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Above

Average Average
Below

AverageLow High

Agreeableness u

Assertiveness u

Avoidance of Violence u

Customer Service / Responsiveness u

Drug Use Potential u

Emotional Stability / Resilience u

Extroversion u

Integrity concerning Company Policy u

Integrity concerning External Theft u

Integrity concerning Internal Theft u

Interpersonal Sensitivity u

Intrinsic Motivation u

Nurturance u

Openness u

Optimism/Enthusiasm u

Teamwork u

Work Drive u

Date: 04/02/2012 Prepared For:

Prepared by:  John Lounsbury, Ph.D. & Lucy Gibson, Ph.D., Licensed Industrial-Organizational Psychologists

The following pages represent a report based on the results of a psychological assessment. The profile presented below 

summarizes key results in each area compared against general population norms (indicated by the descriptors Low, 

Below Average, Average, Above Average, and High) and with norms for high performers in the type of job for which the 

candidate is applying (indicated by the shaded areas).  The candidate's score is indicated by the diamond symbol : u

ALL RESULTS SHOULD REMAIN STRICTLY CONFIDENTIAL

Resource Associates

Overall Cognitive Aptitude u
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Cognitive Aptitude Assessment

Compared to general adult norms using standardized tests which were validated for a wide range of 

positions, we estimate Larry's overall level of general intellectual aptitude to be in the 50-59 percentile 

range.  His individual aptitude levels are: 

Abstract Reasoning 70-79%ile

Numeric Reasoning 30-39%ile

Verbal Reasoning 30-39%ile

Larry has a slightly below-average level of general cognitive aptitude.  While he may be able to handle most 

rote tasks and assignments, Larry may not be a fast learner or be able to solve complex problems readily.  

Heavy information loads may sometimes overwhelm him on this job.

Explanation of Cognitive Aptitude Scores:

The aptitude scores in this section reflect percentile rankings -- not percent correct on the test.  With 

percentiles, the average is the 50%ile.  Half of the people score below this score and half score above it.  

As another example, if a person scores 80-89%ile on a specific test in this report, it means that they scored 

as well as or better than 80-89% of the norm group, but not as high as 11-20% of the norm group. 

The Overall Cognitive Aptitude is an average of the separate aptitude sections given to this candidate. 

The lower the Overall Cognitive Aptitude score, we predict that the candidate will have difficulty learning new 

information and making decisions. For example, if they are well experienced in their occupation, they may 

be able to continue to perform well practiced tasks adequately, but have difficulty learning new things. As 

such, they will need additional training time and more support from supervisors. People who produce lower 

Overall Cognitive Aptitude scores generally prefer tasks that call for specific responses rather than ones 

requiring insightful solutions. They are also slower in processing information and are often easily 

overwhelmed by complex problems, especially ones they have not dealt with before.

The higher the Overall Cognitive Aptitude score, the more we predict that the candidate will learn quickly, 

pick up a lot of new information on their own without needing to be trained, handle a large information load 

easily, make decisions in an efficient manner, and show a great deal of insight about how to solve new and 

complex problems.
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Personality Assessment

Strengths:

He tends to be easy to get along with. Larry avoids arguments and unpleasantness unless the topic or the 

person is one that really makes him upset.

●

Larry is not aggressive, contentious, or overbearing in his interactions with other people.  He is fairly 

respectful and deferential.

●

Even when other people are acting in an aggressive manner, Larry does not allow his behavior to 

deteriorate to that level. He controls his feelings well and seeks a resolution to conflict that does not 

include open hostility.

●

He has an above-average level of emotional stability.  Larry can handle most types of job stress and 

pressure without lowering his performance effectiveness.  He will usually deal with work crises in a calm, 

level-headed manner.

●

Larry is fairly introverted in his interpersonal style. He will usually have good concentration for his work 

and does not mind working quietly on the tasks at hand.

●

He seems to possess the high moral values and ethical principles that would prevent him from 

responding to opportunities for theft in the community. Taking advantage of opportunities for theft – even if 

other people are doing so -- are generally viewed by Larry as illegal, unethical, and wrong.

●

Larry’s moral values regarding right and wrong in the workplace are fairly strong . He is unlikely to take 

things from the workplace for personal use or condone graft that he sees going on around him.

●

He can usually identify with the feelings and concerns of other people. Larry’s empathy enables him to 

understand and relate to people. He is likely to be perceived as someone who is fairly considerate, 

insightful, and helpful.

●

Larry strives for meaningfulness and personal gratification in his work. Cash prizes and bonuses have 

little or no motivational value for him, while challenges and variety motivate him a great deal.

●

In jobs that call for Larry to be a selfless, caring, nurturing person, he is likely to be a fairly good 

performer. He can demonstrate a caring attitude most of the time, especially if he can withdraw from high 

demand situations if needed.

●

He is very respectful of and committed to traditional ways of doing things at work.  Larry is most 

comfortable with tried-and-true methods and well-established procedures.

●

He is fairly attentive to what goes on around him and often keeps a close watch on situations that could 

be problematic.  Larry will not be deceived by false promises or blindsided by unexpected negative 

developments. He will not rush to expend valuable resources on questionable projects.

●

Larry is balanced with respect to teamwork versus individual contributor roles.  He can alternate between 

working closely with others and working independently.

●
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Larry has a high work drive and is very committed to meeting the demands of his job.  He will work hard 

and put in long or irregular hours when needed.  He goes above and beyond normal job performance 

expectations.

●
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Developmental Concerns:

At times, Larry can be hard to get along with. He could make more of an effort to be consistently 

agreeable and pleasant in his job-based interactions.

●

Larry may sometimes be too accommodating or prone to go with the flow in situations where a more 

assertive approach is warranted.  In meetings and conversations where critical issues and plans are 

being discussed, he may avoid taking a stand for  what he believes in.  Similarly, he will rarely initiate any 

type of confrontation, which may leave some problems unresolved.

●

He could strengthen his customer service orientation. Larry may need to be more responsive to the 

needs and preferences of customers in his area of responsibility.

●

He could be more outgoing, sociable, and personable. Larry may not share his ideas and communicate 

his views frequently enough to coworkers.

●

Larry scored at an average level on our measure of integrity. Even though this score is in the acceptable 

range, it is advisable to provide him clear and unambiguous messages about the need to adhere to 

company rules and policies, as well as to conduct himself in an ethical manner in all work situations.

●

Larry scores average on the nurturance scale which indicates that he can be easily drained by people 

who need a lot of his care and sensitivity. He is probably better suited to a role that calls for superficial 

helpfulness and short-term contact with your clientele.

●

He can be too set in his ways and unwilling to try new practices on his job. Larry may be unreceptive to 

company-sponsored innovation and continuous improvement efforts .  He may not be interested in 

developing new job-related skills and abilities.

●

He may occasionally be too suspicious, doubtful, or skeptical.  Larry may, at times, be too prone to look 

for the downside of situations as well as problems with other people.

●

He could place greater emphasis on group unity, cohesion, and a shared sense of purpose with his fellow 

employees. Larry may need to be encouraged to be more actively team-minded, especially in work 

settings where close cooperation and interdependence are required.

●
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INTERVIEW QUESTIONS

After reviewing the assessment results for this candidate, you may want to conduct a structured 

interview to further explore and clarify some specific concerns.  The interview questions listed below 

reflect areas of concern raised by the assessment results. You should keep asking questions until 

you have gained confidence in your assessment of the candidate. You can use some or all of these 

questions when interviewing the candidate.  You will probably want to customize these questions to 

best fit your style and what you already know about the candidate as well as the job for which s/he is 

being considered.  Most of these are behavioral description items which ask the candidate to 

describe specific behavior on the job.   Some additional probes which you might want to use with 

individual questions are:

* When did this take place?

 * What factors led up to it?

 * What were the outcomes?

 * What did others in the organization say about this?

 * How often has this type of situation arisen?

ASSERTIVENESS

Describe a time when you took charge of a difficult situation in your organization and turned it around 

into a success.

●

Describe a time when you spoke up on a matter of importance to you, even though you knew it would 

not be well-received or when others in the company opposed you.

●

Tell me about a time you took the initiative to get a project started or to complete it in a timely manner.●

What would you do if you felt that your boss had been ignoring you or not paying attention to your ideas?●

Describe a time when you successfully confronted a problem situation that others had trouble dealing 

with in the past.

●

Tell me about a time when you effectively negotiated with upper-management to get them to accept your 

recommendation over the recommendations of others.

●

CUSTOMER SERVICE

No matter how hard you try, some customers are rude, annoying, or impossible to please. Describe the 

most difficult customer you have had to deal with and what efforts you made to accommodate him or 

her.

●

Describe a situation where you went above and beyond your job description to make a customer 

satisfied. [Probes: What did you do? What was the outcome? How often has this type of thing happened 

in the last year?]

●

Tell me about a time when you had to reconcile competing demands from the customer with company 

demands or needs.

●

Tell me about a time when a customer gave you a difficult problem to solve.●
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There are limits to how far an employee should go to try to satisfy customer demands and requests. 

Describe the criteria you use to decide when that limit has been reached.

●

EXTROVERSION

Describe a situation when your ability to communicate made a difference in the outcome of a project , 

assignment, or task at work.

●

Tell me how much time you would ideally like to spend each day in meetings and discussion groups on 

the type of job for which you are applying.

●

All of us have different styles of interacting and communicating with other people . Describe a situation 

where your style did not mesh well with that of another employee. [Probe: How did your styles differ? 

What problems did this lead to? What adjustments did you make?]

●

Give me an example of a presentation that you have made where the audience was not particularly 

interested in the topic. What did you do? What were the results?

●

INTRINSIC MOTIVATION

Tell me which factors define success for you in a job.●

Describe how your feelings of job satisfaction are affected by how much challenge and variety you have 

at work.

●

Tell me what you would do if your job became repetitive and routine.●

Describe the kind of work that really motivates you.●

NURTURANCE

Tell me about a person with whom you have been in a care giving relationship .  How was it difficult for 

you? How was it rewarding?

●

Tell me about a person who has depended on you for service of some kind . What did you do for them? 

In what ways did you try to take care of their all of their needs -- not just the immediate request? (Listen 

for someone who tries to understand what the other person is going through and who tries to do 

something extra to deal with the objective need as well as the emotional needs.)

●

OPENNESS

Describe the most recent new job-related method, procedure, or technique you learned and how you felt 

about learning it. [Probe for when and how often this occurred.]

●

Tell me about a time when you recommended or implemented a better way of doing things at work.●

Describe a situation where you felt that continuing demands to do new things on your job lowered your 

overall productivity or efficiency.

●

Describe your plans (if any) for continued education, job-related training, or professional development 

you have for the coming year.

●

OPTIMISM

Sometimes it helps to prepare for the worst and try to anticipate potential problems at work. Describe a 

time when your concerns about possible future problems were justified.

●
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What would you say to a coworker whom you felt was being naïve or gullible about some new job they 

were considering? If asked, what advice would you give?

●

How do you personally guard against unrealistically high expectations at work or being blindsided by 

unanticipated problems?

●

The information contained in this report is Resource Associates, Inc. business information intended only for the use of the 

individual or entities named above. If the reader of this report is not the intended recipient you are hereby notified that 

any dissemination, distribution or copying of this report is strictly prohibited. If you have received this report in error, 

please notify us immediately at (800) 840-4749 or by sending E-mail to info@resourceassociates.com.
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