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Onboarding Report

This report is based on Sam's responses to 'identity’ - a fully validated psychometric personality
instrument that assesses 36 traits to gather information about how he sees himself. These self-
perceptions are compared with the professional working population to provide a measure of
personality in relation to others.

Please ensure that this report, containing personal information, is handled confidentially and
professionally and in keeping with data protection legislation. The full profile can be found in the
appendix.

Benefits of Onboarding

It has been shown that the successful onboarding of new employees increases business performance,
enhances job satisfaction and reduces turnover of staff. Research shows that building a strong
relationship with new colleagues in the earliest stages of employment is particularly important to
help you engage, retain, and get the best from your people. With the help of this report, spending
some time to better understand new members of your team will benefit the whole team in the
following ways:

1. New members will start performing in their role more quickly, and be less reliant on you.

2. You will better understand your new colleague's personal strengths and areas to improve
straightaway, ensuring you know how to support and get the best from them.

3. You can build an open relationship and provide greater clarity of the role/ challenges
straightaway.

4. Your colleague can make a start on their Personal Development Plan without waiting for a
formal appraisal, ~6-12 months into the role.

5. Your new colleague is likely to be more engaged, feel more motivated and confident in their
new role helping to reduce the likelihood of them leaving the business early on.

Prompts when conducting an Onboarding Meeting

Consider exploring:

* What are their strengths - what things do they particularly enjoy doing? Which skills must they
apply?

» What are they good at but do not enjoy doing? i.e. strengths that drain them?

* What are their weaknesses - areas that they will need to continue to manage? i.e where they
may need support from others?

« What do they actively want to develop?

¢ Who are their key customers?

« What resources are available for them e.g. budget, staffing, mentors?

e What is the best way to communicate and manage your new starter? e.g. frequency of
meetings? How will you both review performance and provide each other with feedback?

« What are the longer term opportunities for the new starter, e.g. skills development, career
options, etc?

e Then in conjunction with the requirements of their new role - start to build a development
action plan to help them succeed.

It is recommended a Review Meeting is also conducted 2-3 months after to assess their progress and
set additional targets as necessary.

This report rank orders the traits based on the strength of Sam's preferences and offers an
insight into when this working style is likely to be an asset or inhibiter to performance.

Note: These are only indicators, based on Sam's responses, and so should be used as a
springboard for further discussion with Sam.



Work Preferences - Rank Ordered

The following section of this report is designed to give you an overview of Sam's personality profile. As
aforementioned, it has rank ordered Sam's preferences based on the strength of his response.

Note: only preferences that are significantly above or below the average for the working population
are indicated below. As you read through the report think about how you and Sam can work together
to both harness his strengths and support his possible areas for improvement.

VERY STRONG Highly Independent - Sam will probably benefit from a good deal of autonomy
PREFERENCE and latitude to set his own direction.

l I Sam should respond well to being given ownership and responsibility
for making key decisions. Allow him to add value by challenging the
- - \/ g key y ging

norm or assuming a minority position in situations where others might
not have considered an alternative perspective.

® Sam may need some coaching to help him to consider and absorb the
inputs of others, keeping an open mind to alternative views.

VERY STRONG Lower Protocol-following - Sam may be more inclined to bend or break rules
PREFERENCE from time to time, especially if he feels they are over-compromising or restricting
potential gain.

Use this to its advantage e.g. when there is a need to challenge
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assumptions or consider alternative ways of doing tasks.

® Take time to ensure he is aware of the risks and consequences of not
following important safeguards.

VERY STRONG High Psychological - Sam will probably enjoy opportunities to interact with
PREFERENCE different types of people so that he can learn more about how others think and
behave.

- l I Use this strength to predict how other people will react to events, or to
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give you useful feedback / a second-opinion on others. He could act as a
useful coach in some instances.

Ensure he can strike a balance between people and results. Can he
® recognise when a more task focused approach might be more
important? Work with him to achieve this.

STRONG Highly Critical - Sam is probably sharper at spotting potential flaws or errors in
PREFERENCE  \york.

He should prove an asset in situations when you need someone to check
- - l the detail. Whilst others may take things at face value Sam will be able to
—_—— \/ use this eye for detail to hopefully circumvent potential problems
arising. Similarly, he should be set a high benchmark in terms of the
quality of his work output.

Be aware that he may need more encouragement to see the positive,
@ upsides of situations too. Watch that he does not become overly critical
of others' work as this could cause tension within the team.




STRONG Highly Reflective - indicating that Sam will bring a very open-minded and
PREFERENCE  accepting approach to his views or new thinking about issues. He will probably

I be more concerned to avoid pre-judging or over-simplifying matters.
It is likely that in meetings he will probably be effective in a facilitator or
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\/ chairperson role.

There may be times when he may need encouragement to adopt and
communicate a clear, simple message.

STRONG High Adaptability - More likely to flex or change his approach, Sam should be
PREFERENCE  able to deal with diverse types of people.

Increased adaptability should mean that he knows more instinctively
- . ‘/ how best to pitch an idea or convey key messages to different audiences

so if opportunties arise for this allow him to have a go.

Whilst adaptability is very useful, if he is naturally more inclined to

® change his approach, be wary that he is not considered inconsistent in
his treatment of different people.

STRONG High Decisive - Sam reports to prefer to make decisions more quickly, perhaps
PREFERENCE  \yjth less deliberation.

More decisive individuals are often effective at thinking on their feet and
- . l ‘/ won't shy away from making a decision when under pressure. In fact, he
_ may work better in situations where decisions need to be reached and
actioned quickly.

He may become frustrated when engaging in prolonged discussions,

® and may become aggitated by indecisive colleagues. Play to Sam's
strength by using him to unlock situations where no one is taking a
decision and momentum is required.

STRONG High Risk Taking - Sam may be more open to taking risks in order to achieve
PREFERENCE  greater returns.

He will be particularly energised by roles that allow him to lead change
- . \/ or reshape how things are done. Use this as a strength to raise others'
—_— expectations of what is achievable.

Be aware that Sam might feel frustrated in a culture that does not
support taking a chance to gain higher returns. How can this be
managed?

STRONG Lower Rational - Suggests Sam may rely more heavily on intuition or instinct to
PREFERENCE  make decisions.

When timing is tight you can probably rely on Sam to remain composed.

- . This is because he will be able to make a decision quickly based on initial

impression or gut feelings than others might be.

Think about encouraging him to also consider the use of more objective
evidence to help compliment his thinking style. Balancing intuition and
rationality will make him a more rounded person.




STRONG High Multi-tasking - Sam likes to have more than one task on the go at once.
PREFERENCE

Therefore, engage Sam by giving him multiple tasks that can be
‘/ completed simultaneously. Let him set his own deadlines, which are
- . likely to be more stretching. He will enjoy juggling, and will respond well

to a fast-paced environment.

If he is working on multiple projects at once, there will still be a need to
ensure that he maintains a high standard of work for all customers and
does not become overwhelmed. Check in with him from time to time to
ensure he is not taking on too much.

Sam's full identity profile is presented overleaf.



Profile-Respondent Name: Sam Sample
Interpersonal

Forwarding Self

Less outgoing in groups, reserved, Cl a PI'ESI‘-'“CE

So
prefers to avoid the centre of attention
| Ly |||m||

Gregarious and extravert in groups,
enjoys the limelight, outgoing

885 e

More likely to avoid confrontation or — Expresses self directly, outspoken, less
speaking mind - accommodating ( 3 self-censoring
q OO
_ __/J —_—
Less need to impress views on others, n I.IEI"ICE . Persistently impresses views on others,
low interest in influencing others | |IItIIlI ‘ o 'l [ 7| likes to convince others of own views
[ ][ ) | ]\_J
Less open with feelings, more Shares feelings openly, unguarded with
controlling of emotions, harder to read[ ” |[ ] | - ‘.(m ]| others, prefers to let emotions show
More conforming, prefers to follow ||1de endent
majority, dlsllkes standing out as s \ — r‘— If I;|ke:ot:cﬁe;::fgsreer\rtvr‘)gl;zfse;sf gvV::
@800 O ""]. .
| N— 421 — SN W— N—
. Modest Avoids talking about achievements,
Prepared to sell self &achievements, P W Yo — — N\ less comfortable discussing self and
makes own success known to others | |
| | J| i J ) success
o L J S
Focus on Others 1 2 3 4 5 6 7 8 9 10
L . Group Affiliation Prefers to work with others, values
Prefers work!ng |ndependent!y, dislikes - m— ) r‘p— — \' being part of a team, likes to share
restraints of teamworking
| A !IIiIIi!J| responsibility
I\\ |
Prefers to make decisions alone, less Consu Itat“" Values views and opinions of others,
consulting with others on views [ |[ ] i .IIIIHII gathers different contributions
Less interest in thinking about Psy choloaqica

More interested in reasons for others'

i[ ][ J| W 1 JI!IIIII }. behaviour, seeks to understand people
e

Less interested in dealing with ath More focused on emotional issues,

emotional or personql issues, less “' concerned about feelings, supportive
sympathetic | i IIIIHII |

Less likely to change or adapt Ada tablhty More likely to change behaviour to suit

behaviour to situations, consistent in @ different situations, adaptive style
||nm\l |||||||| '

behaviour of others, or understanding
people ][

approach

Information

Prefers practical application over Theoretical i i i
A T Interested in theories and hypothetical,
theory, less interested in the abstract or —*\ g enjoys conceptual or abstZaFZt issues
conceptual { [ I1I!IIIII (LT
_ — I

Ratlonal Values logic and objectivity, higher

[—1 [j — rj (—\need for hard evidence or data to make
decisions
= [ .J\. ~
Values originality, likes to play with

Values subjective insights, less likely to
need proof or data, more 'intuitive'

More likely to build on ideas of others, Creatwe

=)
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less interest in being original or . . "
y . ] l ideas, imaginative
inventive [ [ I [III!IIIII LI 9
— | (B
. Focused on spotting errors and
Less likely to look for problems or P E!t'ca —
drawbacks, takes things at face value — Y 1 —\ 7 \underlylng issues in matters, evaluative
||||II |||||||| | & critical
— N ~—/I h
Focuses more on the present, less FO!‘ESI t
future-orientated, prefers to react than — o r— =2 pI:r?r?::msgt(ir:c:sltosr:gce;:fst?r:TfI\:fﬁ:Ere
plan ahead I (rm"m [ ][ | !
—
Tasks 1 2 4 5

S/y_ernat:r.

Less structured approach, prefers

Organised approach to work, focus on
flexibility, less focused on details J[
\

|||||"| || [ [ ( | the detail, more structure to activities
L‘ S J

C |et||1 More likely to complete work to a high

b
Y, N/ =2 standard of quality, seeks closure,
[ ][ } | finisher
—_— l\-—
==)

[

More likely to lose interest in tasks,

prefers starting things to finishing themi (

i
—_—
Prefers to concentrate on one thing at a Mu|ti Taskm Enjoys dealing with several things at
time, likely to be less flexible with once, divides attention between
conflicting tasks [ ||||||||ﬂ | competing demands
. Var et SEE | Enjoys doing different things, more
Less comfortable with change, prefers ~ /-—! N likely to tire of routine, more
routine and familiar work )
J | |j||||||| |||||||| J comfortable with change
" A ~
Dislikes rules and regulations, prefers P 0(0] F°||ow|n Likes to follow instructions, will adhere
not to follow instructions given by \ |r‘— N/ to the rules and regulations, avoids
others [ [ | W 1[ [ J breaking the rules
— _zl L S, W L SN x_/J
ing Population 8 9
Response higher than... 1 4 11 23 40 60 77 89 96 99 9% of Comparison Group




Internal
Drivers

1 2 3 4 5 6 7 8 9 10
Low need for control over situations, Contro
little interest in leading others D OD| [ ] i .Illlllll ]
Win —
Values participative over winning, has High need to win at activities, desires to
little need to excel over others O D D| ][ i . HiGH ] excel over others in chosen fields

Higher need for control, likes to take
charge, takes responsibility, leads

More willing to compromise goals or Deterrmned More Per5|stent "? |"ea||5|ng ambltlgns,
less likely to sacrifice or compromise
targets, less driving for ambitions I
IIIIIl lIIIIIII goals
'P!'eference for taking time over Makes fast decisions, makes mind up
decisions, steady approach to problem ] . g
Vi quickly, less deliberation
solving LT IlIIlIII
Values caution over risk, less likely to R|Sk Tak'n Morg willing to take risks to a'chle've
objectives, takes chances to gain higher
act if outcomes are uncertain
O OD| ) (UL rewards
Stronger belief in effects of chance or Self Agenc y Sees self in control, less belief in luck,
luck in life, less likely to see potential — more likely to see potential influence
influence D OD| I"”"q.(“""" | over events
Emotional 1 2 3

Genera AI‘IKIEt Feels more anxiety, higher general state

More able to relax, can switch off from
of tension, less able to switch off

pressure, less tense

LT Illllll
Lower tendency to worry before

N
= ecuf‘c Anxlet ; ;
important events, Igss anxious in key Fég;:cegr\::érzhtsfft%ig?Eq(;r)t,agn; Sv\:gr;‘tgs),
situations | I T

Self Assure More confident in own abilities, sees
less scope for self-improvement

Less confident in abilities, conscious of

areas for development, self-critical "" o

More likely to be affected by setbacks, Res|||ence Less likely to be affected by setbacks,

more likely to ruminate and focus on will seek to move on quickly from
failures O T i. T | failures

More likely to view things sceptically, pos't“"e More positive about things, less likely

less positive about matters O[ ]D[ p— }w [ “ ” ” ] to be sceptical, focuses on the positive

Working Population (n=3428)

Response higher than... I 4 1' 1 23 40 60 ?? 89 96 99 9% of Comparison Group
[Style Scales 1 2 3 4 9 10 |
More likely to admit personal Se|f Prote(un Less likely to acknowledge or admit to
weaknesses, higher tendency to emotional issues, more rejecting of
acknowledge emotional issues I i ‘WO | l personal weakness
Has shown less need to follow what is Social Desira b|||t . .
> . 3 Has responded in a more socially
socially valued in responses, more self valued manner, less self-critical
critical mnn
Less reviewing and self-analysis of own Self Rewewm Higher reviewing of past behaviours,
behaviour, less focus on past focused on assessing self and
== 00000 =0 ==
Values first impressions, tends to reflect Reflective Reflective when evaluating matters to a

more complex level, more open to new

on matters less, prefers clear, polar
information

opinions

aeeeeeec o
Working Population 1 p 3 4 5 6 7 8 9 10

Response higher than... 1 4 11 23 40 60 77 89 96 99

9% of Comparison Group

Self-Perception Information - Points to Bear in Mind:

* not a definitive statement about how you behave - just an indicator
« about style and preference, NOT about ability without support from further evidence

* acomparative measure of how you see yourself in relation to the rest of the professional working population
« although broad patterns are likely to be consistent through time, your profile can change with experience and role
« this profile should not be interpreted by anyone who is not trained or professionally supported to do so





