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Based upon the 15FQ+ Full personality profile, “Ideal Profiling” utilises a unique job profiling
system to compare each candidates personality to their role profile. Question prompts are
provided in order for key gaps to be explored at interview.

The questionnaire is available in both English and Arabic.
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™M Concrete Abstroct n |
~n Direct Restrained s | | a ponfcrew enthusastic peron who wil react mpulsively fo a
o Confident | Selt-doubting 15
= o= o | c?‘ervp‘ $o achieve o balonce between couion and sponfansity.
[ Group-orented Self-sufficlent n | POSSIBLE QUESTIONS: ) R

| 8 Do you regard yourself az more o less prediciable than ofhers in your wodk group?
Qs Informal Seif-disciplined o | B How do you think others amongst your working group cope with roufine and boredom? Are you
| lesz foleront or more tolerant of roufine than ofhers n your group?

% Composed Tense-driven @

* The Profile Simicefy wa: calcucted using the Bomett Shaped Didance coefficiart (BID). Thiz coel‘cxe“

vories between 0 ond 1 in o smilor manner fo ient, with 0 indicafing no relafi
e i e

Se———
iz drawn fo solitory pursuits.
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DERAILER

The 15FQ+ Derailer Report is a brief screening tool that
identifies individuals whose personalities present a risk of
undermining the organisation’s success and derailing team
performance. It identifies twelve behavioural syndromes that
can impair a person’s performance and present challenges for
the team or organisation the individual is working in.
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Eccentric - Absent-minded r
Appeasing - Acquiescent
Suspicious - Mistrustful
Volatile - Explosive
Undisciplined - Nonconformist
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Organisations use competencies and competency frameworks
to identify, develop and reinforce specific behaviours that are
required to achieve organisational success.

Today almost all the fortune 500 corporations have integrated
the concept of competencies in all critical areas of human
resources management. The competency focused solution
aids organisations in the identification and development
competency related behaviours.

'S

This solution uses Apply/PSYTECH Universal Competency Framework to predict
respondents’ typicalbehaviourin each ofthese areas.

Integrity Planning and Organising Interpersonal Skills
Creativity Quality Orientation Persuasiveness
Logical and Analytical Energy and Drive Resilience
J Bachion Mok |. Vrvemal Compimency famusk Selcion kepoe. Decision Maker | Universal Competency Framework Selection Report
W COMPETENCY PROFILE w INTERVIEW GUIDE: INTEGRITY
Sam Sample IEN Commitment to folowing organisationa rules
10" June 2013

FRAMEWORK SELECTION

Profie Description
A St el kol he & cxdle el of sy onc € e ickied o corkoam o
persrmrpliarrii e sty o J e o
vely the omarization's effical cut Mo—cwwecmuemgee

REPORT

committed fo
iy and ciy.

© Prychometics Lid WWW.PSYTECH.COM

(Test time = 30 mins approx)



7

dministrators

Management & Consultancy

EMOTIONAL INTELLIGENCE

Emotional intelligence refers to a set of skills that define how
effectively an individual perceives, understands, reasons with,
and manages their own and others’ feelings, emotions, and
mood states.

Research has suggested that people with high Emotional
Intelligence (EI) tend to be more transformational in their
leadership style, have better negotiation skills, higher stress

tolerance, and less absenteeism. 15FQ+

What El Measures?

This assessment is a self-report of how frequently an individual displays emotionally intelligent
behaviours in the workplace.

Sam Sample

Foleman this report defines emational insslligence 3s consisting of competencies in
sl and imerperscnal. Wirin these domains, E1 competencies are spiit into two
b5 on these iour E) competency Clusters are presented below, along with definitions

y Cluster detsils behavioural Styles that are characterised by.
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her collzagues are uniikely 1o view her as being paricularty moody or unpredictable. She is
fose her composure when piaced under pressure, or have great dificully maintaining her

Fifieen Factor Questionnaire + ocyCuster Raw 1 2 3 4 6 8 7 8 8 m‘

15FQ+ Emotional Inteligence 7 J E l e | ‘ noisy, distracting environments. AS such she would not b2 expected 10 have particuar
e with the emotional demands of challenging working enviments. As her scores suggest that
e [ Lo | be levels of fruswation tolerance, she snod be no more likely than most % become short

3 7 fadie when things go wrong. Moreover, she should not have undus diiculty dealing with siow
The Social Awareness Compstency Cluster inclugse: Empatny, imerpersonal Openess, Organsational  fople and i no mare ligely 1ian most 9 ose her temper in such situatons.

(‘poiticar) Awareness and Service Onentation. These competencies enable 3 parson %: understand others’
motives, emotions and behaviowr; be 0pen 10 Othess' points of view and perspectives; be sansitive

interpersonal and organisatonal Qynamics. t Unentation
. i bty that River Ho is by nature that ively and fun-oving, it would nonetheless be expected it
™e Cluster includss: Confict o . ; e
= Jelativety unlicely 10 be voubled by feelings of despondency or depression. In general, she
Insprational Leagership; Change Catalyst Tesm Working and Open Communication. Thess competancies o o o pres g

229 1o have enough energy to meet failly Cemanding work scnedules. Sh2 should ot be
o worTy about T2 Aure, of anticipate problems Where ohers see none. AS a result, sne is
fairty optimistic and positive cutiook, Wi her being inclined 10 anticipate success from e
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The 15FQ+ can now be generated to inform specific competencies as oppose to just commentary
on personality factors. (If required AADC can also customise this report to match the competency

framework model used by the organization).

15FQ+

FIFTEEN FACTOR
QUESTI( ‘H AR

Sam Sample
Aug 2013
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The 15FQ+ can now be generated to inform specific competencies as oppose to just commentary
on personality factors. (If required AADC can also customise this report to match the competency
framework model used by the organization for a one off fee).

Sam Sample
(Selection Report)

DECISION MAKER

UNIVERSAL COMPETENCY

FRAMEWORK

© Psychometrics L.

WWW.PSYTECH.COM

’ COMPETENCY PROFILE

L + I3
Decision Maker | Selection | Universal Competency Framework ”n
e 1 I

The overall competency patential scare esfimates Soder's tendency fo exhibi effecive werkploce behaviours.
The competency scores are weighted composites of the behavioural dimarsions that confribute fo each of|
Paytech’] universal competencies. The score any given individudl obtains on these scales depends not only
wpon that person’s paftem of sirengths and weoknes acros the behavioural dimensiors, but cli on the
y reohi] . .

FIFTEEN FACTOR

Gimeraion ing fo fhe parfcular
'COMPETENCY PROFLE CHART
Competency Domains level 1 2 3 4 5 &

QUESTIONNAIRE

’ SUMMARY OVERVIEW

o)
Decision Maker | Selection | Universal Competency Framework

The folowing tables list the major strengths and potential areas of concem that can be infered from Bader's

responses fo

POTENTIAL STRENGTHS

the behavioural

This report provides clear indication of candidates
strength and areas for development, providing
detailed questions to ask at interview.
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Srasa enina . INTERVIEW GUIDE: INTEGRITY
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Q2 WGCheonexomgieot W Whydidyouhave fo
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Action

(O]

Decision Maker | selection | Universal Competency Framework

Having obtained a profie that indicates Boder & fkely fo set himself very high standords of
conduct and behaviour in work, he would be expected to be very commitied fo following

® Plaase expiain your
reczoning.

® How succastul wes
13

oroject
W How wara your afiorts
eds

Boder’s resuls indicate he i not strongly inclined fo follow social conventions and codes of
conduct without queskion. As @ result, he might not be expecied fo feel @ very sirong sense of
allegiance fo the orgenisation's|ethical values and culture.

B How aid you deciwitn B Wny ol you caal wen
the stuations. tne:
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monnerd

W How aid you deciwith B Do you batava tat
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suppOrt ar hindar your
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Discover

Occupational Interest Profile +

OIP+

Designed to provide a comprehensive and fully integrated assessment for career guidance and
development, OIP+ consists of an occupational interest questionnaire and a measure of 'personal
work needs'. It was originally developed following extensive trialing on 16 to 18 year-olds and
has subsequently been extended for use with older adults.

What OIP+ Measures?

OIP+ assesses eight vocational interests and five personal work needs. The vocational interests
identify work areas which anindividual is likely to enjoy whereas the work needs asses how well
suited they are to different environments.

S

1 think the job of a fashion designer would be interesting.

e
conind S5 e

o
o
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OPPro

RSONALITY

The OPPro provides a focussed assessment of nine personality traits of central importance in
customer facing roles. The questionnaire is written in a straight forward and direct style that is

accessible to people of a wide range of abilities. It should be used for Selection and recruitment

for customer facing, sales and general office roles.

What OIP+ Measures?

Providing a detailed assessment of interpersonal style, thinking style and patterns of coping with
stress, the personality dimensions measured by the OPPro have been selected for their
occupational relevance. These characteristics are crucial in determining productive and counter-

productive behaviour inyour organisation.

For example the OPPro can identify people who:

Are moody and irascible

Are Negative and defeatist
Avoid challenges

Are disorganised and chaotic
Are shy and retiring

Are stress prone

Are stable and composed

Are optimisticand persevering
Rise to a challenge

“Are systematic and meticulous
Are livelyand gregarious

Are resilient

Are tactless and blunt

Are submissive and avoidant
Arerigid and unbending

Are naive and candid

Destroy trust

Are sensitive and gullible

Are diplomatic and persuasive
Push for action

Are adaptable and flexible
Are socially astute

Foster trusting relationships
Are Tough-minded and realistic
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JTI

An alternative to the Myers-Briggs Type Indicator ®, the JTI assesses personality within Jung's framework of
Psychological Type. In addition to identifying a person's preferred Type theJTl uses a scaled approach to each
dimension, giving a more detailed description of preference than most Type indicators.

What JTI Measures?

The JTl is based on the work of Swiss Psychologist Carl Jung, who identified how our preferences influence
how werelate to the world and others around us. Jung's model of Psychological Type identifies dimensions of
preference: Extraversion vs. Introversion (El), Thinking vs. Feeling (TF) and Sensing vs. Intuiting (SN). The
fourth dimension, Judging vs. Perceiving (JP), identifies a person's dominant preference towards the world as
either a judging attitude (T or F) or a perceiving attitude (S or N).

Advantages

Assessing a person's preferences and how they impact on areas including thinking style, interpersonal styles
and problem-solving, the JTl is particularly effective for personal development, enhancing communication,
counselling, guidance and team building. administration and scoring. Emphasising the strengths and
developmental challenges of each Psychological Type, the JTl is a valuable tool to facilitate training and
development programmes

Example .

1am interested in understanding people's feelings and
AMpiE emotions.

usgres

- i |
I i “"A

B rroerion J—
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Understanding Per
e dum Type Indestor (1) & questonnere desped b o
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B
g
e

Sam Sample's scores on e JTI piace him within the ype Category
ENFP.
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Further Considerations
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TECHNICAL TESTS NORMATIVE

TECHNICAL TEST BATTERY TECHNICAL

TEST BATTERY

The Technical Test Battery - TTB2 measures the core skills that are required for selecting and assessing staff for
engineering apprenticeships, craft apprenticeships or technical training. It consists of two tests, which can be
administered individually or together, Mechanical Reasoning (MRT2) and Spatial Reasoning (SRT2).

Mechanical Reasoning (MRT2) measures the ability to understand mechanical concepts and physical principles in
operation. The items have been selected from a wide range of areas (including optics, electrics, fluids and mechanics) so
users can be confident that they are measuring a broad range of mechanical reasoning ability.

Spatial Reasoning (SRT2) measures spatial ability through items that assess the ability to visualise patterns in three
dimensions and match three-dimensional objects to two-dimensional patterns. The items have been selected to
represent a wide range of shapes (e.g. cubes, pyramids, cones, rhomboids and an innovative variety of other multi-
faceted shapes). Therefore, users can be confident they are measuring a broad range of spatial/ diagrammatic ability.

An example question from the TTB Tests is provided below:

GENESYS GENiSYS

Example 2 Example 2

Which of the four patterns
below, when folded, could make
the shape on the right - if none,
select response 57

Which load is least stable?
(If cannot determine, mark 4)




PERSONALITY ASSESSMENT - Values & Motives
Inventory

Discover

Values & Motives Inventory

VMI

Understanding a person's energies and drives helps identify where they are likely to gain most
satisfaction and make the biggest contribution at work. VMI is a normative self-report
questionnaire which profiles a person's motivations to determine the amount of energy and
effort they are likely to expend in different activities.

What VMI Measures?

VMI scales have been selected for their relevance to the workplace. The 12 scales are grouped
into three areas:

Interpersonal - values whichinfluence an individual's approach to relationships with others.
Intrinsic - values relating to personal beliefs and attitudes which guide an individual's approach
to everyday problems.

Extrinsic - values which influence behaviour inthe workplace.

Advantages
VMI provides a focussed, reliable and comprehensive Sam Sample
assessment of personal values and motives. It can be used 27 Mar 2013
on its own or as part of an assessment battery for selection,
development, guidance or team-building. It is available in

paper and pencil format, or online and offline using the
GeneSys platform.

EXPERT

EXTENDED REPORT

VALUES AND MOTIVES INVENTORY v Moss]

WWW.PSYTECH.COM




ASSESSMENT CENTRE — Verbal & Numerical Critic
Reasoning

TESTING TOOLS —ABILITY TESTS (Managers+) chB

Discover

Critical Reasoning Test Battery

Critical Reasoning is an ability that is central to all roles that require the incumbent to take
logical decisions based on complex information. CRTB2 has been developed to this core ability
in a time and cost effective manner. CRTB2 comprises two sub-tests which measure verbal and
numerical critical reasoning. These can be administered either individually or together.

For example the CRTB2 canidentify people who:

Weigh up evidence logically Take ill informed decisions

Identify trends in data Fail tograsp numerical concepts
Isolate the key points in an argument Overlook core information
Understand complexarguments Struggle to grasp complex arguments
Assimilate all the evidence Fail to appreciate all the evidence

Quickly comprehend statistical and

financial information Are confused by statistical and financial data
Process information quickly Are slow to process information

Make well-informed business decisions Have poor business judgement

Solve problems effectively Are unable to find solutions to problems

Available in English / Arabic online - supervised



Numerical & Abstract Reasoning)

ASSESSMENT CENTRE — Ability Assessment (Vs

The Verbal Critical Reasoning Test directly assesses the ability to understand
semi-technical reports and accurately draw logical conclusions and inferences cRTB
from complex written data. It forms a key assessment device for all managerial
and professional jobs which require quick and reliable interpretation of written

reports and appropriate decision making.

The Numerical Critical Reasoning Test directly measures the ability to understand and critically
evaluate a wide range of numerical information presented in Tabular form, and accurately use this
information in a logical way. It forms a key assessment device for all managerial and technical
positions which require a detailed understanding of financial, numerical and statistical data.

Example

It is likely that the recent rapid expansion in the number of commercial radio stations wil continue.

Abstract Reasoning (GRT2A) measures the ability
to understand abstract logical problems and use
new information outside the range of previous
experience. This is the purest form of mental
ability and is least affected by previous education
and achievement. It is therefore ideally suited to
assess individuals of wvarious educational
backgrounds and cultural groups.

GRT2

For Women, which is the least important feature of a car?

Cannot say

Example
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The Verbal Critical Reasoning Test directly assesses the ability to understand semi-technical cRTB
reportsand accurately draw logical conclusions and inferences from complex written data. It

forms a key assessment device for all managerial and professional jobs which require quick

and reliableinterpretation of written reports and appropriate decision making.

The Numerical Critical Reasoning Test directly measures the ability to understand and
critically evaluate a wide range of numerical information presented in Tabular form, and
accurately use this information in a logical way. It forms a key assessment device for all
managerial and technical positions which require a detailed understanding of financial,
numerical and statistical data.

An example question from the Numerical Test is provided below:

GENISYS
Example ‘ :
LANAS

MARKETING WEEKLY
While the number of commercial radio stations has Goubled over the last ten years
blc. While a
substantial profits most, however, are

further growth is limited as no new radio frequencics arc
few popular ra
running at
that can be
radio stations

Timiting the amount
expected that some

20 bankeupt within the ext few ye

It is likely that the recent rapid expansion in the number of commercial radio stations wil continue.

GENESYS

vin

% of Men, within each Age Greup, citing each of the listed % of Wemen. within each Group, citing each of the listed
Characteristics s the most important feature of a car. Characteristics s the most feature of 2 car.
CHARACTERISTIC  20-2% J0-39 4049 50-59 60-69 CHARACTERISTIC  20-29 30-39 40-49 5058 60-69

Pericemance R x ® 2 9 » Perfemance ® 12 3 10 5
Econonty i 18 18 2 Economy 17 2 w » R
Rercaabty 20 zn 18 n 38 Resiosteidty u n u o 35
Satety 5 15 13 2 5 Satety 8 0 2 3 2
Design 20 5 13 6 'l Design 13 2 7 4 1

For Women, which 1S the least important feature of a car?

Cannot say

Available in English / Arabic online - supervised
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GRT2 - A comprehensive and in-depth measure of mental agility, GRT2 has been designed

to assess general reasoning ability. Suitable for non-graduate level applicants, it consists G RTZ
of three sections which can be administered individually or together, measuring Verbal

(VR2), Numerical (NR2)and Abstract (AR2) reasoning ability.

What GRT2 measures

Verbal Reasoning (VR2) measures basic vocabulary, verbal fluency and the ability to reason using words. This
test isappropriate for all jobs which require a general level of verbal ability (e.g. junior sales and administrative
positions, clerical jobs).

Numerical Reasoning (NR2) measures the ability to use numbers in a logical, efficient way. This test is
appropriate for all jobs which require a general level of numerical ability (e.g. accounts clerks and technical
roles).

Abstract Reasoning (AR2) measures the ability to understand abstract logical problems and use new
information outside the range of previous experience. This is the purest form of mental ability and is least
affected by previous education and achievement. It is therefore ideally suited to assess individuals of various
educational backgrounds and cultural groups.

An example question from the GRT2 Tests is provided below:

Example ‘ GENESYS Example ° GENiSYS

Which of the following is the odd Which of the following is the odd
one out? one out?

Example

what comes next?
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GRTZ
SENI '

GENERAI

REASONING TEST

Discover

Abstract Reasoning Test

GRT2A- measures the ability to understand abstract logical problems and use new information
outside the range of previous experience. This is the purest form of mental ability and is least
affected by previous education and achievement. It is therefore ideally suited to assess individuals of
various educational backgrounds and cultural groups.

GRT2A can identify people who are:

Are quick thinking Are slow to understanding

Benefit from training Are slow to benefit from training

An example question from the GRT2 Tests is
provided here:

Available in English /Arabic online - supervised
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The derical Test Battery - consists of four tests assessing a range of clerical aptitudes and skills: Verbal
Reasoning (VR2), Numerical Ability (NA2), Clerical Checking (CC2) and Spédlling (SP2). Designed for general clerical
and administrative positions, tests can either be administered individually to assess a specific aptitude or as a
whole battery to produce a candidate profile.. The CTB2 sub-tests can be administered either individually or
together.

Verbal Reasoning (VR2) measures basic vocabulary, verbal fluency and the ability to reason using words.

Numerical Ability (NA2) measures the ability to use numbers efficiently in clerical and administrative
contexts. This test assesses the ability to perform such tasks as calculating travelling expenses and working
out the unitpricing of goods.

Clerical Checking (CC2) assesses the ability to quickly and accurately check verbal and numerical information
(names, addresses, code numbers and telephone numbers, etc.) against a target. CC2 is a classic
speed/precision test which assesses the abilityto quickly and accurately code data.

Spelling (SP2) assesses the ability to correctly spell commonly misspelt words. This test provides a quick and
reliable measure of the candidate's ability to spell accurately.

An example question fromthe CTB2 Tests is provided below: ' I Bz

ERICAL TES
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Example Example

The Shoe Shop
REPTON Derty:

Sick means the same as?

Healthy Which answer is exactly the same as the above item?

Disease

The Shoe Shop
REPTON, Darbys.

The Shoe Shop
REPTON Derbys

The Shoe Shop The Show Shop
REPTEN, Derbys. REPTON, Derbys.

Example ENIS Example

entrepreneur
entrapreneur
Which one of these words is spelt

correctly? entreprenuer

entreprener

What is the total cost?

entraprenuer

entraprener



ABILITY ASSESSMENT (ONLINE)

A comprehensive, detailed and accurate measure of mental ability, this test has been specifically
designed to be carried out online, where supervised testing is not possible, to assess general
reasoning. It consists of three sections, which can be taken individually or together, measuring
Verbal, Numerical and Abstract reasoning ability.

What the IRT Measures

Verbal Reasoning measures basic vocabulary, verbal fluency and the ability to reason using
words. This test is appropriate for all jobs which require a general level of verbal ability.
Numerical Reasoning measures the ability to use numbers in a logical, efficient way. This test is
appropriate for all jobs which require a general level of numerical ability.

Abstract Reasoning measures the ability to understand abstract logical problems and use new
information outside the range of previous experience. This is the purest from of mental ability
and is least affected by previous education and achievement. It is therefore ideally suited to
assess individuals of various educational backgrounds and cultural groups.

Advantages

IRT is quick to complete, taking 14 minutes
(plus time for example questions), yet it
provides an indication of the candidate’s
abilities. Available online, it can be Drive is to Car as Fly is to?
administered quickly with the provision of full
name and email address. The results can be
generated by importing into the GeneSys
software, immediately producing a report
against the desired comparison group. Quick
and cost effective, the IRT is the ideal brief
assessment tool.

Example
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Critical Reasoning is an ability that is central to all roles that require the incumbent to take cRTB
logical decisions based on complex information. CRTBi is an item banked assessment that has

been designed to assess critical reasoning ability and is available for unsupervised

administration via Psytech GeneSys. It is recommended for: Adults of graduate &

management level caliber to assess high level critical reasoning ability.

What CRTBi measures:

Verbal Critical Reasoning measures the ability to understand and accurately draw logical conclusions and
inferences from complex reports. Consequently, it forms a key assessm ent for managerial and professional
roles which require accurate interpretation of written reports and rational decision making.

Numerical Critical Reasoning measures the ability to understand and critically evaluate a wide range of
numerical data and draw logical conclusions from this. Consequently, it forms a key assessment for
managerial and professional roles which require the ability to understand financial, numerical and statistical
information.

Example '

MARKETING WEEKLY

Whille the number of commercial radio stations has doubled over the fast
ten yoars further growth is Bmited as No New radio frequencies are Now
avadabie. While a few popular rasio stations are making substantial peofits
most, however, are running at @ loss. This is mostly due 1o poor audience

figures. limiting the amount that can be charged for advertising space. in
this context, it is expected that some radio stations may go bankrupt within
the next few years.

¥ is likely that the recent rapid expansion in the number of commercial radio stations will continue Exnle 1 Genﬁ_sys
True L"'"“""T‘ : Fake MEN
Jetermine % of Men, within each Age Group, citing each of the listed % of Wornen, within each Ago Group, citing each of the
S N WS R FES— Characteristics s the mest important of a car. Characteristics s the most important feature of & car.
1 2 3 CHARACTERISTIC 20-29 30-39 40-49 50-59 60-69 CHARACTERISTIC  20-29 30-39 40-49 50-59 ©60-89
52 32 38 32 % Performance 0L 12 8 10 S
Econon 3 16 18 20 27 Econ 17 24 29 el 32
Reliability 20 Fel 18 2 38 Feliability 34 32 24 4 35
Safety 5 15 13 x 5 Safety 18 30 32 n 2
Design 2 5 13 6 4 13 2 7 4 1
CRTBi is quicker to administer than most
other critical reasoning tests. Both the
. For Women, which 15 the least important feature of a car?
verbal and numerical sub-tests can be
completed in 40 minutes. Applicants find
. Pertormance Economy Reisability Safety Design Cannot say
CRTBi to be more acceptable than
traditional reasoning tests as it contains 1 2 ) g : g

problems which are relevant to
management and business functions

Availablein English /Arabiconline - unsupervised
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Purpose
A sales success indicator

' - For
Discover Adults, young adults, all levels of
Sales Preference Indicatory position

SPI

SPI provides an invaluable insight into characteristic behaviours in sales-related environments.
Designed to be used as part of an assessment battery, it enables you to identify people best suited to
different sales roles.

What SPI measures
SPI measures 6 core dimensions of sales activity and have been developed from an extensive

literature review and empirical validation of objective sales success. The 6 dimensions of sales
activity are:

Adaptive selling Networking
Emotional objectivity Organisational focus
Outgoing sales persona Competitiveness

SPI provides a quick, reliable measure of individual sales performance potential



ABILITY ASSESSMENT - Industrial Proficiency

The IPT is a robust measure of reasoning ability
specifically designed for warehousing, factory and
process orientated roles. This assessment is ideally
suited to individuals with a basic level of education
and includes sub-tests of Numerical and Symbolic
Reasoning, Following Instructions and Checking.

IPT Dimensions:

Following Instructions

Measures proficiency in following written, tabular
and diagrammatic instructions and the ability to
understand and follow work processes, checklists
and timetables.

Numerical Test

This test consists of questions which assess one’s
basic understanding of number sequences,
numerical transformations and their ability to
perform basic numerical computations.

Checking Test

Assesses the ability to quickly and accurately check
words, numbers and graphical images such as
barcodes and dials.

Symbolic Reasoning

Measures the ability to understand abstract logical
relationships and use new information outside of
previous experience to establish learning potential.

Test time=45 minutes approx

Industrial
Proficiency Test

Assess reasoning ability
for process orientated
roles with the IPT

Sam Sample

Industrial Proficiency Test

STANDARD REPORT

€ PmTomenct L2 i FFA aag 3 Test Date: 104/2011
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Use for:
Assess behaviours associated with
job performance in Contact

Centres
Discover Use with:
Sk kabeaniiiiigl  Contact Centre staff/recruitment

CCsl

The CCSI offers an effective assessment tool for selecting and/or developing people who work in
contact centres. It is a situational judgment test in which candidates are asked to judge which
behaviours are most appropriate in a range of common and challenging contact centre scenarios.

CCSI Scenarios

Reaction to Challenging Customers is a scenario that asks whether the individual can recognise how
to respond appropriately to anangry and demanding customer.

Interaction with Team Members is a scenario that asks whether the individual recognises how to
interact appropriately with other team members in the contact centre environment.

Maintaining High Performance is a situation that examines behaviours that contribute to high contact
centre performance such as adherence to schedule.

Following Policy asks whether the individual can recognise appropriate ways of adhering to policies
set by the organisation whilst still being sensitive to the customer.

Responding to Sales Calls probes the individual's ability to tackle outbound sales calls in an
appropriate and productive manner

Advantages

» Developed specifically for selection and development in a contact centre
environment.

» Basedon the judgment of contact centre experts.

» Focuses on asingle, overall score.

» 15 minutes + administration time.
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The General Sales Solution assesses a range of personality and motivational characteristics
that represent a tendency towards effective sales behaviour. The solution investigates the likelihood

respondents may exhibit certain types of sales related behaviour. It can be used to identify potential
gaps in performance, facilitate personal development or structure behavioural interviews in order to

inform and support selection decisions.

What the Solution Measures

The sales solution assesses a range of personality and motivational characteristics that represent a
tendency towards effective sales behaviour. The solution investigates the likelihood respondents may
exhibit certain types of sales related behaviours. It can be used to identify potential gaps in
performance, facilitate personal development or facilitate behavioural interviews in order to inform

and support selection decisions.

The behaviours used in the solution are derived from a typical sales process framework.

Building Contacts (Prospecting) = -
Needs Assessment (Qualifying) w SOLUTIONS
Style and Presentation (Pitching)

Negotiation (Closing)
Follow-up (Supporting)

YV VV VY

SELECTION

The solution also provides insights into the types of roles or environments respondents are more

likelyto be comfortable working in.

Roles which require sales people:

to work under pressure

to exercise diplomacy

to address the public and give presentations

to work with each other

to work in a competitive environment

to work long hours

to maintain high standards

to be able to work under constantly changing conditions
with financial rewards and incentives

VVVVYVYVYYVYYVYY

Unsupervised — Test time 30 Mins approx.
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Decision Maker | selection | sales Roles [[2]

SALES PROCESS PHASES

Building Confocts (Prospeciing)
o Indiviaual's aoilty

e aitty o
Outgoing and engages omers - The axilty 1 SOOMESEN GMars and Inttiate con
consoct: ond kad. Decision Maker | selection | sales Roles
Tha abity.

Needs Asessment (Quoiying) b SALES PROCESS OVERVIEW

Inaldual's Gl
-

Seeks
Seeks fo find value - Tha oo

1o
' craate value by Inkng Clents’ needs fo reieval : N . . N N
P Aty e s e oreanea] The overall sale: potential score esfimates Som's fendency fo exhibid effective scle:

cnes Bebadaus n the
chacpaatty e sk which raa ot sty oy e werkploce.  refiect: @ combinafion of personalty and mofivafional chorocterisfics related fo sales
periarmance within the variovs phases of the sales process.

Style and Presentofion (Piching) SALES PROCESS PROFILE CHART
“aam) o)
e smiry croman.
= neo
DECISION MAKER it TSIl Soles Process Phoses vl 1 2 3 4 5 & 7 8 9 10
Building Contocts (Prospecting) - o
Negofiofion (Closing)
Irwastigatas tna Inahidual's abiify 10 egatiate with Customan and Cise sales. It
Asserte e .
E | I °
Digent and perseverng - e GEI% 10 0urIUG @ 10k Ll al avenva: Fave besr)
Style ond Presentalion (P
Folow-up (Supporking) Decision Maker | Selecfion | Sales Roles
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Savice and suBpor - T SBT3 indw Sadatan 1o cutemer saacH
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Process ofiented - Tha cilty 10 work wih 50/es DIOS@55ES NG DIOCRTUIES, SO
sales rasufts.
Stress manogement - Tna asilty 15 avercoma dificuties and face challangas wf

h SALES CULTURE FIT OVERVIEW

The culfure fit scores esfimate Sam's preference fo work under cerioin workploce condifors. Not ol the
condifiors provided are relevant fo all Galios which s why it is recommended fo idenffy which
2 fit the culture of the % i s specic workp)

In oddifion fo describing Sam's licefhood fo perform ogainst the sales prf
insights info the types of roles or environments she s more fkely fo be com)

SALES CULTURE CONDITIONS

Roles which require salespeople fo work under pressure

The resulfs of the culfure fit profie can help determine fhe fypes of mofivator and environments that sfimulate
Sam and which, in furn, can help her perform of her best.

SALES CULTURE PROFILE CHART

Roles which require salespeople fo exercise diplomacy

Roles which require salespeople fo address the public and give presentd PROH[E HIGHLIGHTS
N o o people The following tables fist the rf 0
® Psychometrics Lid. WW\ o i i responze o the questicnnad
pecple
o e o S
PR ® Somislikely o be fair)
@ most scies people
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Roles which require salespeople o
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® She s unlicely fo prom,
less mofivated than m}

Maks lechi les Role D ® Somis o lieely oz mos
Decision Maker | Selection | Sales Roles e

’ BEHAVIOURAL INTERVIEW GUIDE

L INTERVIEW GUIDE: BUILDING CONTACTS (PROSPECTING)
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Unsupervised — Test time 30 Mins approx.



ABILITY ASSESSMENT — Technical Test Battery

TTB2 measures the core skills that are ) E——— 7,7
. ~ AN s
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required for selecting and assessing staff P
for engineering apprenticeships, craft wn o
apprenticeships or technical training Xy Discover

Technical Test Battery

.. 4 L] == g

It consists of two tests, which can be administered individually or together, using either paper
and pencil format as well as online GeneSys. Mechanical Reasoning (MRT2), Spatial Reasoning
(SRT2). Through GeneSys, TTB2 can be integrated with GRT2 to provide a fully integrated
aptitude profile and narrative report.

What TTB2 measures

TTB2 identifies ability to understand technical concepts and put them to practical use, making it
an essential assessment tool for anyone being considered for roles where technical ability is a job
requirement.

Mechanical Reasoning (MRT2) measures the ability to understand mechanical concepts and
physical principles in operation. The items have been selected from a wide range of areas
(including optics, electrics, fluids and mechanics) so users can be confident that they are
measuring a broad range of mechanical reasoning ability.

Spatial Reasoning (SRT2) measures spatial ability through items that assess the ability to
visualise patterns in three dimensions and match three-dimensional objects to two-dimensional
patterns. The items have been selected to represent a wide range of shapes (e.g. cubes,
pyramids, cones, rhomboids and an innovative variety of other multi-faceted shapes). Therefore,
users can be confident they are measuri hroad range of spatial/ diagrammatic ability.

Test time=45 minutes approx




