OF CONCERN - Scores of 1 OR 2 in any of the following dimensions:
Energy, Flexibility, Emotional Development OR Mental Toughness are areas of concern.

NOTE: Areas with dots and brackets are of primary importance with the dots and brackets reflecting the most
desirable range for an individual to score in to have those characteristics. Areas without dots and brackets are secondary areas that
provide additional information regarding the individual. Scores within this range are shown with a number inside a blue circle. Those
outside the desired range, or with no range identified, will have a number inside a black circle.
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Leadership Traits Assessment
Introduction

This report section evaluates Mr.'s traits in five key areas of leadership:

• Planning
• Organizing
• Staffing
• Coaching
• Facilitating

Areas with good leadership traits are identified on the following pages as well as those where training or development would be
beneficial.

Mr. may or may not be one of the better people employed in a specific organization. If Mr. is a top performer in your organization,
when compared to top performing leaders across America and Canada, this report segment may still highlight areas where
development could make the individual a still better leader. Therefore, this Leadership Traits assessment should be reviewed in
light of "what could make a good leader even better," with understanding that within human beings, there is always room for
improvement.

Copyright© 1999-2014 Candidate Resources, Inc.



 

Achiever
Name:
Company:

Mr. Sample Date:
Page:

1/17/2005
8

Leadership Potential
Summary Report

for: Mr. Sample

Mr. has good leadership potential in the following area(s):

• Planning
• Facilitating

Mr.'s Training & Development Needs are:

• Organizing - learn how to organize and make better use of time and assets required to successfully perform the job or job requirements.

• Staffing - learn how to make better staffing selections as well as how to train, motivate and lead others.

• Coaching - learn how to better lead others to achieve what they are capable of as well as fulfilling the requirements of the job or job functions.
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Interview Questions
Introduction

Following are the interview questions which an interviewer may choose to use in the candidate interview process.

These interview questions are generated to establish basic traits critical for all employees.

The interview questions that follow are for a candidate who has prior work experience. In the event the candidate does
not have prior work experience, the questions may need to be modified by the interviewer to fit the situation.
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Mental Toughness - Measurement of the individual's ability to work long hours in a high-pressure environment meeting
critical deadlines, as well as the individual's sensitivity and ability to exhibit empathy towards others.

 

Probes Interpretive Guides

Tell me about a time you became very disappointed or
discouraged in your past job. What caused these feelings
and how did you get past them?

Does it appear the candidate is easily discouraged or
disappointed? What coping skills did the candidate exhibit in
order to deal with this situation? Is this type of scenario
likely to occur in the position for which the candidate is
applying?

Describe a time, in a prior job, when you were unjustly
criticized. What were the circumstances and how did you
react?

Can the candidate handle criticism appropriately? Were the
steps the candidate took when unjustly criticized mature and
appropriate? Does the candidate appear to understand the
difference between constructive criticism and
non-constructive criticism?

Tell me about the most unpleasant work environment you've
been in thus far. What made the working environment so
unpleasant?

Was the work environment unpleasant because of certain
people, or because of surroundings, i.e., temperature, lack
of privacy, etc.? Are these environmental factors present in
this position? Is the candidate capable of dealing with a
moderate amount of unpleasantries?

Tell me about a time when you allowed emotions to play too
large a part in a decision you made at work. What was the
outcome of the decision? What did you learn from this
experience?

Does it appear the candidate is overly emotional? Does the
candidate understand the problems associated with making
decisions based too much on emotion? Was the candidate
able to resolve the problem and if so, were the steps he or
she took appropriate, logical and mature?
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Questioning/Probing - Measurement of the individual's desire to question and probe, rather than accept instructions,
directives and information at face value.

 

Probes Interpretive Guides

Tell me about the last time in a job situation you made the
wrong decision. What prompted you to make this decision
and what was the final outcome?

Did the candidate learn from his or her mistake? Does the
candidate now understand what caused the mistake in order
to avoid making the same error again? Was the candidate
able to rectify the mistake in such a manner that the
outcome was acceptable?

Tell me what steps you took to gather information needed to
solve problems in your last job.

Does the candidate appear to understand how to gather
information? Does the candidate have specific steps he or
she takes in order to gather information, or is the process
more haphazard?

Describe a time when you trusted someone in your last job
and should not have. What were the circumstances and
what was the outcome? Has that situation changed your
outlook on life?

Did the candidate exhibit gullibility and too much trust in the
other person? Does the candidate appear to understand the
need to be cautiously trusting? Does it appear the situation
has unnecessarily jaded the candidate's outlook and attitude
about life?

We all assume more than we should, from time to time. Tell
me about a time when you assumed too much and
problems arose due to your not asking enough questions.

Does it appear the candidate is overly assuming? Since
assuming people can sometimes tell more than they should,
did the candidate talk extensively about personal matters
which had little relevance to the interview or job?
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Motivation - Measurement of the individual's achievement orientation and internal motivation to initiate changes and take
risks in order to advance.

 

Probes Interpretive Guides

In your prior job, what was the biggest change you were
faced with and how did you adapt to that change?

Does the candidate seem to thrive on change? Does it
appear the candidate has good skills to cope with change?

Give me an example of a time you took a risk and won. How
did your accomplishment make you feel? How do you
believe you would have felt if you had taken that risk and
failed?

Is the candidate a big risk taker? Does it appear the risks
the candidate has taken are reasonable and calculated, or
does the candidate appear to be somewhat impetuous?
Does it appear the candidate is able to accept occasional
failure?

Other than money, describe what really motivated you in
prior jobs to do more than you were expected to do.

Does the candidate appear to understand what motivates
him or her and if so, are these factors reasonable and
available in this position?

What type of compensation plan have you most enjoyed in
the past - straight salary, commission only, draw plus, etc.
What most attracts you to this type of compensation plan?

In this position, will the candidate be on the same type
compensation plan as the one he or she most enjoyed in the
past. If not, could the compensation plan be structured to
better meet the candidate's needs?
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Development Suggestions
Introduction

The behavior of each individual is influenced by genetics, biochemistry and environment. The individual's scores related
in this assessment depict the individual as of the date and time the individual took the assessment.

Major changes in biochemistry and/or environment can change the scores on the assessment. Effective training and/or
development that the individual is exposed to canand should also affect scores.

Consequently, for those individuals who seek to achieve higher levels of productivity and success in their jobs and life,
and for those employers whodesire such for the people they employ, we have carefully reviewed the training and
development materials available in the marketplace and have selected for recommendation those that we deem
appropriate to suggest in areas where the person assessed could benefit most from growth and development.

We trust that you will find these suggestions helpful.
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Mental Toughness - Evaluates emotional strength

You are a very sensitive person who is concerned about the needs of others. You prefer working in an aesthetic, comfortable
environment free from criticism, rejection, etc. Criticism may hurt your feelings and you can allow emotions to take over when
making good decisions.

Your self-affirmation sentence:

"I 'hang tough' when life gets me down."

Steps to Effect Change
1. It is important that you have "significant others" in your life who can provide reinforcement when you are down, especially after a series of negative events in

your life.

2. The weather, noise, unpleasant conditions, etc., really discourage you. As much as possible, learn to block unpleasantries such as these out of your mind,
especially if you have little or no control over them.

3. Physical illness and stress can cause lower stamina levels, so a balanced exercise program, proper diet, and regular check-ups are encouraged. If you are
currently experiencing an unusual degree of stress, look at matters very objectively if you start to get your feelings hurt or take offense with something
someone has said. It is common to take things too personally when you are feeling ill or under stress.

4. Developing coping skills to control stress is important for the more sensitive individual. Using your sense of humor or writing in a journal are two examples of
positive coping skills.
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Question/Probing - Measures the tendency not to accept information at face value.

You have a very trusting nature and tend to accept most instructions, directives and information at face value. Even though you
have a positive, enthusiastic attitude, you may be so trusting that you allow others to take advantage. When problem-solving or
troubleshooting complex issues, you may not probe far enough to see the whole picture.

Your self-affirmation sentence:

"I ask questions."

Steps to Effect Change
1. Gullible people can be taken advantage of very easily; you need to develop the ability to question and develop probing skills.

2. Mental exercises, such as word games, mathematics and logic puzzles, even newspaper crossword puzzles, help to develop the "probing" process and are
quite useful in developing your "brain power."

3. Cynicism is not attractive, but the trusting person can often be a detriment by disclosing private information much better kept confidential. Develop the ability
to be a little more closed and therefore a little less open to exploitation.

4. Prior to making any type of commitment, signing any legal contracts, making any big purchases, etc., give yourself time to research and think about the
situation, rather than entering into the matter too quickly.
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Motivation - Measures the orientation to stay in a known and secure situation opposed to making or engaging in risk-oriented
ventures.

You are easily motivated when the right rewards are offered. You have good initiative and will take risks when the opportunity to
excel and achieve recognition exists. You are always looking for a chance to obtain recognition for your efforts. You will be willing
to put in extra hours and exert greater effort, provided you feel you will be rewarded for your efforts. Status and recognition are
more important than a steady job or a stable paycheck, even if it means long hours, frequent travel or uncertain earnings.

Your self-affirmation sentence:

"It's okay not to be No. 1 sometimes."

Steps to Effect Change
1. You are an optimistic person and have a tendency to not understand why everyone in the world isn't the way you are. It is important for you to

understand that the degree of recognition you seek may not always be available as you desire. Avoid looking for "greener pastures" too frequently.
Joining organizations and participating in activities outside of work can help provide you the degree of recognition you so strongly need in your life.

2. You will need to stay aware of the need to balance your drive for personal recognition with an understanding of how your risk-orientation might
adversely affect others in your life who are more security-motivated.
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Online Courseware
Question/Probing

When interacting with others in a work environment, consider how your questioning/probing level may affect these relationships. You may benefit from the following
development suggestions:

Seminars / Workshops:

• Models for Management ™ by Teleometrics International

Self-paced e-Learning:
• Models For Management - Module 3: Communication and Interpersonal Relationships should be of particular interest for

those wanting to explore how questioning/probing relates to communication style and effective relationships.

To access recommended online courseware, visit www.lmiuniversity.com.

Copyright© 1999-2014 Candidate Resources, Inc.



 

Achiever
Name:
Company:

Mr. Sample Date:
Page:

1/17/2005
18

Online Courseware
Motivation

When working with others, how you are personally motivated may be affecting the results you are achieving. You may benefit from the following development suggestions:

Seminars / Workshops:

• Models for Management ™ by Teleometrics International

Self-paced e-Learning:
• Models For Management - Module 4: Work Motivation should be of particular interest for those wanting to explore more

effective ways of dealing with motivation in the work environment.

To access recommended online courseware, visit www.lmiuniversity.com.
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WARNING. This applicant does not meet your company’s pre-established score of
32 or higher on the Overall Recommendation scale.
The PEP is designed to provide valuable job-related infor mation concer ning an applicant’s attitudes, values, and background. Al-
though the PEP is an excellent screening tool, it is important to note that it is only one source of infor mation and employment deci-
sions should not be made utilizing the PEP as the sole hiring criter ion.

VALIDITY

Comprehension: It appears that Mr Highrisk Swor n Officer read and understood the surve y items and
did not respond in a random manner.

Distor tion: This appears to be a valid surve y. It appears in general that Mr Highrisk Swor n Officer read
the items carefully and the responses appear to be realistically truthful and likely to reflect his current sta-
tus.

ETHICS

The Ethics scale measures the applicant’s responses to items related to their value system. The items
cover areas such as past misconduct, reporting theft, inter-thief loyalty, hypothetical theft situations, etc.
A low score generally indicates the applicant made a number of unfavorable responses regarding behav-
ior and/or values that would make secur ity inter views and background checks advisable prior to making a
hir ing decision. Mr Highr isk Swor n Officer scored at the 4 percentile on the Ethics scale.
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REPORTING

This scale has items related to reporting dishonest behavior, inter-thief loyalty and the importance of re-
por ting dishonest behavior. A low score on this scale may indicate the applicant is reluctant to report cer-
tain dishonest behaviors or may feel that loyalty to others is more important than reporting dishonesty to
the employer. The applicant responses should be reviewed and explored with the applicant to determine
if these answers are acceptable for the position applied for. Mr Highr isk Swor n Officer scored at the 8
percentile on the Reporting scale.

SOCIALIZATION

The Socialization scale items relate to patience, flexibility, tolerance for frustration, and rule confor mance.
Mr Highrisk Swor n Officer scored at the 22 percentile on the Socialization scale. A low score highlights
the need to explore, dur ing the interview and with reference checks, the applicants interpersonal skills as
they relate to the job function and wor king environment within your company.

CUSTOMER SERVICE

The Customer Service Scale has items regarding customer care, approach and involvement with cus-
tomers, empathy, tolerance and problem solving. A low score on this scale correlates with employees that
have been rated below average by super visors on customer orientation, product focus, attentiveness, reli-
ablity and rule confor mance. This area should be covered in-depth in follow-up interviews and references.
It is important to ensure that your customer service training is adequate to address the concern areas. Mr
Highr isk Swor n Officer scored at the 12 percentile on the Customer Service scale.

ILLEGAL DRUG ATTITUDES

The Drug Use scale is designed to assess the applicant’s views concerning illegal drug usage. A low
score generally indicates a lenient attitude towards illegal drug usage. An applicant with a low score
should be interviewed to deter mine if there is any relevant illegal drug usage that might cause problems
for the company. A low score does not necessarily indicate that the applicant is currently using illegal
dr ugs. Mr Highr isk Swor n Officer scored at the 10 percentile on the Drug Use scale.

EMPLOYMENT BACKGROUND

The Employment Background scale has items reflecting rule confor mance, inter personal conflict, longevi-
ty, and job perfor mance at past places of employment. A low score indicates that a significant number of
questions were answered in a manner that would make thorough reference checking advisable. Mr High-
risk Swor n Officer scored at the 6 percentile on the Employment Background scale.

WORK ETHIC

The Wor k Ethic scale has questions relating to the applicant’s ability to get along with bosses and co-
workers, longevity, initiative, wor k dr ive, and overall wor k attitude. A low score in this area indicates that it
would be advisable to do reference checks and security interviews focusing on attitude and job perfor-
mance. Mr Highr isk Swor n Officer scored at the 30 percentile on the Wor k Ethic scale.

ABSENTEEISM

The Absenteeism scale has items focusing on dependablility and attitudes regarding missing days. Mr
Highr isk Swor n Officer scored at the 16 percentile on the Absenteeism scale. A low score indicates that
the applicant may have more lenient than average views concerning absenteeism. Inter view questions
and reference checks should focus on whether the applicant can meet the attendance requirements of
your company.

TARDINESS

The Tardiness scale has questions which focus on the applicant’s beliefs about coming to wor k late or tak-
ing long breaks. Mr Highr isk Swor n Officer scored at the 8 percentile on the Tardiness scale. A low score
indicates a more lenient than average attitude concerning tardiness. Inter view questions and reference
checks should focus on tardiness at past jobs.
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OVERALL RECOMMENDATION

The Overall Recommendation scale is a blend of questions from throughout the surve y. These items
were selected because they statistically differentiated whether or not professional interviewers would
overall recommend or not recommend the applicant for the job. A low score on this scale means that it
would be ver y advisable to do thor ough security inter views, bac kgr ound c hecks, and criminal
recor ds c hecks pr ior to making a hiring decision. Mr Highrisk Swor n Officer scored at the 2 percentile
on the Overall Recommendation scale.

DETAILED BREAKDOWN OF SURVEY RESPONSES

Item responses should not be used as the sole basis for making a hiring decision. Occasionally an applicant may inadver tently
mar k the wrong circle. These responses are printed to give employers insight into the applicant’s value system and to prompt fur-

ther inquiry or investigation.

ETHICS

Admissions: Mr Highrisk Swor n Officer indicated he:

• has broken company rules he could have been fired for.

• has given discounts at wor k that were against the rules.

It is suggested that this applicant be given a security interview to deter mine the extent of the misconduct
and whether it is relevant to this job.

Keeping found pr oper ty: Mr Highrisk Swor n Officer indicated he would not turn in a money bag contain-
ing $400.00 he found, if no one else knew about it. This may indicate a lack of empathy towards others
and a willingness to take advantage of a situation instead of doing the ‘right’ thing.

Oppor tunistic theft: Mr Highrisk Swor n Officer indicated he would:

• not tell a clerk if the clerk made a $10.00 error in the applicant’s favor.

• not return and pay for a lunch bill he forgot.

• would not report it if the government’s computer gave him a large refund by accident.

This may indicate a willingness to take advantage of businesses in certain situations, for personal gain.

Temptations: Mr Highrisk Swor n Officer indicated he:

• has been asked by a co-wor ker to steal.

• sometimes thinks about doing dishonest things.

• has been at least a little tempted to commit a crime.

Personal assessment of own honesty: Mr Highrisk Swor n Officer indicated he does not think he is just
too honest to steal.

Perception of integrity: Mr Highrisk Swor n Officer indicated that:

• he would not think that a friend who shoplifted a small item was dishonest.

• taking long coffee or lunch breaks is not cheating the company.

• an applicant that lies on this surve y should still be hired.

Punishment/Leniency: Mr Highrisk Swor n Officer indicated he believes that:

• a worker caught stealing, only one time, should be given a second chance.

• a cashier who kept $7.00 extra from a customer should not be fired.

REPORTING

Loyalty over honesty: Mr Highrisk Swor n Officer indicated he believes that a wor ker caught stealing
should not tell on friends who helped. This may indicate that the applicant believes that loyalty to some-
one dishonest is more important than loyalty to whomever was victimized.
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Repor ting misconduct: Mr Highrisk Swor n Officer indicated he:

• would not report a co-wor ker for stealing property valued at $2.50.

• would not report a co-wor ker for drinking alcohol on the job.

• would not report a co-wor ker who uses illegal drugs on the job.

If hired, the applicant should be counseled concerning the importance of reporting dishonest behavior.

SOCIALIZATION

Patience/Impulsiveness: Mr Highrisk Swor n Officer indicated that he believes it is only wrong to hit a co-
worker if you strike the first blow.

Getting along: Mr Highrisk Swor n Officer indicated that:

• he has raised his voice in an argument at wor k or school.

• conflicts with bosses or co-wor kers have affected his wor k.

CUSTOMER SERVICE

Customer care/Empath y: Mr Highrisk Swor n Officer indicated he would not be bothered if a co-wor ker
provided poor customer service.

ILLEGAL DRUG ATTITUDES

Drug leniency: Mr Highrisk Swor n Officer indicated that:

• you should not be fired if you use illegal drugs and fail a drug test.

• a worker’s social use of illegal drugs has little to do with their honesty.

• companies should not screen out the illegal drug users.

EMPLOYMENT BACKGROUND

Work History: Mr Highrisk Swor n Officer indicated he:

• has left a job without giving proper notice.

• has been asked to leave at least one past job.

• has been fired from a job.

• has received a verbal war ning at a job.

• has received a written war ning at a job.

• has had a boss that expressed concern over his job perfor mance.

WORK ETHIC

Work drive: Mr Highrisk Swor n Officer indicated that he believes past bosses might say he should wor k
harder.

Talking: Mr Highrisk Swor n Officer indicated that he would not feel like he cheated the company if he
talked socially more than 15 minutes on company time.

ABSENTEEISM

Mr Highrisk Swor n Officer indicated that he:

• does not believe that employees who lie to get a day off should be reprimanded.

• has made up excuses to get a day off from wor k.

• sometimes makes up excuses to get a day off from school or wor k.
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TARDINESS

Mr Highrisk Swor n Officer indicated that he:

• does not believe an employee who is late a lot will be unreliable in other ways.

• does not believe an employee should be fired if they are late four times per month.

• is nor mally late for wor k at least a couple of times per month.

• has had a past boss that talked to him about being late too often.

V(4) = 4 E(38) = 22 D(9) = 6 T(11) = 7
DIS(15) = 14 R(11) = 7 EB(21) = 11 OR(55) = 31
BL(7) = 7 S(13) = 9 WE(28) = 22
CI(12) = 12 CS(45) = 31 M(10) = 6

OTHER INFORMATION

Call 888-734-2727 with any inter pretation questions.
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WARNING. This applicant does not meet your company’s pre-established score of
32 or higher on the Overall Recommendation scale.
The PEP is designed to provide valuable job-related infor mation concer ning an applicant’s attitudes, values, and background. Al-
though the PEP is an excellent screening tool, it is important to note that it is only one source of infor mation and employment deci-
sions should not be made utilizing the PEP as the sole hiring criter ion.

VALIDITY

Comprehension: It appears that Mr Highrisk Swor n Officer read and understood the surve y items and
did not respond in a random manner.

Distor tion: This appears to be a valid surve y. It appears in general that Mr Highrisk Swor n Officer read
the items carefully and the responses appear to be realistically truthful and likely to reflect his current sta-
tus.

ETHICS

The Ethics scale measures the applicant’s responses to items related to their value system. The items
cover areas such as past misconduct, reporting theft, inter-thief loyalty, hypothetical theft situations, etc.
A low score generally indicates the applicant made a number of unfavorable responses regarding behav-
ior and/or values that would make secur ity inter views and background checks advisable prior to making a
hir ing decision. Mr Highr isk Swor n Officer scored at the 4 percentile on the Ethics scale.
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REPORTING

This scale has items related to reporting dishonest behavior, inter-thief loyalty and the importance of re-
por ting dishonest behavior. A low score on this scale may indicate the applicant is reluctant to report cer-
tain dishonest behaviors or may feel that loyalty to others is more important than reporting dishonesty to
the employer. The applicant responses should be reviewed and explored with the applicant to determine
if these answers are acceptable for the position applied for. Mr Highr isk Swor n Officer scored at the 8
percentile on the Reporting scale.

SOCIALIZATION

The Socialization scale items relate to patience, flexibility, tolerance for frustration, and rule confor mance.
Mr Highrisk Swor n Officer scored at the 22 percentile on the Socialization scale. A low score highlights
the need to explore, dur ing the interview and with reference checks, the applicants interpersonal skills as
they relate to the job function and wor king environment within your company.

CUSTOMER SERVICE

The Customer Service Scale has items regarding customer care, approach and involvement with cus-
tomers, empathy, tolerance and problem solving. A low score on this scale correlates with employees that
have been rated below average by super visors on customer orientation, product focus, attentiveness, reli-
ablity and rule confor mance. This area should be covered in-depth in follow-up interviews and references.
It is important to ensure that your customer service training is adequate to address the concern areas. Mr
Highr isk Swor n Officer scored at the 12 percentile on the Customer Service scale.

ILLEGAL DRUG ATTITUDES

The Drug Use scale is designed to assess the applicant’s views concerning illegal drug usage. A low
score generally indicates a lenient attitude towards illegal drug usage. An applicant with a low score
should be interviewed to deter mine if there is any relevant illegal drug usage that might cause problems
for the company. A low score does not necessarily indicate that the applicant is currently using illegal
dr ugs. Mr Highr isk Swor n Officer scored at the 10 percentile on the Drug Use scale.

EMPLOYMENT BACKGROUND

The Employment Background scale has items reflecting rule confor mance, inter personal conflict, longevi-
ty, and job perfor mance at past places of employment. A low score indicates that a significant number of
questions were answered in a manner that would make thorough reference checking advisable. Mr High-
risk Swor n Officer scored at the 6 percentile on the Employment Background scale.

WORK ETHIC

The Wor k Ethic scale has questions relating to the applicant’s ability to get along with bosses and co-
workers, longevity, initiative, wor k dr ive, and overall wor k attitude. A low score in this area indicates that it
would be advisable to do reference checks and security interviews focusing on attitude and job perfor-
mance. Mr Highr isk Swor n Officer scored at the 30 percentile on the Wor k Ethic scale.

ABSENTEEISM

The Absenteeism scale has items focusing on dependablility and attitudes regarding missing days. Mr
Highr isk Swor n Officer scored at the 16 percentile on the Absenteeism scale. A low score indicates that
the applicant may have more lenient than average views concerning absenteeism. Inter view questions
and reference checks should focus on whether the applicant can meet the attendance requirements of
your company.

TARDINESS

The Tardiness scale has questions which focus on the applicant’s beliefs about coming to wor k late or tak-
ing long breaks. Mr Highr isk Swor n Officer scored at the 8 percentile on the Tardiness scale. A low score
indicates a more lenient than average attitude concerning tardiness. Inter view questions and reference
checks should focus on tardiness at past jobs.
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OVERALL RECOMMENDATION

The Overall Recommendation scale is a blend of questions from throughout the surve y. These items
were selected because they statistically differentiated whether or not professional interviewers would
overall recommend or not recommend the applicant for the job. A low score on this scale means that it
would be ver y advisable to do thor ough security inter views, bac kgr ound c hecks, and criminal
recor ds c hecks pr ior to making a hiring decision. Mr Highrisk Swor n Officer scored at the 2 percentile
on the Overall Recommendation scale.

DETAILED BREAKDOWN OF SURVEY RESPONSES

Item responses should not be used as the sole basis for making a hiring decision. Occasionally an applicant may inadver tently
mar k the wrong circle. These responses are printed to give employers insight into the applicant’s value system and to prompt fur-

ther inquiry or investigation.

ETHICS

Admissions: Mr Highrisk Swor n Officer indicated he:

• has broken company rules he could have been fired for.

• has given discounts at wor k that were against the rules.

It is suggested that this applicant be given a security interview to deter mine the extent of the misconduct
and whether it is relevant to this job.

Keeping found pr oper ty: Mr Highrisk Swor n Officer indicated he would not turn in a money bag contain-
ing $400.00 he found, if no one else knew about it. This may indicate a lack of empathy towards others
and a willingness to take advantage of a situation instead of doing the ‘right’ thing.

Oppor tunistic theft: Mr Highrisk Swor n Officer indicated he would:

• not tell a clerk if the clerk made a $10.00 error in the applicant’s favor.

• not return and pay for a lunch bill he forgot.

• would not report it if the government’s computer gave him a large refund by accident.

This may indicate a willingness to take advantage of businesses in certain situations, for personal gain.

Temptations: Mr Highrisk Swor n Officer indicated he:

• has been asked by a co-wor ker to steal.

• sometimes thinks about doing dishonest things.

• has been at least a little tempted to commit a crime.

Personal assessment of own honesty: Mr Highrisk Swor n Officer indicated he does not think he is just
too honest to steal.

Perception of integrity: Mr Highrisk Swor n Officer indicated that:

• he would not think that a friend who shoplifted a small item was dishonest.

• taking long coffee or lunch breaks is not cheating the company.

• an applicant that lies on this surve y should still be hired.

Punishment/Leniency: Mr Highrisk Swor n Officer indicated he believes that:

• a worker caught stealing, only one time, should be given a second chance.

• a cashier who kept $7.00 extra from a customer should not be fired.

REPORTING

Loyalty over honesty: Mr Highrisk Swor n Officer indicated he believes that a wor ker caught stealing
should not tell on friends who helped. This may indicate that the applicant believes that loyalty to some-
one dishonest is more important than loyalty to whomever was victimized.
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Repor ting misconduct: Mr Highrisk Swor n Officer indicated he:

• would not report a co-wor ker for stealing property valued at $2.50.

• would not report a co-wor ker for drinking alcohol on the job.

• would not report a co-wor ker who uses illegal drugs on the job.

If hired, the applicant should be counseled concerning the importance of reporting dishonest behavior.

SOCIALIZATION

Patience/Impulsiveness: Mr Highrisk Swor n Officer indicated that he believes it is only wrong to hit a co-
worker if you strike the first blow.

Getting along: Mr Highrisk Swor n Officer indicated that:

• he has raised his voice in an argument at wor k or school.

• conflicts with bosses or co-wor kers have affected his wor k.

CUSTOMER SERVICE

Customer care/Empath y: Mr Highrisk Swor n Officer indicated he would not be bothered if a co-wor ker
provided poor customer service.

ILLEGAL DRUG ATTITUDES

Drug leniency: Mr Highrisk Swor n Officer indicated that:

• you should not be fired if you use illegal drugs and fail a drug test.

• a worker’s social use of illegal drugs has little to do with their honesty.

• companies should not screen out the illegal drug users.

EMPLOYMENT BACKGROUND

Work History: Mr Highrisk Swor n Officer indicated he:

• has left a job without giving proper notice.

• has been asked to leave at least one past job.

• has been fired from a job.

• has received a verbal war ning at a job.

• has received a written war ning at a job.

• has had a boss that expressed concern over his job perfor mance.

WORK ETHIC

Work drive: Mr Highrisk Swor n Officer indicated that he believes past bosses might say he should wor k
harder.

Talking: Mr Highrisk Swor n Officer indicated that he would not feel like he cheated the company if he
talked socially more than 15 minutes on company time.

ABSENTEEISM

Mr Highrisk Swor n Officer indicated that he:

• does not believe that employees who lie to get a day off should be reprimanded.

• has made up excuses to get a day off from wor k.

• sometimes makes up excuses to get a day off from school or wor k.
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TARDINESS

Mr Highrisk Swor n Officer indicated that he:

• does not believe an employee who is late a lot will be unreliable in other ways.

• does not believe an employee should be fired if they are late four times per month.

• is nor mally late for wor k at least a couple of times per month.

• has had a past boss that talked to him about being late too often.

V(4) = 4 E(38) = 22 D(9) = 6 T(11) = 7
DIS(15) = 14 R(11) = 7 EB(21) = 11 OR(55) = 31
BL(7) = 7 S(13) = 9 WE(28) = 22
CI(12) = 12 CS(45) = 31 M(10) = 6

OTHER INFORMATION

Call 888-734-2727 with any inter pretation questions.





























































 

Achiever® Assessment Report
  Report prepared on: Mr. Sample

Report Type: Law Enforcement Supervisor

For more information contact:

Personnel Evaluations, Inc.
11138 W. Greenfield Avenue
Milwaukee, WI  53214-2362
888-734-2727
sue@peiasap.com
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Page:

1/17/2005
1

Mental Acuity
 

 
Mr. Sample is high in Mental Acuity, indicating he is a very fast thinker with superior problem-solving and reasoning
ability. With his ability to quickly comprehend matters, he is capable of making effective decisions quickly, based on
his knowledge, intuition and strong reasoning skills. Job satisfaction will be obtained by working on highly complex
projects which challenge his intellect.

Business Terms
 

 
Mr. has an above-average understanding of business terminology, indicating he has had some exposure to business
matters either on the job or in a business class.

Memory Recall
 

 
Mr. Sample has a superior knowledge of events happening in the world around him and should be strongly aware of
competitive trends, as well as the economy's effect on business.

Vocabulary
 

 
Mr. Sample's language skills are good and should enable him to communicate effectively with others.
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Numerical Perception
 

 
Mr.'s above-average Numerical Perception score indicates he can process data quickly and carefully.

Mechanical Interest
 

 
Mr. shows some interest in machines and is probably willing to devote extra time to learn the technology used at work.
Please note that this mental aptitude measures interest, not mechanical ability.

Energy
 

 
Mr. Sample has a good level of energy and takes an energetic approach to work and other matters. He has a high
drive level, but is generally able to control energy sufficiently to concentrate and accomplish assignments in a timely,
yet effective manner.

Flexibility
 

 
Mr. has a good sense of integrity and is an ethical individual who is focused on what he wants to accomplish. He will
also be flexible and adaptable to change, as well as able to handle multiple job demands and assignments. He is also
interested in obtaining customer satisfaction by providing good service. He can be creative or stick with the "tried and
true," depending on the circumstances. Even though he will try to generate new solutions to problems, and new ways
to use existing applications of products or services, he will be concerned about quality prior to implementing a change.
He can be inventive, but will test his new ideas and concepts to be certain any risks involved are minimal.
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Organization
 

 
Even though Mr. Sample understands the importance of good organizational habits, he is also a good improviser who
can adapt his schedule to unforeseen contingencies. He is usually focused on deadlines and strives to make good use
of the time and resources he has available to him to reach organizational goals, but may occasionally lose sight of
priorities.

Communication
 

 
Mr. enjoys working with people and is a very open, sharing collaborator. He easily and comfortably articulates his own
feelings, ideas and knowledge to others. He would not be happy in an environment where he has no opportunity to
interact with others.

Emotional Development
 

 
Mr. Sample has a healthy level of self-confidence without being unrealistic and is not easily deterred if situations occur
which slow down his efforts. He believes in himself, and when faced with obstacles, is patient enough to wait for
results.

Assertiveness
 

 
Mr. will express his opinions and effectively and professionally defend his decisions and ideas when challenged, but is
also willing to consider the ideas of others. He will have the ability to influence others and direct their activities without
appearing too aggressive or overbearing.
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Competitiveness
 

 
Mr. Sample enjoys competition and is most successful when he is contributing to a group competitive effort. He has a
competitive spirit and desire to win, and will work hard to help the team achieve its goals, but may avoid competition
against co-workers, feeling that this type of competition could ruin good relationships with others.

Mental Toughness
 

 
Mr. is sensitive to the needs of customers and others. He may take criticism or rejection personally, and will prefer to
work in comfortable surroundings free from criticism, rejection, etc. He will interact with others with a strong degree of
concern, and may at times allow emotions to take precedence over facts.

Question/Probing
 

 
Mr. has a very trusting nature and tends to accept most instructions, directives and information at face value. Even
though he has a positive, enthusiastic attitude, he may be so trusting that he allows others to take advantage. When
problem-solving or troubleshooting complex issues, his effectiveness could be reduced by his not probing far enough
into the situation to see the whole picture.

Motivation
 

 
Mr. is motivated by challenge and recognition for his achievements, and will take personal action to accomplish more
when the right rewards are offered. He will accept a risk when the potential for profit and recognition exists. He is
willing to work long hours and put in extra effort, even if it means sacrificing his family life to achieve success.
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Distortion
 

 
Mr. Sample is reasonably fair in assessing his strengths and weaknesses. He has some characteristics that he is not
completely happy with and tends not to show others. The validity may be slightly affected by his indirect answers.

Equivocation
 

 
He has scored within our acceptable equivocation range.

 

This report is confidential and is an opinion based on assessment results
only. Its contents should contribute approximately 1/3 to developmental

discussions since it is only one of several evaluatory and feedback resources.
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STANINE: The STANINE is a system of measurements which divides the population into nine parts.

AREAS OF CONCERN - Scores of 1 OR 2 in any of the following dimensions:
Energy, Flexibility, Emotional Development OR Mental Toughness are areas of concern.

NOTE: Areas with dots and brackets are of primary importance with the dots and brackets reflecting the most
desirable range for an individual to score in to have those characteristics. Areas without dots and brackets are secondary areas that
provide additional information regarding the individual. Scores within this range are shown with a number inside a blue circle. Those
outside the desired range, or with no range identified, will have a number inside a black circle.
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Leadership Traits Assessment
Introduction

This report section evaluates Mr.'s traits in five key areas of leadership:

• Planning
• Organizing
• Staffing
• Coaching
• Facilitating

Areas with good leadership traits are identified on the following pages as well as those where training or development would be
beneficial.

Mr. may or may not be one of the better people employed in a specific organization. If Mr. is a top performer in your organization,
when compared to top performing leaders across America and Canada, this report segment may still highlight areas where
development could make the individual a still better leader. Therefore, this Leadership Traits assessment should be reviewed in
light of "what could make a good leader even better," with understanding that within human beings, there is always room for
improvement.
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Leadership Potential
Summary Report

for: Mr. Sample

Mr. has good leadership potential in the following area(s):

• Planning
• Facilitating

Mr.'s Training & Development Needs are:

• Organizing - learn how to organize and make better use of time and assets required to successfully perform the job or job requirements.

• Staffing - learn how to make better staffing selections as well as how to train, motivate and lead others.

• Coaching - learn how to better lead others to achieve what they are capable of as well as fulfilling the requirements of the job or job functions.

Copyright© 1999-2014 Candidate Resources, Inc.
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Interview Questions
Introduction

Following are the interview questions which an interviewer may choose to use in the candidate interview process.

These interview questions are generated to establish basic traits critical for all employees.

The interview questions that follow are for a candidate who has prior work experience. In the event the candidate does
not have prior work experience, the questions may need to be modified by the interviewer to fit the situation.

Copyright© 1999-2014 Candidate Resources, Inc.
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Mental Toughness - Measurement of the individual's ability to work long hours in a high-pressure environment meeting
critical deadlines, as well as the individual's sensitivity and ability to exhibit empathy towards others.

 

Probes Interpretive Guides

Tell me about a time you became very disappointed or
discouraged in your past job. What caused these feelings
and how did you get past them?

Does it appear the candidate is easily discouraged or
disappointed? What coping skills did the candidate exhibit in
order to deal with this situation? Is this type of scenario
likely to occur in the position for which the candidate is
applying?

Describe a time, in a prior job, when you were unjustly
criticized. What were the circumstances and how did you
react?

Can the candidate handle criticism appropriately? Were the
steps the candidate took when unjustly criticized mature and
appropriate? Does the candidate appear to understand the
difference between constructive criticism and
non-constructive criticism?

Tell me about the most unpleasant work environment you've
been in thus far. What made the working environment so
unpleasant?

Was the work environment unpleasant because of certain
people, or because of surroundings, i.e., temperature, lack
of privacy, etc.? Are these environmental factors present in
this position? Is the candidate capable of dealing with a
moderate amount of unpleasantries?

Tell me about a time when you allowed emotions to play too
large a part in a decision you made at work. What was the
outcome of the decision? What did you learn from this
experience?

Does it appear the candidate is overly emotional? Does the
candidate understand the problems associated with making
decisions based too much on emotion? Was the candidate
able to resolve the problem and if so, were the steps he or
she took appropriate, logical and mature?
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Questioning/Probing - Measurement of the individual's desire to question and probe, rather than accept instructions,
directives and information at face value.

 

Probes Interpretive Guides

Tell me about the last time in a job situation you made the
wrong decision. What prompted you to make this decision
and what was the final outcome?

Did the candidate learn from his or her mistake? Does the
candidate now understand what caused the mistake in order
to avoid making the same error again? Was the candidate
able to rectify the mistake in such a manner that the
outcome was acceptable?

Tell me what steps you took to gather information needed to
solve problems in your last job.

Does the candidate appear to understand how to gather
information? Does the candidate have specific steps he or
she takes in order to gather information, or is the process
more haphazard?

Describe a time when you trusted someone in your last job
and should not have. What were the circumstances and
what was the outcome? Has that situation changed your
outlook on life?

Did the candidate exhibit gullibility and too much trust in the
other person? Does the candidate appear to understand the
need to be cautiously trusting? Does it appear the situation
has unnecessarily jaded the candidate's outlook and attitude
about life?

We all assume more than we should, from time to time. Tell
me about a time when you assumed too much and
problems arose due to your not asking enough questions.

Does it appear the candidate is overly assuming? Since
assuming people can sometimes tell more than they should,
did the candidate talk extensively about personal matters
which had little relevance to the interview or job?
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Motivation - Measurement of the individual's achievement orientation and internal motivation to initiate changes and take
risks in order to advance.

 

Probes Interpretive Guides

In your prior job, what was the biggest change you were
faced with and how did you adapt to that change?

Does the candidate seem to thrive on change? Does it
appear the candidate has good skills to cope with change?

Give me an example of a time you took a risk and won. How
did your accomplishment make you feel? How do you
believe you would have felt if you had taken that risk and
failed?

Is the candidate a big risk taker? Does it appear the risks
the candidate has taken are reasonable and calculated, or
does the candidate appear to be somewhat impetuous?
Does it appear the candidate is able to accept occasional
failure?

Other than money, describe what really motivated you in
prior jobs to do more than you were expected to do.

Does the candidate appear to understand what motivates
him or her and if so, are these factors reasonable and
available in this position?

What type of compensation plan have you most enjoyed in
the past - straight salary, commission only, draw plus, etc.
What most attracts you to this type of compensation plan?

In this position, will the candidate be on the same type
compensation plan as the one he or she most enjoyed in the
past. If not, could the compensation plan be structured to
better meet the candidate's needs?
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Development Suggestions
Introduction

The behavior of each individual is influenced by genetics, biochemistry and environment. The individual's scores related
in this assessment depict the individual as of the date and time the individual took the assessment.

Major changes in biochemistry and/or environment can change the scores on the assessment. Effective training and/or
development that the individual is exposed to canand should also affect scores.

Consequently, for those individuals who seek to achieve higher levels of productivity and success in their jobs and life,
and for those employers whodesire such for the people they employ, we have carefully reviewed the training and
development materials available in the marketplace and have selected for recommendation those that we deem
appropriate to suggest in areas where the person assessed could benefit most from growth and development.

We trust that you will find these suggestions helpful.
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Mental Toughness - Evaluates emotional strength

You are a very sensitive person who is concerned about the needs of others. You prefer working in an aesthetic, comfortable
environment free from criticism, rejection, etc. Criticism may hurt your feelings and you can allow emotions to take over when
making good decisions.

Your self-affirmation sentence:

"I 'hang tough' when life gets me down."

Steps to Effect Change
1. It is important that you have "significant others" in your life who can provide reinforcement when you are down, especially after a series of negative events in

your life.

2. The weather, noise, unpleasant conditions, etc., really discourage you. As much as possible, learn to block unpleasantries such as these out of your mind,
especially if you have little or no control over them.

3. Physical illness and stress can cause lower stamina levels, so a balanced exercise program, proper diet, and regular check-ups are encouraged. If you are
currently experiencing an unusual degree of stress, look at matters very objectively if you start to get your feelings hurt or take offense with something
someone has said. It is common to take things too personally when you are feeling ill or under stress.

4. Developing coping skills to control stress is important for the more sensitive individual. Using your sense of humor or writing in a journal are two examples of
positive coping skills.
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Question/Probing - Measures the tendency not to accept information at face value.

You have a very trusting nature and tend to accept most instructions, directives and information at face value. Even though you
have a positive, enthusiastic attitude, you may be so trusting that you allow others to take advantage. When problem-solving or
troubleshooting complex issues, you may not probe far enough to see the whole picture.

Your self-affirmation sentence:

"I ask questions."

Steps to Effect Change
1. Gullible people can be taken advantage of very easily; you need to develop the ability to question and develop probing skills.

2. Mental exercises, such as word games, mathematics and logic puzzles, even newspaper crossword puzzles, help to develop the "probing" process and are
quite useful in developing your "brain power."

3. Cynicism is not attractive, but the trusting person can often be a detriment by disclosing private information much better kept confidential. Develop the ability
to be a little more closed and therefore a little less open to exploitation.

4. Prior to making any type of commitment, signing any legal contracts, making any big purchases, etc., give yourself time to research and think about the
situation, rather than entering into the matter too quickly.
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Motivation - Measures the orientation to stay in a known and secure situation opposed to making or engaging in risk-oriented
ventures.

You are easily motivated when the right rewards are offered. You have good initiative and will take risks when the opportunity to
excel and achieve recognition exists. You are always looking for a chance to obtain recognition for your efforts. You will be willing
to put in extra hours and exert greater effort, provided you feel you will be rewarded for your efforts. Status and recognition are
more important than a steady job or a stable paycheck, even if it means long hours, frequent travel or uncertain earnings.

Your self-affirmation sentence:

"It's okay not to be No. 1 sometimes."

Steps to Effect Change
1. You are an optimistic person and have a tendency to not understand why everyone in the world isn't the way you are. It is important for you to

understand that the degree of recognition you seek may not always be available as you desire. Avoid looking for "greener pastures" too frequently.
Joining organizations and participating in activities outside of work can help provide you the degree of recognition you so strongly need in your life.

2. You will need to stay aware of the need to balance your drive for personal recognition with an understanding of how your risk-orientation might
adversely affect others in your life who are more security-motivated.
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Online Courseware
Question/Probing

When interacting with others in a work environment, consider how your questioning/probing level may affect these relationships. You may benefit from the following
development suggestions:

Seminars / Workshops:

• Models for Management ™ by Teleometrics International

Self-paced e-Learning:
• Models For Management - Module 3: Communication and Interpersonal Relationships should be of particular interest for

those wanting to explore how questioning/probing relates to communication style and effective relationships.

To access recommended online courseware, visit www.lmiuniversity.com.
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Online Courseware
Motivation

When working with others, how you are personally motivated may be affecting the results you are achieving. You may benefit from the following development suggestions:

Seminars / Workshops:

• Models for Management ™ by Teleometrics International

Self-paced e-Learning:
• Models For Management - Module 4: Work Motivation should be of particular interest for those wanting to explore more

effective ways of dealing with motivation in the work environment.

To access recommended online courseware, visit www.lmiuniversity.com.
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