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These assessments should be used to conduct your next interview and be 

one part of your final decision. This summary is written to the STM 

benchmark for this position, knowledge of your culture, team management 

style, and specific information you have provided. 

 

 

CONCLUSION 
 
I predict very good performance in this position because Linda has many 

of the skills and competencies required for the job, although I would like to 

see her attention to practical tasks and detail a bit stronger.  I have 

assigned a high risk that she will not measure up to your expectations if, 

as you stated in the assessment order, she will be primarily a project 

manager doing “in the weeds work”.  If your plans are for her to develop a 

team and take on a leadership role fairly quickly, then the risk is less.  She 

is more likely to be successful in the long-term as a leader than as a doer. 

You can reduce the risk factor by addressing the points raised in the 

INTERVIEW STRATEGY below.  
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SUMMARY OF GENERAL BUSINESS FACTORS 
 
Scores are out of a possible 10 and I have indicated key requirements in 

bold. You can read the entire list beginning on page 12 at the end of this 

report. 

 

> Analytical—8.2 
> Confident presenter—8.3 
> Curious—8.0 
> Customer focus—8.4 
> Detail management—7.8 
> EQ: Intrapersonal (self-awareness & self-motivation)—8.3 
> EQ: Interpersonal (awareness of others & relationship mgmt.)—8.4 
> Fast Learner—8.6 
> Flexibility/adaptability—8.3 
> Following directions—8.5 
> Goal achievement/commitment to the job—8.3 
> Independent or remote work—8.3 
> Meets standards (policies, quotas, goals & objectives)—8.6 
> Objective listener—8.6 
> Organized and systematic—8.4 
> Practical problem-solving ability—7.8 
> Relationship building 8.6 and maintaining 7.8  
> ROI—5.6 
> Self-confident (able to work effectively under stress)—8.5 
> Self-starter—8.4 
> Strategic thinker—8.5 
> Teamwork—8.3 
> Thrive in a fast-paced environment—8.2 
 

The range of all 60+ Soft Skills Scores: 

                        LOW]            MEDIUM             [HIGH 
...5.5……6.0…...6.5]…..7.0…...7.5……8.0…..[8.5…...9.0...…9.5.......10 
                          /\             /\               /\ 
               Weakest,     Median,  Strongest 
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ASSESSMENT HIGHLIGHTS 
 
Linda’s NATURAL BEHAVIOR 

is people and feelings oriented. 

She loves people interaction 

and sees everyone as a 

possible friend. She tends to be 

very outgoing but has the capacity to step out of the limelight and be a 

supportive team player. 

Her adaptation to WORK in her current position at Shane Co. is to maintain 

her outgoing and friendly style but increase her focus on tasks, details, 

quality, and precision. The cause of this adjustment may be that Linda is 

poorly managed in her current position, but this will be an important issue 

to resolve during the interview. 

Note that under high stress everyone tends to revert to their NATURAL 

Style. 

 

Linda’s primary motivator is 

Knowledge & Discovery. Her 

secondary motivators are 

Helping Others, Peace & 

Harmony, and Return on 

Investment.  She is passionate about learning and will use what she knows 

to be of service (teaching/mentoring), keep things running smoothly and 

drama free, and impact the bottom line.  This is an excellent profile for the 

job and your culture.  Although her focus on learning new things is higher 

than other members of your team, her secondary motivators fall right in line 

with your “keep calm, help our customers, and make money doing it” 

culture. Any major concerns regarding analysis paralysis (too much time 

learning not enough doing) are offset by her modest ROI but know that that 

might pop up when she is under a lot of pressure.  
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PROJECT MANAGEMENT STYLE 

 

Linda’s PROJECT MANAGEMENT STYLE is director/lawgiver – more 

focused on people and planning than on mundane or practical tasks and 

execution. She is very good at seeing the big picture and how others fit into 

it, but she herself does not particularly enjoy getting mired in the details or 

being involved in the “in the weeds work”.  She is more of a big picture 

thinker, not someone who focuses as much on the little details, but her 

strong planning and organizing capacity helps her to avoid making 

mistakes when she does have to take on the hands-on doing of the work.  

 

LEADERSHIP STYLE 

 

Her LEADERSHIP STYLE is “communicator”.  Her primary focus by far is 

on people and relationships with a secondary appreciation of practical 

tasks/execution and planning/systems.  She understands others well and 

tends to be very sensitive to their needs.  She not only focuses on giving 

others support and positive feedback; she wants them to do the same for 

her.  You can count on her to be a responsive and helpful team player.  Her 

major weakness is a lack of objectivity because she has a tendency to be 

forgiving and give others the benefit of the doubt.  She puts a much lower 

emphasis on practicality and systems, rules, and procedures.  This could 

have a negative impact on her ability to organize her time and get her own 

work done because she always puts others and their needs first.  She may 

also struggle with providing specific expectations and direction and holding 
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others accountable.  This hands-off management style is fine if she has a 

seasoned and capable team reporting to her but could be an issue if she 

has to do more hand holding or be more prescriptive. 

Linda’s ENERGY & DRIVE for performance as a doer comes from being 

very engaged with role of project manager and loving everything about it. 

However, she may not feel as comfortable in this role, nor does not see her 

future with great clarity. Her ENERGY & DRIVE for performance as a 

leader is somewhat stronger. She is far more self-assured in leadership 

and may feel she doesn’t have much left to prove. She clearly is not 

enjoying the role as it is right now and has concerns for the future. This is 

largely consistent with her comments as to why she is job hunting. 

 

KEY RELATIONSHIP ISSUES 
 
Linda’s outgoing and friendly behavior style allows her to easily build 

rapport with almost anyone.  She won’t hesitate to say what’s on her mind, 

but she will do so in a friendly way.  She will be more likely to want to warm 

up a conversation with some friendly chat or small talk rather than just 

diving right into what needs to be done whereas you just want to get to the 

point.  You have similar values/motivators and complementary leadership 

styles, although Linda will be more likely to put people above production. 

 

 

INTERVIEW STRATEGY 
 
You noted that she is seeking a new position because her current job is not 

stable, and the assessments indicate that she is unhappy and unsure about 

her future.  What exactly is behind that?  What are the problems there and 

what are her future goals?  She is still very engaged with the work that she 

does, although not so much the leadership aspects of the role, but what 

exactly is missing and is that something she can find with in this position at 

Smith Creative? Try questions like this:  
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• What are you looking for in your next position? What does the 

ideal situation look like for you? 

• What in particular appeals to you about this position?  

• How do we compare to other companies or agencies you’ve 

been talking to?  What would put us at the top of your list?  

Press her to be specific. Ultimately you want to find out that working for 

Smith Creative is genuinely part of her plan and not just a way to get out of 

her current situation.  

Another area I suggest you probe is her leadership capacity in terms of 

being able to give clear direction and hold people accountable for practical 

results.  She is definitely not a micro-manager, but she may need to be 

more prescriptive and hands-on in certain situations or with greener or 

under-performing team members.  

• What new systems or programs have you implemented in your past 

roles and what were the results? 

• Have you had to inspire, energize, or closely manage an 

unmotivated or underperforming employee?  What did you do, and 

what was the result? 

• What is the difference between activity and results?  How do you 

personally define this difference? 

You indicated that your concern is whether she will be willing to do the “in 

the weeds” work.  Although she is very engaged with the work, she doesn’t 

see a future in it.  Where she sees her future is in leadership, so if this is 

not part of the plan in the fairly near term, this may not be the right thing for 

her, and you likely won’t have her for long.  Be crystal clear with her about 

what the job is now, what your plans are, and your realistic timeline.  It is 

essential that she knows exactly what she is getting into so that she can 

determine if this is the right opportunity for her in the long-term. 

As always, the key is to NOT accept her first answer, but to have two or 

three more questions ready to go that dig deeper into the issue and either 

reveal an emotional (negative) reaction or confirm that she is comfortable 
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with all challenges. I recommend paying more attention to her body 

language and emotional state than her words. 

 

DEVELOPMENT STRATEGY 
 
There are enough positive aspects to Linda’s profile to suggest that once 

she is settled into the right environment, she will be successful.  Key to her 

long-term success will be to have her address personal goal setting and 

related planning to boost her focus on the future.  Setting specific and 

measurable short and long-term goals will likely have a positive impact on 

her energy and drive.  In the short term it will be important for her to learn 

all your tools and systems as well as why they are important so she can 

fully engage and be effective and productive in her new position. She could 

benefit from some coaching as a leader in terms of setting clear 

expectations and holding people accountable.  Be very clear with your 

expectations in the interview, and then follow up after she is hired to be 

sure she is adapting well and both parties are happy with her performance 

and progress. 

 

Do not share this with the candidate. It is written for your eyes only. If you 

have additional questions or would like clarification, please contact me. 

Should you hire this candidate, we recommend that you have us debrief 

the full assessment (not this report) with the candidate. The debrief can be 

a key part of your on-boarding process and considered part of the overall 

assessment package. 

 

Best wishes and get on with it! 
 
 
 
Sue MacArthur  Vice President 
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APPENDIX 
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