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Overview of Fit Report
Candidate F completed his trimetrix assessment on 11-1-2017 at 6:32 PM. His three timed
assessments were completed in 54 minutes. When compared to the Shift Supervisor job benchmark:
76% Good/Excellent Fit
24% Fair Fit
0% Poor Fit
This report is divide into 2 main sections.
Section 1
This section of the report examines 4 areas of fit for this candidate: Behaviors, Driving Forces,
Acumen, and Competencies. Each area has 1 page and will illustrate the analytical data fit followed
by general feedback and potential interview questions. Here is a brief definition of the four areas.
Behaviors
A person’s observable behavioral style is HOW he or she chooses to get their wants met. Everyone
has a preferred or “natural” behavioral style and every job has certain behaviors that are required for
superior performance. When the natural style of the person doing the work overlaps with the
behavior needed by the job, it is easier for the person to do the job in an excellent manner, and with
less job stress.
Driving Forces
Driving Forces are “hidden motivators,” the reasons WHY a person moves to action. A person will
be most interested in and passionate about anything that engages his or her primary driving forces.
A person can be uninterested in or antagonistic to things that trigger his or her indifferent driving
forces. When a job’s rewards overlap with the primary driving forces of the person doing the job,
that overlap creates an intrinsic motivation for the person to do excellent work.
Acumen
Acumen tells us what a person “CAN” and “WILL” do naturally well. The dimensions of acumen
measure clarity of thought. A person’s clarity, keenness, and depth of perception is directly related
to their level of performance. The stronger a person’s acumen, the more aware they are of their
reality.
Competencies
Competencies measure WHAT talents a person has developed. When a person brings his or her
natural talents to bear on the job at hand, he or she is more likely to be successful in that job and be
intrinsically motivated to excel. If a person does not have natural talent for a particular area it does
not mean he or she cannot do that portion of the job, it does mean that portion of the job will not
seem particularly easy or “natural” for that person and they will tend to shy away from that part of
the job.
Section 2
Section 2 of this report contains exact pages from the candidate’s personal talent report. These
pages may be used for deeper analysis on the candidate prior to your hiring decision. In addition, if
this candidate is selected, these pages may be used as your guideline for up to three on-boarding
sessions.

Job Behaviors
Top Behaviors
Behavior
Following Policy

Poor Fit

Fair Fit

Excellent Fit

0-4.0

4.1-5.9

6.0-10.0

4.5
Interaction

0-3.5

3.6-5.9

6.0-10.0

7.0
Organized Workplace

0-2.3

2.4-5.0

5.1-10.0

3.0
Urgency

0-1.7

1.8-4.2

4.3-10.0

4.5

Bottom Behaviors
Behavior

Poor Fit

Fair Fit

Excellent Fit

Competitive

7.3-10.0

4.9-7.2

0-4.8

6.5
Customer-Oriented

8.0-10.0

6.4-7.9

0-6.3

6.3
Natural Behavioral Style: Moderate data for natural behavioral and communication style.
All 12 behavioral trait scores in the mainstream. No strong behavioral tendencies and no
major communication/behavioral blind spots which could indicate he has a more flexible/
adaptable style; or it could indicate he has difficulty describing his style; or he may have had
trouble understanding the questions/language, or he may have been trying to answer the
questions in a way he thought we wanted.
Potential interview questions: The job’s time is spent adhering to rules, regulations, or existing
methods. Do you tend to stick with established policies, standards, and procedures or fluctuate
based on customer requests? Give me an example of a time when a client wanted an exception
to a policy. How did you respond and how did it make you feel? Tell me how you feel about
“rules”. How flexible are you regarding rules?
The job’s time is spent establishing and maintaining specific order in daily activities.
Tell me about how you organize activities, tasks, and projects. How systematic are you?
Explain your system for keeping organized.
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Driving Forces
Driving Force

Instinctive

Poor Fit

Fair Fit

Excellent Fit

0-0.7

0.8-2.8

2.9-10.0

8.5
Selfless

0-1.7

1.8-3.9

4.0-10.0

3.8
Harmonious

0-1.2

1.3-3.4

3.5-10.0

4.3
Altruistic

0-0.8

0.9-3.2

3.3-10.0

3.3
Commanding

0-2.5

2.6-4.9

5.0-10.0

9.2
Receptive

0-2.1

2.2-4.5

4.6-10.0

3.8
Driving Forces: Candidate F's #1 primary driving force is ”Commanding" = He is energized by being in a
leading role, having control over personal freedom, and individuality. Descriptors: Status, Recognition,
Power. His #2 primary driving force is "Instinctive" = He is energized by utilizing past experiences, intuition,
and seeking specific knowledge only when necessary. Descriptors: Relevant Knowledge, Intuition, Current
Needs. 2 of his 4 primary driving forces match this job's primary rewards.
Potential interview questions: This job rewards completing tasks for the greater good. Give me an example
of a time when you or someone you knew set aside their personal agenda for the sake of larger, businessoriented issues. What did you think of that? Describe a decision you have made where you put the needs of
the organization before your personal preferences.
This job rewards new ideas, methods, possibilities, and opportunities. Do you tend to stick with established
policies, standards, and procedures or fluctuate based on customer requests? Give me an example of a time
when a client wanted an exception to a policy. How did you respond and how did it make you feel?
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Acumen
Acumen Indicator

Understanding Others

Poor Fit

Fair Fit

Excellent Fit

0-7.0

7.1-8.0

8.1-10.0

8.4
Practical Thinking

0-6.8

6.9-7.9

8.0-10.0

9.0
Systems Judgment

0-6.6

6.7-7.7

7.8-10.0

7.8
Sense of Self

0-5.9

8.5-10.0

6.0-8.4

7.4
Role Awareness

0-5.9

8.5-10.0

6.0-8.4

7.6
Self Direction

0-5.7

5.8-6.8

6.9-10.0

9.0
Acumen: High practical thinking score indicates he may be resourceful, understands how to get tasks
done, persistent, tries to get it right the first time. High self direction indicates he has a clear sense of selfdirection and his future. He may or may not know how he is going to make it a reality.
Potential interview questions based on high Self Direction score: Tell me where you see yourself in your
future? 1 year? 5 years? 10 years? How will this job connect with your future goals?
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Competencies
Competency
Conflict Management

Poor Fit

Fair Fit

Excellent Fit

0-2.9

3.0-5.1

5.2-10.0

6.0
Leadership

0-3.5

3.6-5.8

5.9-10.0

10.0
Personal Accountability

0-6.3

6.4-7.1

7.2-10.0

8.1
Planning and Organizing

0-2.2

2.3-4.7

4.8-10.0

3.7
Problem Solving Ability

0-6.2

6.3-7.4

7.5-10.0

9.2
Self Management

0-6.4

6.5-7.3

7.4-10.0

9.0
Teamwork

0-4.0

4.1-6.2

6.3-10.0

9.3
Driving Forces: 6 out of 7 job competencies above average.
Potential interview questions: The job requires utilizing logical, systematic, and orderly procedures to meet
objectives. Tell me about your personal organization system. How do you organize your work area? What
system do you have in place to ensure that longer-term projects and goals are accomplished within the time
frame that you have set? When you find yourself losing focus on a project, how do you get back on track?
Based on high Leadership score: The job requires achieving extraordinary business results through people.
Give me an example of when you inspired people with a vision. Tell me about a time when you significantly
improved the performance of a group of people who reported directly to you. How do you motivate the top
performers? Did you use the same techniques with the poor performers? If not, what did you do
differently? What actions did you take to improve poor performance? Describe your leadership style.
Tell me about a situation when you were able to maintain the trust and commitment of people after making
or implementing a decision that negatively impacted them.
Give me an example of when you took a significant risk for the sake of a principle, value, or mission.
Describe a situation when you failed to obtain the commitment, dedication, and trust of others. What, if
anything, would you do differently?
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General Characteristics
Based on Candidate's responses, the report has selected general statements to
provide a broad understanding of his work style. These statements identify the basic
natural behavior that he brings to the job. That is, if left on his own, these statements
identify HOW HE WOULD CHOOSE TO DO THE JOB. Use the general
characteristics to gain a better understanding of Candidate's natural behavior.

Candidate prefers working for a participative manager. He does his best work
in this kind of environment. He likes public recognition for his achievements.
One of his motivating factors is recognition and "strokes." He tries to influence
others through a personal relationship and many times will perform services to
develop this relationship. His goal is to have and make many friends. At work,
he is good at maintaining friendly public relations. Candidate projects a
self-assured and self-confident image. He likes feedback from his manager on
how he is doing. He likes to get results through others. He is at his best when
he has people working with him. He can be friendly with others in many
situations, but primarily with groups of established friends and associates. He
is sociable and enjoys the uniqueness of each human being. Candidate is
optimistic and usually has a positive sense of humor. He is most likely to be at
his best in situations where important things, such as values, judgments,
feelings and emotions are involved. He prides himself on his "intuition."
Candidate is good at giving verbal and nonverbal feedback that serves to
encourage people to be open, to trust him and to see him as receptive and
helpful. Because of his trust and willing acceptance of people, he may
misjudge the abilities of others. He is good at solving problems that deal with
people. He likes working for managers who make quick decisions. Candidate
may leap to a favorable conclusion without considering all the facts. When he
has strong feelings about a particular problem, you should expect to hear these
feelings, and they will probably be expressed in an emotional manner.
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General Characteristics Continued
Candidate is good at negotiating conflict between others. Candidate feels that
"if everyone would just talk it out, everything would be okay!" He usually uses
many gestures when talking. He judges others by their verbal skills and
warmth. He is positive in his approach to dealing with others. He may not
understand why everyone doesn't see life as he does! Communication can
extend from friendly to argumentative discourse. It is important for Candidate to
use his people skills to "facilitate" agreement between people. He tends to look
at all the things the group has in common, rather than key in on the differences.
He is both a good talker and a good listener. He is comfortable with most
people and can be quite informal and relaxed with them. Even when dealing
with strangers, Candidate will attempt to put them at ease.
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General Characteristics
Based on your responses, the report has generated statements to provide a broad
understanding of WHY YOU DO WHAT YOU DO. These statements identify the
motivation that you bring to the job. However, you could have a potential Me-Me
conflict when two driving forces seem to conflict with each other. Use the general
characteristics to gain a better understanding of your driving forces.

Candidate has the desire to create a winning strategy. He will work long
and hard to advance his position. He is driven by building a team that is
recognized as a winner. He is comfortable in situations when he can rely on
past experiences. Candidate will Google a topic to address a current situation.
He will focus more on the subjective more than the objective. He will evaluate a
situation and determine if it's more valuable to assist people or achieve results.
He may attempt to assist an individual or group overcome adversity. Candidate
sees value in following and implementing systems. He tends to be very helpful
when working with others who share the same interests. He may focus on the
overall situation and strive for harmony. He may use completion of activities
and tasks as a measure of his success.
Candidate strives to achieve leadership roles. He is driven by public
recognition. He is focused on handling practical matters over the pursuit of
knowledge. He will view and use knowledge as a needed resource or a means
to an end. Candidate may struggle when helping others if it's in conflict with his
own self-interest. Candidate's intention to help others is determined on an
individual basis. Following proven procedures is more important than quick
fixes. He will support his principles and beliefs to ensure consistency
throughout the organization. Candidate may look at the totality of a situation to
ensure a rewarding interaction. He may evaluate situations and objects based
on artistic beauty and unique characteristics as well as other qualifications. He
may see money as a necessary tool versus a measurement of success. He
tends to be open to increasing productivity and efficiency.
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General Characteristics
Candidate evaluates situations and may not feel the need for a return on
investment. He may look for ways to create a positive customer experience.
He is true to his personal system for living. He is willing to help others if they
are willing to work to achieve their goals. Candidate doesn't require a full
explanation of details. He may prefer a summary rather than the full-length
version. He is passionate about creating something that leads to an enduring
legacy. He is driven to acquire the very best that life has to offer.
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Value to the Organization
This section of the report identifies the specific talents and behavior Candidate brings
to the job. By looking at these statements, one can identify his role in the
organization. The organization can then develop a system to capitalize on his
particular value and make him an integral part of the team.

Self-reliant.
Creative problem solving.
Team player.
Can support or oppose strongly.
Optimistic and enthusiastic.
Accomplishes goals through people.
Big thinker.
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Checklist for Communicating
Most people are aware of and sensitive to the ways with which they prefer to be
communicated. Many people find this section to be extremely accurate and important
for enhanced interpersonal communication. This page provides other people with a
list of things to DO when communicating with Candidate. Read each statement and
identify the 3 or 4 statements which are most important to him. We recommend
highlighting the most important "DO's" and provide a listing to those who communicate
with Candidate most frequently.

Ways to Communicate
Appeal to the benefits he will receive.
Flatter his ego.
Understand his defiant nature.
Provide solutions--not opinions.
Talk about him, his goals and the opinions he finds stimulating.
Offer special, immediate and continuing incentives for his willingness to
take risks.
Expect him to return to fight another day when he has received a "no"
answer.
Use a balanced, objective and emotional approach.
Use a motivating approach, when appropriate.
Provide testimonials from people he sees as important.
Clarify any parameters in writing.
Use enough time to be stimulating, fun-loving, fast-moving.
Leave time for relating, socializing.
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Checklist for Communicating

Continued

This section of the report is a list of things NOT to do while communicating with
Candidate. Review each statement with Candidate and identify those methods of
communication that result in frustration or reduced performance. By sharing this
information, both parties can negotiate a communication system that is mutually
agreeable.

Ways NOT to Communicate
Drive on to facts, figures, alternatives or abstractions.
Legislate or muffle--don't overcontrol the conversation.
Be paternalistic.
Talk down to him.
Let him overpower you with verbiage.
Be curt, cold or tight-lipped.
Be dictatorial.
Give him your opinion unless asked.
"Dream" with him or you'll lose time.
Ramble.
Leave decisions hanging in the air.
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Introduction

Integrating Behaviors and Driving Forces Section

The ultimate power behind increasing job satisfaction and performance comes from the blending
of your behaviors and driving forces. Each individually is powerful in order to modify your actions,
but the synergy of blending the two moves you to a whole new level.
In this section you will find:
Potential Behavioral and Motivational Strengths
Potential Behavioral and Motivational Conflict
Ideal Environment
Keys to Motivating
Keys to Managing
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Potential Behavioral and Motivational
Strengths
This section describes the potential areas of strengths between Candidate's
behavioral style and top four driving forces. Identify two to three potential strengths
that need to be maximized and rewarded in order to enhance on-the-job satisfaction.

Utilizes people to win and accomplish goals.
Being an optimistic leader.
Positively promotes the image of the organization.
Enthusiastically starts a project even without needing all the details.
Volunteers relevant knowledge on many subjects.
Motivates others to look for the right information.
Wants to be seen as a leader in maximizing the production of people.
Sings the praises of peers when they contribute to the bottom-line.
Good at promoting causes that show potential return.
Tends to promote traditional ideas and beliefs of the organization.
The "megaphone" to spreading a message.
Always looking to say or do the "right" thing.
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Potential Behavioral and Motivational
Conflict
This section describes the potential areas of conflict between Candidate's behavioral
style and top four driving forces. Identify two to three potential conflicts that need to
be minimized in order to enhance on-the-job performance.

As a leader may over focus on self and his own needs.
May be viewed as someone who over promises and under delivers.
May only interact with those he feels complement his goals.
Will tend to elaborate on limited data.
May present facts and figures before gathering the necessary data.
A desire to share past experiences can impede his ability to listen and
learn.
When utilizing skills of others, he may slow the progress by talking too
much.
May overestimate the impact he can have on driving results.
Would rather move on to a new person than have a difficult conversation
with a direct report.
May be ineffective in sharing his system of living with others.
Has difficulty hearing what others are saying if it contradicts his beliefs.
Will be frustrated when new and exciting opportunities conflict with the
system.
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Areas for Improvement
In this area is a listing of possible limitations without regard to a specific job. Review
with Candidate and cross out those limitations that do not apply. Highlight 1 to 3
limitations that are hindering his performance and develop an action plan to eliminate
or reduce this hindrance.

Candidate has a tendency to:
Be too verbal in expressing criticism.
Trust people indiscriminately if positively reinforced by those people.
Be optimistic regarding possible results of his projects or the potential of
his people.
Be unrealistic in appraising people--especially if the person is a "friend."
Act impulsively--heart over mind, especially if his security is not perceived
to be threatened.
Make decisions based on surface analysis.
Be inattentive to detail unless that detail is important to him or if detail
work is of a short duration.
Be inattentive to details--only attentive to results: "Don't ask how I did it,
just if I succeeded."
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Keys to Motivating
All people are different and motivated in various ways. This section of the report was
produced by analyzing Candidate's driving forces. Review each statement produced
in this section with Candidate and highlight those that are present "wants."

Candidate wants:
A podium to express ideas, vision and experiences.
Public recognition of power and prestige.
Opportunities for advancement and new experiences.
To be seen as an expert in a variety of areas and opportunities to share in
the discussions.
Praise for his experience and ability to gather timely information.
To be able to seek out critical information that is valuable to share with
others.
To be seen as a resource for those who are willing to work towards a
common vision.
To be a part of a high performing team that contributes to corporate
objectives.
To promote programs that produce results by utilizing the skills of others.
Recognition for his ability to recruit others to the new idea, structure or
belief.
To influence anyone and everyone to his way of thinking, but in friendly
terms.
A manager that values his optimism about the ability to live and stand for
a system of living and doing business.
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Keys to Managing
This section discusses the needs which must be met in order for Candidate to perform
at an optimum level. Some needs can be met by himself, while management must
provide for others. It is difficult for a person to enter a motivational environment when
that person's basic management needs have not been fulfilled. Review the list with
Candidate and identify 3 or 4 statements that are most important to him. This allows
Candidate to participate in forming his own personal management plan.

Candidate needs:
A manager that recognizes his need for public recognition of
accomplishments.
To understand that others need "air-time" during meetings to share their
own ideas.
To set realistic goals that can be accomplished while improving the
organizational recognition.
To gather relevant information in an environment filled with opportunities
to share.
To prioritize and connect past experiences and thoughts to organizational
objectives.
To seek out ways to organize thoughts in order to effectively convey the
relevant information.
A manager that promotes his ability to positively influence others to work
hard toward a common goal.
Balance between socializing and obtaining tangible assistance from
others.
To be realistic about how hard others are working before giving
assistance.
To be realistic about his ability to influence people to his way of thinking.
To understand that there is a time and a place for influencing others to his
system for living.
Support in being an advocate for organizational systems, as long as they
are systems he believes in.
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Introduction

Competencies Section

Your success in any job depends on the value of your contribution to the organization. Managers,
mentors and professional coaches can encourage, advise and guide you as you grow
professionally. However, the ultimate responsibility for your career development is yours and
yours alone.
This report is designed to assist you in managing and developing your career. For many jobs,
personal skills are as important as technical skills in producing superior performance. Personal
skills are often transferable to different jobs, whereas technical skills are usually more specific.
Your development of these personal skills are categorized into four levels:
1) Well Developed
2) Developed
3) Moderately Developed
4) Needs Development
While personal skills are certainly important for career development, it is not necessary to fully
develop every one. In fact, development of a personal skill may not benefit your career if it isn't
required in your current job. In order to optimize your career potential, it is best to focus your
development efforts on the personal skills that are required in your current job, or the job you
want.
Be sure to read the entire report with an open mind. Everyone has areas where they can
improve. Before deciding to work on developing personal skills you have not yet fully developed,
you may want to discuss the report with a trusted peer, mentor or professional coach. You may
even wish to share the report with your manager. In most cases, management takes a very
positive view of individuals who wish to develop their skills.

Lisk Associates
(859) 421-7966
ryan@liskassociates.com

Candidate F
Copyright © 2006-2017. Target Training International, Ltd.

54

Competencies Hierarchy
Your unique hierarchy of competencies is key to your success. Knowing what they
are is essential to reaching your goals. The graphs below rank your competencies
from top to bottom.

1. Interpersonal Skills - Effectively communicating, building rapport
and relating well to all kinds of people.
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2. Leadership - Achieving extraordinary business results through
people.
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3. Presenting - Communicating effectively to groups.
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4. Teamwork - Working effectively and productively with others.
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5. Problem Solving Ability - Anticipating, analyzing, diagnosing, and
resolving problems.
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6. Self-Management - Demonstrating self control and an ability to
manage time and priorities.
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Development Legend
WD
D
MD
ND

=
=
=
=

Well Developed
Developed
Moderately Developed
Needs Development

* 68% of the population falls within the shaded area.
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Competencies Hierarchy
7. Written Communication - Writing clearly, succinctly and
understandably.
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8. Goal Achievement - The ability to identify and prioritize activities
that lead to a goal.
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9. Resiliency - The ability to quickly recover from adversity.
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10. Understanding & Evaluating Others - The capacity to perceive
and understand the feelings and attitudes of others.
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11. Diplomacy & Tact - The ability to treat others fairly, regardless of
personal biases or beliefs.
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12. Flexibility - Agility in adapting to change.
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13. Personal Accountability - A measure of the capacity to be
answerable for personal actions.
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* 68% of the population falls within the shaded area.
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Competencies Hierarchy
14. Employee Development/Coaching - Facilitating and supporting
the professional growth of others.
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15. Conceptual Thinking - The ability to analyze hypothetical
situations or abstract concepts to compile insight.
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16. Decision Making - Utilizing effective processes to make decisions.
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17. Conflict Management - Addressing and resolving conflict
constructively.
0

10

20

30

40

50

60

70

80

90

100

60

52*

D

18. Customer Focus - A commitment to customer satisfaction.
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19. Futuristic Thinking - Imagining, envisioning, projecting and/or
predicting what has not yet been realized.
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20. Persuasion - Convincing others to change the way they think,
believe or behave.
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* 68% of the population falls within the shaded area.
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Competencies Hierarchy
21. Continuous Learning - Taking initiative in learning and
implementing new concepts, technologies and/or methods.
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22. Empathy - Identifying with and caring about others.
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23. Planning & Organizing - Utilizing logical, systematic and orderly
procedures to meet objectives.
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24. Creativity - Adapting traditional or devising new approaches,
concepts, methods, models, designs, processes, technologies and/or
systems.
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25. Negotiation - Facilitating agreements between two or more parties.
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* 68% of the population falls within the shaded area.
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